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Introduction

Friday 29th May is the 50th anniversary of the passage of the Equal Pay Act 1970. Yet as recent high profile 
cases have shown, unlawful unequal pay, more appropriately known as pay discrimination, remains 
endemic. This report seeks to answer the question of whether gender pay and bonus gap reporting is 
contributing to the elimination of, or at least the reduction in, practices that contribute to unlawful pay 
discrimination. The Equality Trust has been campaigning on income inequality for over a decade, and 
pay discrimination is an important part of this. The research demonstrates that in countries with high 
levels of income inequality, we also see higher levels of mental and physical ill health, violent crime and 
incarceration, drug and alcohol addiction, teenage pregnancy and obesity and lower levels of social 
mobility, educational attainment and trust. 

This report examines the gender pay gap reports published by FTSE 100 companies and their identified 
subsidiaries, for the period ending 5th April 2019 and relies on data published on the Government portal 
as of 19th April 2020.1 A wider review of published gender pay gap figures for all reporting companies 
was undertaken to ascertain the direction and speed of travel of the gender pay and bonus gaps. Unless 
otherwise stated, all on-line references were accessed on 19 April.

1  https://gender-pay-gap.service.gov.uk

The Equality Trust would like to gratefully acknowledge the 
financial support of the Friends Provident Foundation that has 
made this report and the campaign activity around it possible.

https://gender-pay-gap.service.gov.uk
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The Ten Largest Pay Gaps Among Reporting FTSE 100 
Companies

Company Mean Gender Pay Gap %

HSBC BANK PLC 55.1

EASYJET AIRLINE COMPANY LIMITED 54.7

ANGLO AMERICAN SERVICES (UK) LTD. 50.1

BARCLAYS BANK PLC 47.4

BARRATT DEVELOPMENTS PLC 45.5

ST. JAMES'S PLACE MANAGEMENT SERVICES LIMITED 43.4

ABERDEEN ASSET MANAGERS LIMITED 42

BRITISH-AMERICAN TOBACCO (HOLDINGS) LIMITED 42

P.H. JONES FACILITIES MANAGEMENT LTD 41.9

STANDARD LIFE INVESTMENTS LIMITED 41.4

 
The 10 worst reporting companies within the FTSE 100 (or their subsidiaries) all have a gender pay gap of 
over 40%. In other words, for every £1 a man earns, on average, a woman earns 60p, and at HSBC Bank, the 
figure is 45p.2.

The Ten Largest Bonus Gaps Among Reporting FTSE 100 
Companies

Employer % Difference in bonus pay 
(Mean) 2019/20

DS SMITH PLC 86.4

SSE ENERGY SUPPLY LIMITED 86.2

P.H. JONES FACILITIES MANAGEMENT LTD 82.5

ANGLO AMERICAN SERVICES (UK) LTD. 81.2

CARNIVAL PLC 81

BARRATT DEVELOPMENTS P L C 79.3

ITS TESTING SERVICES (UK) LIMITED 79.2

PRUDENTIAL SERVICES LIMITED 79.1

COMPASS GROUP, UK AND IRELAND LIMITED 78.2

RIGHTMOVE GROUP LIMITED 76.9

The ten worst gender bonus gaps are in excess of 75%, in these companies for every £1,000 a woman gets 
as a bonus, on average a man will receive in excess of £4,000.

2  See Appendix One for the full figures for the FTSE 100.
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Recommendations

Companies that want to achieve real gender pay 
equality are encouraged to:

● Commit to undertaking and publishing a 
measure of their in-grade, (horizontal) pay 
gaps.

● Have an evidence-based action plan to 
address their failure to recruit and retain 
women in high value roles.

● Such an action plan should be owned 
by a high-level officer in the company 
and be reported to and overseen by the 
Remuneration Committee.

● Commit to eliminating those elements of 
their pay and reward structures defined as 
‘high risk’ by the Equality and Human Rights 
Commission.

● Adopt a policy of salary transparency or in 
the interim, a contractual policy of a ‘right to 
know’ so that women can ask for and receive 
details of the pay of potential comparators.3 

● The requirement for reporting on the gender 
pay gap should be expanded to include 
companies with more than 100 employees.

● Pay gap reporting should also be expanded 
to include ethnic and disability pay gaps.

3  We of course acknowledge that people of all genders 
can be unlawfully underpaid, but in the vast majority of cases 
pay discrimination works to the detriment of women. Our 
recommendations should be read as applying to people of all genders 
concerned about unequal pay. 

Executive Summary

● There is still a shocking level of complacency 
within many FTSE 100 companies as to 
the supposed absence of gender pay 
discrimination within their pay systems.

● Companies are not, by and large, operating 
pay structures that are transparent. The vast 
majority of companies do not advertise a 
pay rate for the job, or even a salary range. 
These practices are recognised as ‘high risk’ 
in terms of gender pay gaps. 

● While gender pay gap reporting has shone a 
light on the extent of gender pay and bonus 
gaps within companies (the highest gender 
pay gap reported by a FTSE 100 company 
this year was just over 55%), it has not seen 
the necessary cultural shift that would lead 
to the action necessary to rapidly close the 
gap.

● At the current rate of progress, evidenced 
by comparing the average pay gap among 
reporting companies for 2019 with that for 
2018, it will take almost 200 years before the 
gender pay gap is eliminated.
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The Gender Pay Gap and Pay 
Discrimination

The gender pay gap measures the average hourly 
pay of men and compares it with the average hourly 
pay of women (it is then reported as both mean and 
median values). There are two main causes of the 
gender pay gap. The first is what is known as the 
‘vertical gap’, which is caused by the fact that there 
are more men in senior roles, or higher graded 
work. In short, it is caused by a disproportionate 
failure to appoint or promote women to higher paid 
roles. There are a number of factors that contribute 
to this cause, ranging from direct discrimination (for 
example, a belief that women are not good enough 
or that they would not fit in), indirect discrimination 
(for example, a failure to make the work or the 
workplace accessible to employees with caring 
responsibilities, which disproportionately impacts 
on women) and a combination of occupational 
segregation, structural issues in education and 
in the labour market and economy. The first 
element of the gender pay gap - failing to appoint 
women to high value roles -will at times be a 
consequence of institutionalised and structural 
gender discrimination. That is, discriminatory 
practices within individual companies (institutional 
discrimination) and/or a level of disadvantage 
experienced by women in wider society (structural 
disadvantage).

But while important and, to some extent, shameful, 
the vertical pay gap is not the only factor driving 
the gender pay gap. There is also a horizontal 
pay gap, arising from a failure to pay men and 
women equally for doing like work, work rated as 
equivalent, or work of equal value. This element 
of the gender pay gap is expressly unlawful, and 
has been, on the day this report is published, for 
half a century. The good news is, if you read the 
commentaries provided by the FTSE 100 companies, 
horizontal pay gaps do not exist and everyone is 
paid equally, regardless of their gender. The bad 
news is that such assertions are often wholly 
unsupported by evidence and in many cases, are 
merely wishful thinking. This report illustrates the 
problem that companies routinely make assertions 
without referencing any supporting evidence. 

Background to Gender Pay 
Gap Reporting in 2020

In 2017, the Government introduced a requirement 
for companies with more than 250 employees to 
report details of their gender pay gap,4 with the first 
set of figures published in 2018. While gender pay 
inequality is a major issue in its own right, it is also a 
significant contributor to overall income inequality. 
Recent data from the Office for National Statistics 
(ONS) concludes that the gender pay gap for all 
employees in 2019 stood at 17.3%, although it was 
considerably less, 8.9%, among full-time employees. 
The difference between these figures comes from 
the fact that there are more women working in part-
time jobs, which for gendered reasons, tend to be 
lower paid.5

Companies that employ over 250 employees in 
the UK are required to report on their mean and 
medium gender pay and bonus gaps, as well as 
figures relating to the percentage of men and 
women who receive a bonus, and the distribution 
of men and women across four pay quartiles (the 
proportion of men and women in each of four 
segments from lowest to highest paid). Companies 
are also encouraged to produce a commentary on 
the data.6 
 
There is a twelve month gap between the date that 
the data relates to and its publication. In 2019, 
10,828 companies reported on their gender pay 
gaps as of 5th April 2018. The average pay gap within 
those companies was 14.19%. Due to COVID19, the 
Government waived the obligation to report this 
year, and as a consequence reporting fell by almost 
half, with 5,453 companies reporting their gender 
pay gaps as of 5th April 2019. The average pay gap 
within these companies was 14.12%, a closing of 
the average gap within reporting companies of just 
0.07%. 
This incredibly slow rate of change is taking place 50 
years after the Equal Pay Act 1970, and at this rate 
it will take almost another 200 years to close the 
gender pay gap among the UK’s leading companies. 

However, as every single commentary published by 
FTSE 100 companies asserts, the gender pay gap is 
not equivalent to unequal pay.
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Carrie Gracie was one of a number of high-
profile women who challenged the BBC over pay 
discrimination. She subsequently described this 
problem of institutional denial:

Pay discrimination is the gender pay gap’s dirty 
secret. It doesn’t get talked about enough, it doesn’t 
get measured enough, and it rarely gets managed 
at all. … There are no statistics on it because no 
employer wants to boast about breaking the law. … 
Gender pay gaps show a suspiciously large element 
that is ‘unexplained’. This is where discrimination 
is hiding and only painstaking work by economists 
can begin to tease it out. … But such attempts to 
measure discrimination are very rare. Which allows 
some employers to insist that it is a problem of the 
past or one that doesn’t apply to their organisation.7

This report does not assert that individual 
companies do or do not have a pay discrimination 
problem. What it does contend, is that with 
a handful of exceptions, there is little, if any, 
evidence that major companies have any reason 
to be confident that they do not. Aside from the 
reputational issues, this is a corporate governance 
issue. What well run company faces a statutory 
obligation by looking the other way and then 
publicly stating that they are confident that they are 
compliant? 

To What Extent is the Gender 
Pay Gap a Consequence of Pay 
Discrimination?

In the UK, the ONS, using a formula known as the 
‘Blinder-Oaxaca Decomposition’ was able to explain 
36% of the gender pay gap as a consequence of 
age, occupation, sector, full/part-time work, tenure, 
and business size. This leaves 64% of the gender 
pay gap unexplained. The statisticians assert: ‘The 
analysis would benefit from information on family 
structures, education and career breaks; without 
these the unexplained element is over-stated.’8 Given 
these factors, the ‘unexplained’ element cannot be 
equated directly with pay discrimination, but in the 
words of Carrie Gracie, ‘this is where discrimination 
is hiding’.
8  https://www.ons.gov.uk/employmentandlabourmarket/
peopleinwork/earningsandworkinghours/articles/
understandingthegenderpaygapintheuk/2018-01-17

This report draws on data published by FTSE 100 
companies that have reported gender pay gaps for 
2019, at the time of writing (see Appendix A). The 
report concludes that their assertion that there is 
no pay discrimination hiding within their gender pay 
gaps is almost exclusively unevidenced. While no 
conclusions can be drawn as to whether the FTSE 
100 companies are right; on the evidence produced, 
no conclusions can be drawn as to whether they are 
wrong. 

The Value of Gender Pay Gap 
Figures in Assessing Unequal 
Pay

As a caveat, it must be remembered that a company 
with a very high gender pay gap may have no 
horizontal discrimination in its pay. It may just be 
that all those performing the highest value roles 
are men. For example, structural issues within the 
airline industry mean that even if pilots are paid the 
same, irrespective of gender, and cabin crew paid 
the same, irrespective of gender, then the difference 
in men and women’s roles within the industry will 
create a significant gender pay gap. Meanwhile, 
a company with an overwhelmingly male front 
line staff (pest control, or mechanics for example) 
may have a gender pay gap that favours women, if 
the company only employs women in managerial 
positions. However, this overall pay gap in favour 
of women (reflecting the vertical differential of 
the company) could hide pay discrimination issues 
between women and men operating at the same 
managerial level. In short, the gender pay gap 
figures on their own tell us relatively little about 
levels of unlawful pay discrimination.

In addition, men in relatively low-paid male-
dominated manual roles may be more likely to 
work unsocial shift patterns and/or work long hours 
of overtime than women in the same roles. If this 
were the case, this would disproportionately raise 
their average hourly wage compared with women 
colleagues, even if the women were paid the same 
rate and offered the same additional shifts.

The focus of this report is pay discrimination, not 
because it is necessarily worse than the failure to 
appoint or promote women into high value roles, 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/articles/under
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/articles/under
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/articles/under
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gender pay gap, when filing its gender 
pay gap report, makes an assertion in the 
accompanying commentary that there is a 
difference between unequal pay and having 
a gender pay gap, and that it does not have 
an equal pay issue. Few, however, give any 
detail of the reason for their confidence. It 
may be a consideration, when drafting these 
public statements, that these companies 
are legally obliged to pay men and women 
equally for work of equal value, but they are 
not necessarily required to employ as many 
women in high value work as they employ 
men.

● While the reporting FTSE 100 companies 
focus almost exclusively on what they are 
doing or will do to ensure that over time 
more women move into more senior roles, 
there is little convincing evidence that 
many of these companies have either fully 
understood, or taken the issue of equal pay 
seriously.

In the previous report, high risk factors, within pay 
structures whose presence made unlawful pay 
discrimination more likely, were identified. These 
include:

● Lack of transparency in the pay and grading 
system, since if no one understands it, bias 
can creep in as people operate on what 
‘feels right’ rather than against an objective 
criteria.

● Discretionary elements, including 
performance related pay and discretionary 
bonus schemes which are down to an 
individual manager’s decision.

● Lack of a job evaluation system or one 
that is out-of-date. If companies have not 
measured the worth of different jobs, it is 
very difficult to know if they are of equal 
value.

● Non-payment of bonus, or other incentives, 
during maternity leave. The assumption 
that if a woman is absent on maternity 
leave she is not entitled to a bonus, is a 
common but potentially discriminatory 
one. Women are entitled to a bonus for the 
period of compulsory maternity leave, and 
as a minimum it should be paid pro-rata for 

but because it is unlawful. After half a century 
of a statutory requirement, it is way past time 
that those companies that continue to act as if 
the law is merely advice on best practice, while 
often expressing warm words about diversity 
and inclusion, recognised and acted upon their 
responsibilities. The Equality Trust is proud to 
endorse the work of The Fawcett Society9 in 
promoting legislative change in this area.

Observations and 
Recommendations From 2019

Last year, on the 49th anniversary of the passage of 
the Equal Pay Act 1970, The Equality Trust published 
a landmark report10 into pay disparity within FTSE 
100 companies, while also contrasting CEO pay with 
that of their lower paid, at times minimum wage 
employees. The report examined gender pay gap 
reporting and questioned the validity of the almost 
universal assertion that there was no unequal pay 
within the FTSE 100. With regard to equal pay the 
report asserted that:

● There is evidence that some FTSE 100 
companies may be importing unequal pay 
into their businesses by benchmarking to 
external market rates, despite evidence that 
the wider employment market is gendered 
and undervalues work traditionally seen 
as female, or predominantly carried out by 
female workers.

● The high-risk practice of advertising jobs 
without a stated salary and therefore inviting 
applicants to negotiate their own salary, is 
likely to contribute to the gender pay gap 
within some companies (even though these 
companies often do not recognise this risk).

It also asserted that:

● Unequal pay tends to be pervasive and 
frequently occurs in systems that are not 
specifically designed to facilitate it, but 
which equally have not been designed to 
eradicate it.

● Almost every company with a significant 

9  https://www.fawcettsociety.org.uk
10  https://www.equalitytrust.org.uk/sites/default/files/
FROMPINMONEYTOFATCATSFINAL_1.pdf

https://www.fawcettsociety.org.uk
 https://www.equalitytrust.org.uk/sites/default/files/FROMPINMONEYTOFATCATSFINAL_1.pdf
 https://www.equalitytrust.org.uk/sites/default/files/FROMPINMONEYTOFATCATSFINAL_1.pdf
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have engaged with us:

Admiral Group, Anglo American, Aviva, Barclays, 
Barratt Developments, British Land Company, 
BT Group, Centrica, Fresnillo, GlaxoSmithKline, 
HSBC, Intercontinental Hotels Group, ITV, Johnson 
Matthey, Land Securities, Lloyds Banking Group, 
Mondi, Melrose, Rentokil Initial, Segro, Severn 
Trent, Spirax-Sarco, Standard Chartered, St James 
Place Wealth Management, Tesco, United Utilities, 
Whitbread.

The FTSE 100 is an index of the 100 companies 
listed on the London Stock Exchange with the 
highest market capitalisation (i.e. the most valuable 
companies listed on the stock exchange) and 
consequently its composition changes depending on 
the fluctuating share price of individual companies.

The following companies were not in the FTSE 100 
12 months ago, and we welcome them and urge 
them to engage with us as partners in our quest to 
end pay discrimination and eliminate both elements 
of the gender pay gap: 
 
Ferguson plc, Flutter Entertainment, Intermediate 
Capital Group, JD Sports, M&G, Meggitt, Phoenix 
Group, Royal Bank of Scotland Group, Scottish 
Mortgage Investment Trust.

A Year on and What has 
Changed?

As we mark the 50th anniversary of the Equal Pay Act 
(its obligations now contained within the Equality 
Act 2010) on 29th May this year, the questions of 
both institutional pay discrimination and structural 
undervaluing of women’s work has been brought 
into sharp focus by the COVID19 crisis and the 
recognition that so many of the essential workforce 
are low paid, often ethnic minority, women.

Yet among those companies that have reported, 
very little has changed. The universal denial of the 
possibility of pay discrimination is as strong as ever, 
although a small number of companies have sought 
to provide some evidence to reinforce their faith.

As in previous years, the quality of some of the 
data from companies required to report is of 

the time she was at work during the bonus 
period.

● Different basic terms and conditions for 
different groups of workers, or more than 
one pay and grading system within an 
organisation. Bonus payments for some, but 
not other workers, can be problematic, as 
can different ways of compensating people 
for unsocial hours. Having separate ‘non-
management’ and ‘management grade’ pay 
structures can be particularly problematic 
if men at the top of the non-management 
grades are paid higher than women at the 
bottom of the management grades.

● Very long and overlapping pay scales remain 
in common use, in part because they afford 
managers a great deal of flexibility, but 
unfortunately they also create the space for 
bias or discrimination to influence outcomes.

● A lack of transparency or a clear policy on 
starting pay on appointment/promotion. If 
there is an assumption that starting pay will 
be more than the new appointee’s previous 
salary, then it can reproduce and reinforce 
the individual worker’s experience of gender 
pay disparity. It also creates an element of 
arbitrary pay, where new employees are paid 
what they are deemed to be worth, rather 
than being paid for the value of the job they 
do.

● Pay systems that are linked to market rates 
for jobs. If the wider employment market 
undervalues jobs that are female-dominated, 
then this bias will be imported into the 
employer’s pay structure.

● Indefinite or lengthy pay protection policies. 
This occurs when an employer has migrated 
from an older out-of-date or inherently 
discriminatory pay system and has agreed 
to preserve the pay rates of those who 
under the old system were paid more than 
the current valuation of their job. While it 
is entirely appropriate to have some pay 
protection over a limited period of time 
there can be problems if the protection is 
very lengthy or indefinite.

The Equality Trust sent a copy of the previous report 
to the FTSE 100 CEOs in an attempt to facilitate a 
dialogue. To date the following FTSE 100 companies 
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such that on average women earned five times 
as much as men. This is either a statistical error, 
or it indicates that the majority of their staff are 
male security workers on relatively low wages, and 
there are perhaps a small number of very high paid 
women in managerial roles. The company makes no 
specific comment on this exceptional figure.

In contrast, over half of the reporting companies 
had a gender pay gap disadvantaging women in 
excess of 13%, and 10% of reporting companies had 
a gender pay gap in excess of 30% (in other words, 
for every £2 a woman earns a man on average earns 
almost £3). 
 
In one exceptional case, the employer report 
indicates that while women make up 50% of the 
workforce, they receive zero percentage of the 
wages. Companies submitting gender pay gap data 
are required to confirm that the information is 
accurate.11

Not Enough Women at the 
Top?

The FTSE 100 companies are confident that they 
do not have equal pay issues. A statement along 
the lines of: ‘the gender pay gap relates to more 
men being in more senior positions and is different 
from equal pay. We are confident we pay women 
and men equally’ is almost ubiquitous. They then 
assert how much they value diversity and how 
difficult it has proven to recruit and retain women 
in their particular industry. While this report is not 
about the vertical pay gap, the supposed difficulty 
in attracting women is not always an entirely 
convincing explanation, as it would tend to lead 
to underrepresentation of women at all levels, 
not just the higher quartiles. Vertical gender pay 
gaps are about the failure to promote women 
or appoint them to higher value roles. A good 
example of how women being in a minority does 
not have to led to a large gender pay gap is Flogas, 
a supplier of Liquified Petroleum Gas (LPG) where 
the percentage of women across all four quartiles 
is broadly equivalent at about 20% of all staff, but 
despite their disproportionate failure to recruit 

11  Regulation 14, The Equality Act 2010 (Gender Pay Gap 
Information) Regulations 2017 requires that companies  produce a 
statement that confirms that the data provided is accurate.

questionable quality. One company claims to pay 
women five times more than men, and another has 
both a pay and bonus gap of 100%, which means 
that women would not be paid at all. A significant 
number of companies claim to have a zero pay 
gap, which is statistically very unlikely. These 
unlikely filings tend not to come from the FTSE 100 
companies, and no doubt some of these errors will 
be addressed when the Equality and Human Rights 
Commission seeks clarification of the reports. As 
with 2019 reporting, after EHRC intervention, a 
number of companies revised their data.

This report explores the gender pay gap of the 
FTSE 100 companies which have reported as of 19th 
April 2020. This is not to name and shame, but to 
highlight the data already in the public domain. 
They have therefore taken at least one step in the 
right direction, as some companies have failed 
to file. This is not an issue of one or two rogue 
companies, this is  a collective failure by business 
leaders to acknowledge equal pay legislation as 
important enough to require their Boards to ensure 
that their companies are compliant.

It is also a failure of the legislation itself and of its 
enforcement. However, most of all, it is a societal 
failure. We as a society have allowed companies to 
merely assert compliance with legislation, and leave 
it to individual women, many with far less resources 
than Carrie Gracie, or her colleague Samira Ahmed, 
to take on the collective might of their employers. 
For many women, particularly some of the lowest 
paid workers, the thought of taking their employer 
to court comes with considerable risks, including 
anything from spending hundreds of hours 
preparing a case, to dismissal and an inability to put 
food on the table.  

Overview of Gender Pay Gap 
Reporting 

As of 19th April, 2020, just over half the companies 
required to report, 5,453, had filed their gender pay 
data. Approximately 10% of companies reported a 
gender pay gap in favour of women. Of these 10%, 
123 reported a gender pay gap in favour of women 
of more than 10%. In one remarkable case, that 
of Brooknight Security, the gender pay gap was 
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For a disturbing number of companies in the FTSE 
100, they articulate their equal pay duties under 
the Equality Act 2010 only in terms of the first 
of those, where men and women are doing ‘like 
work’. If decision-makers within the FTSE 100 do 
not understand that women and men are legally 
entitled to equal pay for work of equal value, then 
presumably they are not currently measuring 
whether or not they are meeting that obligation.

For instance, Informa states:
‘There continues to be no evidence that female and 
male colleagues are paid differently for doing similar 
roles.’13

This does not tell us how hard they have looked for 
such evidence, but more importantly it completely 
ignores the possibility of men and women being 
paid differently for work which is dissimilar but is of 
equal value.

Similarly GKN:
‘Unlike “equal pay”, which refers to pay relativities 
between men and women performing the same or 
similar work’14

Even Prudential, a household name appears to fail 
this simple test:

‘While women and men continue to be paid equally 
for performing similar roles, our gender pay gap 
reflects…’15

Schroders believes: 
‘The gender pay gap measures the difference in the 
average pay of men and women, regardless of the 
job they do. It is not an equal pay comparison, which 
would compare the pay of men and women who do 
the same, or similar, work.’16

Unilever maintains:
‘Equal Pay’ is about a man and a woman receiving 
equal pay for the same or similar job.’17

13  https://www.informa.com/uk-colleagues-and-pay-
report-2019/
14  https://www.gknaerospace.com/globalassets/downloads/
statutory-disclosures/gkn-gpg-report-2019.pdf/
15  https://www.prudentialplc.com/~/media/Files/P/
Prudential-V3/reports/2019/gender-pay-gap-report-2019-prudential-
plc.pdf
16  https://www.schroders.com/en/sysglobalassets/digital/
global/meet-our-people/gpg-report/gender-pay-gap-report.pdf
17  https://www.unilever.co.uk/Images/unilever-gender-pay-
report-2019_tcm1252-550140_1_en.pdf

and retain women, their gender pay gap is almost 
non-existent at 0.29%. In other words, even if 
women are underrepresented within a company, 
there is no automatic reason why they should be 
disproportionately underrepresented within the 
higher value roles.

Definitions

In the 2019 report from The Equality Trust, the 
overconfidence of companies that merely asserted 
that they did not have an equal pay issue was 
criticised. This report finds that many companies 
are struggling to accurately articulate a definition of 
unlawful unequal pay.

The Equality and Human Rights Commission has 
summarised the law:

Under the Equality Act 2010 (the Act) employees 
are legally entitled to equal pay with a person 
of the opposite sex where they are in the same 
employment and doing equal work.

There are three kinds of equal work:

● like work - this is where the work involves 
similar tasks which require similar skills, 
and any differences in the work are not of 
practical importance. For example, a woman 
cook preparing lunches for directors and a 
male chef cooking breakfast, lunch and tea 
for employees,

● work rated as equivalent - this is where 
the work has been rated under a fair 
job evaluation scheme as being of equal 
value in terms of how demanding it is. For 
example, the work of an occupational health 
nurse might be rated as equivalent to that of 
a production supervisor when components of 
the job such as skill, responsibility and effort 
are assessed by a fair job evaluation scheme,

● work of equal value - this is work which is not 
similar and has not been rated as equivalent, 
but is of equal value in terms of demands 
such as effort, skill and decision-making. 
E.g. a clerical assistant and a warehouse 
operative.12

12  https://www.equalityhumanrights.com/en/advice-and-
guidance/what-equal-work 

https://www.informa.com/uk-colleagues-and-pay-report-2019/
https://www.informa.com/uk-colleagues-and-pay-report-2019/
 https://www.gknaerospace.com/globalassets/downloads/statutory-disclosures/gkn-gpg-report-2019.pd
 https://www.gknaerospace.com/globalassets/downloads/statutory-disclosures/gkn-gpg-report-2019.pd
https://www.prudentialplc.com/~/media/Files/P/Prudential-V3/reports/2019/gender-pay-gap-report-20
https://www.prudentialplc.com/~/media/Files/P/Prudential-V3/reports/2019/gender-pay-gap-report-20
https://www.prudentialplc.com/~/media/Files/P/Prudential-V3/reports/2019/gender-pay-gap-report-20
https://www.schroders.com/en/sysglobalassets/digital/global/meet-our-people/gpg-report/gender-pay-ga
https://www.schroders.com/en/sysglobalassets/digital/global/meet-our-people/gpg-report/gender-pay-ga
https://www.unilever.co.uk/Images/unilever-gender-pay-report-2019_tcm1252-550140_1_en.pdf
https://www.unilever.co.uk/Images/unilever-gender-pay-report-2019_tcm1252-550140_1_en.pdf
https://www.equalityhumanrights.com/en/advice-and-guidance/what-equal-work
https://www.equalityhumanrights.com/en/advice-and-guidance/what-equal-work
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equal pay legislation and the public sector equality 
duty.21 While these measures have not eliminated 
gender pay gaps, they are widely recognised as 
being a major contributor to reducing unequal pay. 
Unfortunately, sections of the private sector have 
often been resistant to job evaluation schemes. 
They are seen as restricting management discretion, 
however, this very discretion can import bias 
and discrimination, which is precisely why they 
are necessary. In a society that systematically 
undervalues women, discretion and paying ‘what 
feels right’ simply reproduces existing patterns of 
pay discrimination.

The worst pay structures simply place jobs within a 
very broad (and often overlapping) pay band. Within 
these it is not uncommon for the top of the band to 
be double what is paid at the bottom, and someone 
within that pay band can be paid anywhere within 
it. This not uncommonly leads to the anomalous 
situation where a woman manager in a higher pay 
band is paid less than the man or men she manages.
A compromise often advanced is a form of job 
evaluation, but with ‘job families’. In this structure, 
jobs are divided into groups of jobs that are 
seen as related, or which form a career path (for 
example, accounting or marketing). This allows 
pay to increase along with progression through a 
career path, but it is specifically designed to allow 
a different rate of pay for people performing jobs 
of an equivalent size within different job families. 
So, for example, it might allow someone working 
in a predominantly female dominated job family 
to be paid less than someone in an equivalent size 
role in a predominantly male dominated job family. 
The pay rates within individual job families are 
determined by benchmarking a number of anchor 
roles to external pay data. However, if the external 
market is discriminatory, adversely undervaluing 
roles that are predominantly performed by women 
when compared with those that are predominantly 
performed by men then the employer will import 
that pay discrimination into its pay structure. As 
a consequence, some women in predominantly 
‘female’ professions, carrying out work of 
equal value with male colleagues in a different, 
predominantly ‘male’ job family will experience 
unlawful pay discrimination, even if they are being 

 21  A proactive obligation to ‘design out’ discrimination now 
contained within S149 Equality Act 2010.

Royal & Sun Alliance reassures us:
‘We undertake annual equal pay audits, consistent 
with ACAS and Equality and Human Rights 
Commission (EHRC) guidance. We are confident that 
there are no underlying systemic equal pay issues 
between men and women at Royal & Sun Alliance 
Insurance plc for the same or similar work.’18

Perhaps Taylor Wimpey articulates it the most 
bluntly:
‘Equal Pay is about a man and woman receiving 
equal pay for the same job.’19

This view is shared by BAE, which asserts that the 
gender pay gap: ‘is different to equal pay, which 
requires men and women in the same job in the 
same organisation to be paid the same’.20

None of these definitions are accurate; equal 
pay also includes women and men getting paid 
equally for work which is not similar, but is of 
equal value. The supermarket Checkout Operator 
(a role predominantly performed by women) and 
the Warehouse Operative (a role predominantly 
performed by men), are entitled to equal pay if their 
work is deemed to be of equivalent value. These 
may be different jobs, but if they are of the same 
value, then the women in predominantly female 
roles are entitled to the same pay as the men in 
predominantly male roles. This brings into focus the 
vexed issue of market rates.

Market Rates

The simplest and most effective way to avoid equal 
pay problems is to implement a job evaluation 
process, with a single pay spine, and ensure that 
jobs of equal value are paid equally. In other 
words, every job has a ‘size’ based on an objective 
assessment of the various requirements of the job, 
for example; knowledge, effort, responsibility, etc. 
 
This is the process used extensively in the public 
sector, often driven by the obligations under both 

18   https://www.rsagroup.com/media/3922/rsa-2019-gender-
pay-gap-report.pdf
19  https://www.taylorwimpey.co.uk/jobs/how-we-work/
inclusion
20  https://www.baesystems.com/en/our-company/
sustainability/diversity-and-inclusion/our-approach-to-gender-
balance

 https://www.rsagroup.com/media/3922/rsa-2019-gender-pay-gap-report.pdf
 https://www.rsagroup.com/media/3922/rsa-2019-gender-pay-gap-report.pdf
 https://www.taylorwimpey.co.uk/jobs/how-we-work/inclusion
 https://www.taylorwimpey.co.uk/jobs/how-we-work/inclusion
https://www.baesystems.com/en/our-company/sustainability/diversity-and-inclusion/our-approach-to-gender-balance
https://www.baesystems.com/en/our-company/sustainability/diversity-and-inclusion/our-approach-to-gender-balance
https://www.baesystems.com/en/our-company/sustainability/diversity-and-inclusion/our-approach-to-gender-balance
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The Equality Trust is building on The Fawcett 
Society’s political work by pressing companies to 
enter into a contractual right to know. In other 
words, to agree to afford this right to employees 
ahead of any legislation. In fact we believe that pay 
structures and rates ought to be transparent as a 
matter of good practice.

One way to reduce pay discrimination is to have a 
rate for the job, and ensure that people are paid 
for the work they do rather than who they are. 
This involves deciding in advance what the role is 
worth, and advertising it at that rate (including any 
opportunities for pay progression within the role). 
Everyone who applies knows what the rate of pay 
is and, regardless of their gender, the successful 
candidate will be paid the appropriate same. 
 
Sadly, the overwhelming majority of FTSE 100 
companies do not operate this system. Instead 
they advertise jobs accompanied with a vague 
statement about a ‘competitive salary’ and expect 
the successful candidate to engage in a degree of 
negotiation once they are offered the job. There are 
a number of reasons why women lose out in this 
process. One anecdotally purported explanation 
is that women are not very good at negotiating, 
and don’t ‘push themselves’ sufficiently during 
these discussions. This ignores the simple fact of a 
gendered pay market, which sees women come to 
those pay negotiations from a lower starting point 
than men. 

As an example, imagine that an employer offers 
jobs to two excellent candidates; one male, with a 
previous salary of £45,000, and one female, with an 
equally impressive record and competencies, but 
her previous salary was £40,000. If the employer 
has a ‘rule of thumb’ that no-one gets an increase 
of more than 10% on their existing salary (a fairly 
common albeit unwritten and informal rule), 
then even if the woman negotiates the maximum 
increase (a rise of 10% of her existing salary, taking 
her to £44,000) then she will still be paid £1,000 
less than the starting point for her male colleague’s 
negotiations. It is this process that means that pay 
discrimination at any point in a woman’s career 
tends to impact on her entire working life.

Advertising a rate for the job, one of the 

paid the same as a male colleague doing the same 
job within their job family.

The use of benchmarking by FTSE 100 companies 
is almost universal and some directors of reward 
appear unwilling to accept that it can be unfair to 
pay the market rate for a job, even if the market 
pays a higher rate for an equivalent role, and 
the reason is due to the gendered nature of the 
roles. There can be little doubt that structural pay 
discrimination is routinely imported into the pay 
structures of those of our major companies who use 
job families and benchmarking to determine the 
pay of different roles, and that this is a significant 
contributor to the gender pay gap.

An example of this thinking is provided by British 
Land:
‘We pay men and women who do the same job 
equally, with each role benchmarked annually 
against external and internal data.’22

With a restricted view of their obligations under 
equal pay legislation and an unwarranted faith 
in the fairness of the external market, FTSE 100 
companies are behaving in ways which increase 
the likelihood of gender pay discrimination. This is 
not to suggest that the Boards of these companies 
are consciously discriminating against women, 
merely that the structures they have in place have 
not been adequately tested for their potential to 
lead to breaches of their employees’ right to equal 
pay.

Transparency

It is often said that the best disinfectant is sunlight, 
and The Fawcett Society is currently promoting a 
Bill through Parliament which, among other things 
would, if passed, legislate a ‘Right to Know’.23 
This would provide any employee with the right 
to access the information they need in order to 
challenge pay discrimination. With appropriate 
safeguards, an employee  would be able to request 
pay data relating to a colleague if they suspect they 
are being unlawfully underpaid.

22  https://www.britishland.com/about-us/governance/
gender-pay-gap
23  https://www.fawcettsociety.org.uk/right-to-know

https://www.britishland.com/about-us/governance/gender-pay-gap
https://www.britishland.com/about-us/governance/gender-pay-gap
https://www.fawcettsociety.org.uk/right-to-know
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gaps.’26

Apollo:
‘The Gender Pay Gap is the difference in pay 
between men and women explained through 
various statistics. It is influenced by a range of 
factors, including the demographics of a company’s 
workforce.’27

Tesco Bank:
‘Through our analysis, we know that the main driver 
of our gender pay gap is that we have a higher 
proportion of men in more senior roles.’28

Vodafone:
‘The average hourly pay for female employees in 
2019 was lower than the average hourly pay for 
male employees. This is primarily a consequence of 
more men than women holding senior or specialist, 
and therefore higher-paid, roles.’29

Pearson:
‘Analysis of the data shows that the explanation for 
the gender pay gap at Pearson in Great Britain is 
primarily a result of fewer women having advanced 
into senior level roles.’30

Consistently, there is seldom any discussion of any 
other contributory reasons.

In contrast, GKN identifies shift premiums as a 
factor, and then explain the impact of discounting 
this factor:

‘The differences in hourly pay are largely due to 
proportionally more men holding operational roles 
that attract shift premiums. With shift premiums 
removed from analysis, our mean and median 
hourly pay gaps both shift to being in favour of 
females.’31

26  https://www.bat.com/group/sites/UK__9D9KCY.nsf/
vwPagesWebLive/DOAWWEKR/$file/BAT_Gender_Pay_Report_2019.
pdf
27  https://www.apollo-fire.co.uk/getmedia/a96586d4-8211-
4725-8098-2019aa6d9ada/AF013_Gender_Pay_Gap_A4P_V9-min
28  https://www.tescoplc.com/sustainability-old/people/
topics/gender-pay-gap/
29  https://www.vodafone.com/content/dam/vodcom/files/
sustainability/Gender%20Pay%20Gap%20Report%202019.pdf
30  https://www.pearson.com/content/dam/one-dot-com/
one-dot-com/global/Files/sustainability/policies/Pearson_GPG_2019_
AW_200320.pdf
31  https://www.gknaerospace.com/globalassets/downloads/
statutory-disclosures/gkn-gpg-report-2019.pdf/

simplest and most effective ways of tackling pay 
discrimination, remains a rarity among FTSE 100 
companies and particularly for jobs in management 
grades.24 In the appendix of this report, the extent to 
which a company’s commitment to objective criteria 
is or is not matched by transparency evidenced by 
advertised rates for the job will be examined. 

Rightmove, which does not advertise pay rates 
for jobs, does at least provide a job description. 
However, if the applicant does not have the 
necessary skills, knowledge or experience, 
apparently, it does not matter:

‘Ultimately, we care much more about the person 
you are, how you think and approach things, than a 
list of qualifications and buzzwords on a CV. Even if 
you can’t say ‘yes’ to all of the above, but are smart, 
self-motivated and passionate about delivering 
a great experience to our customers then get in 
touch.’25

Not only are managers allowed to pay what they 
feel is right, they are also able to recruit people 
who do not have the skills deemed necessary to 
do the job. These are the very sort of subjective 
decisions that tend, systematically (albeit often 
unintentionally) to disadvantage women.

The Unexplained and the 
Unnamed

The ONS refers to an ‘unexplained’ element of the 
gender pay gap, or what Carrie Gracie more directly 
refers to as ‘the place where pay discrimination is 
hiding’. While the majority of FTSE 100 companies 
have ubiquitously claimed that they do not have an 
equal pay problem, a number of them do hint that 
there may be other factors in play; factors which are 
almost always unspecified. In the following quotes, 
the emphasis has been added by us.

British American Tobacco:
‘The higher proportion of men in senior roles is 
the primary reason for the gender pay and bonus 

24  Appendix One
25  
https://plc.rightmove.co.uk/~/media/Files/R/Rightmove/2019/
Gender%20Pay%20Report%202019.pdf

https://www.bat.com/group/sites/UK__9D9KCY.nsf/vwPagesWebLive/DOAWWEKR/$file/BAT_Gender_Pay_Report_2
https://www.bat.com/group/sites/UK__9D9KCY.nsf/vwPagesWebLive/DOAWWEKR/$file/BAT_Gender_Pay_Report_2
https://www.bat.com/group/sites/UK__9D9KCY.nsf/vwPagesWebLive/DOAWWEKR/$file/BAT_Gender_Pay_Report_2
 https://www.apollo-fire.co.uk/getmedia/a96586d4-8211-4725-8098-2019aa6d9ada/AF013_Gender_Pay_Gap_A4
 https://www.apollo-fire.co.uk/getmedia/a96586d4-8211-4725-8098-2019aa6d9ada/AF013_Gender_Pay_Gap_A4
https://www.tescoplc.com/sustainability-old/people/topics/gender-pay-gap/
https://www.tescoplc.com/sustainability-old/people/topics/gender-pay-gap/
https://www.vodafone.com/content/dam/vodcom/files/sustainability/Gender%20Pay%20Gap%20Report%202019.
https://www.vodafone.com/content/dam/vodcom/files/sustainability/Gender%20Pay%20Gap%20Report%202019.
 https://www.pearson.com/content/dam/one-dot-com/one-dot-com/global/Files/sustainability/policies/Pe
 https://www.pearson.com/content/dam/one-dot-com/one-dot-com/global/Files/sustainability/policies/Pe
 https://www.pearson.com/content/dam/one-dot-com/one-dot-com/global/Files/sustainability/policies/Pe
https://www.gknaerospace.com/globalassets/downloads/statutory-disclosures/gkn-gpg-report-2019.pdf/
https://www.gknaerospace.com/globalassets/downloads/statutory-disclosures/gkn-gpg-report-2019.pdf/
https://plc.rightmove.co.uk/~/media/Files/R/Rightmove/2019/Gender%20Pay%20Report%202019.pdf
https://plc.rightmove.co.uk/~/media/Files/R/Rightmove/2019/Gender%20Pay%20Report%202019.pdf


15

The answer to those questions can be different in 
different parts of the organisation, which tells us 
that we may need actions specific to certain areas, 
in addition to the actions across Barclays as a whole. 
We have also listened carefully to feedback from our 
employees. This evidence-led approach has enabled 
us to identify where we have the most work to do, 
as well as what is working well and can be extended 
across the organisation.’33

Yet Barclays does not draw on explicit, long 
established, guidance from the EHRC,34 whose 
guidance on high risk pay structures was inherited 
from its forerunners, the Equal Opportunities 
Commission and which has been in existence for 
at least 25 years. This is not specifically a criticism 
of Barclays, as not one organisation within the 
FTSE 100 makes reference to EHRC guidance in its 
commentaries on gender pay gaps.

BT is another example:
‘Drawing on research from around the world, 
including the latest findings in behavioural science, 
is essential to discover what works and what 
doesn’t when advancing diversity and inclusion. To 
pinpoint what’s driving real and sustainable change, 
we’ve commissioned research into organisational 
behavioural change. We expect this research to 
provide insights that will improve diversity and 
inclusion practice around the world, and give the 
best outcomes for our people and customers.’35

Companies are investing a lot of energy to find 
answers to the vertical issues of the gender pay 
gap, but are often systematically ignoring the long 
standing advice of the EHRC.

Monitoring

Interestingly, a number of companies this year 
have indicated that they have undertaken some 
monitoring of equal pay. While asserting that a 
horizontal gender pay gap does not exist, they also 
describe how they are addressing any such issues 

33  https://plc.rightmove.co.uk/~/media/Files/R/
Rightmove/2019/Gender%20Pay%20Report%202019.pdf
34  https://www.equalityhumanrights.com/en/advice-and-
guidance/equal-pay-how-fair-my-pay-system
35  https://www.btplc.com/Digitalimpactandsustainability/
Ourapproach/Ourpolicies/Genderpaygap/bt-gender-pay-gap-
report-2020.pdf 

Meanwhile RECKITT BENCKISER asserts:

‘Equal pay law does not require that everyone doing 
the same job or an equal value job must earn exactly 
the same. There are a number of legitimate, non-
discriminatory reasons why individuals performing 
the same duties may be paid differently – for 
example, factors such as experience, performance 
and relative competency may all be relevant.’32

While this may be correct to some extent, the 
company has not demonstrated that it has 
undertaken an investigation into factors that explain 
any unexplained elements of its gender pay gap. 
Nor does it explain why men should, on average, 
be more experienced, perform at a higher level or 
demonstrate a higher competency than women, if 
that is what the company is suggesting.

Looking in the Wrong 
Direction

While this report acknowledges that the vertical pay 
gap is a serious and urgent issue, there is a concern 
at the disproportionate effort that companies put 
into looking for seemingly elusive solutions to this 
problem, while systematically ignoring the very 
clear steps that can eliminate or minimise pay 
discrimination.

Barclays for example, implies that it is committed 
to an objective strategic approach to tackling its 
gender pay gap: 
 
‘During 2019, we invested in bringing together 
data scientists, behavioural scientists and analytics 
experts to research gender diversity at Barclays.

‘Drawing on external guidance from the UK’s 
Behavioural Insights Team on understanding what 
causes pay gaps, we have focused our research 
on the key questions that are most likely to lead 
to more effective actions in the future, looking 
specifically at promotion, hiring and retention. That 
includes questions such as: Do people get ‘stuck’ 
at certain levels within the organisation? Is there 
gender imbalance in promotions? Do men and 
women leave the organisation at different rates? 
32  https://www.rb.com/media/5915/rb-5-market-gender-pay-
final-14042020.pdf

https://plc.rightmove.co.uk/~/media/Files/R/Rightmove/2019/Gender%20Pay%20Report%202019.pdf
https://plc.rightmove.co.uk/~/media/Files/R/Rightmove/2019/Gender%20Pay%20Report%202019.pdf
 https://www.equalityhumanrights.com/en/advice-and-guidance/equal-pay-how-fair-my-pay-system
 https://www.equalityhumanrights.com/en/advice-and-guidance/equal-pay-how-fair-my-pay-system
https://www.btplc.com/Digitalimpactandsustainability/Ourapproach/Ourpolicies/Genderpaygap/bt-gender-pay-gap-report-2020.pdf
https://www.btplc.com/Digitalimpactandsustainability/Ourapproach/Ourpolicies/Genderpaygap/bt-gender-pay-gap-report-2020.pdf
https://www.btplc.com/Digitalimpactandsustainability/Ourapproach/Ourpolicies/Genderpaygap/bt-gender-pay-gap-report-2020.pdf
https://www.rb.com/media/5915/rb-5-market-gender-pay-final-14042020.pdf
https://www.rb.com/media/5915/rb-5-market-gender-pay-final-14042020.pdf
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The audits being undertaken by these companies is 
a step that others should follow. Notwithstanding 
this positive move, more information on the quality 
and methodology of these audits would provide 
confidence that discrimination is not ‘hiding’ in 
another internal process.
 
Royal & Sun Alliance: ‘We undertake annual equal 
pay audits, consistent with ACAS and Equality and 
Human Rights Commission (EHRC) guidance. We 
are confident that there are no underlying systemic 
equal pay issues between men and women at Royal 
& Sun Alliance Insurance plc for the same or similar 
work.’40

While on the surface this is reassuring, in fact the 
EHRC guidance is:

● to identify any differences in pay between 
men and women doing equal work

● to investigate the causes of any (differences 
in pay between men and women doing equal 
work, and

● to eliminate instances of unequal pay that 
cannot be justified.41

Meanwhile, the Advisory, Conciliation and 
Arbitration Service (ACAS) does not provide a guide 
on equal pay audits, but does advise employers: 

‘Take care if you are considering offering a new 
employee a different pay rate to the previous 
jobholder – the offer has to be based on their skills, 
knowledge and experience. Unless an employer can 
objectively justify the pay rate as ‘a proportionate 
means of achieving a legitimate aim’, it could lead to 
equal pay issues.’42

It is unclear to what extent Royal Sun Alliance is 
undertaking audits consistent with this advice. 
However,  clearly the company’s commitment is to 
be welcomed.

40  
https://www.rsagroup.com/media/3922/rsa-2019-gender-pay-gap-
report.pdf
41  https://www.equalityhumanrights.com/en/multipage-
guide/equal-pay-audit-larger-organisations
42  https://archive.acas.org.uk/media/4402/Prevent-
discrimination-support-equality/pdf/Prevent_discrimination_
June_2018.pdf

identified during the monitoring.
Naturally it is welcome that companies are 
beginning to recognise the value of monitoring. 
However, an indication of their methodology would 
be extremely useful as good practice and because 
a failed methodology might give false confidence 
in a flawed pay structure. In addition, if such 
monitoring routinely indicates that there are issues 
to be addressed, this indicates systematic problems 
producing unequal pay outcomes. In this instance, 
a thorough review of the pay systems (such as an 
formal equal pay audit) is recommended, rather 
than simply reviewing the outcome of monitoring 
information.

Barratt:
‘The gender pay gap is not about equal pay. Equal 
pay is ensuring that men and women doing work 
of equal value are paid equally. Twice each year 
we carry out thorough reviews of our pay and pay 
policies to ensure equal pay for equal work across 
the business.’36

It is interesting that this should be carried out 
twice a year. Assuming that there is an annual pay 
award, it is unlikely that pay will have changed much 
between one pay round and the next. However, 
despite this assurance, there is no suggestion that 
the company has taken steps to comply with EHRC 
guidance and it  continues to advertise jobs without 
specifying the pay rate or range.37

Whitbread:
‘We are confident that our gap is not an equal pay 
issue and we continue to apply gender equality 
audits across our workforce’.38

Smiths Group:
‘We complete annual calibrations of performance 
ratings, merit increases and bonus pay analysis 
across various groups to ensure equity.’39

36  
https://www.barrattdevelopments.co.uk/~/media/Files/B/Barratt-
Developments/downloads/69296-barratt-homes-gender-pay-gap.pdf
37 https://www.vercida.com/uk/employers/barratt-
developments#openings
38  https://www.whitbread.co.uk/~/media/Files/W/
Whitbread/Whitbread%20Gender%20Pay%20Gap%20Report%20
2019.pdf
39  https://www.smiths.com/-/media/files/2019-gender-pay-
gap-report.pdf

https://www.rsagroup.com/media/3922/rsa-2019-gender-pay-gap-report.pdf
https://www.rsagroup.com/media/3922/rsa-2019-gender-pay-gap-report.pdf
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https://archive.acas.org.uk/media/4402/Prevent-discrimination-support-equality/pdf/Prevent_discrimination_June_2018.pdf
https://archive.acas.org.uk/media/4402/Prevent-discrimination-support-equality/pdf/Prevent_discrimination_June_2018.pdf
https://archive.acas.org.uk/media/4402/Prevent-discrimination-support-equality/pdf/Prevent_discrimination_June_2018.pdf
https://www.barrattdevelopments.co.uk/~/media/Files/B/Barratt-Developments/downloads/69296-barratt-homes-gender-pay-gap.pdf
https://www.barrattdevelopments.co.uk/~/media/Files/B/Barratt-Developments/downloads/69296-barratt-homes-gender-pay-gap.pdf
https://www.vercida.com/uk/employers/barratt-developments#openings
https://www.vercida.com/uk/employers/barratt-developments#openings
https://www.whitbread.co.uk/~/media/Files/W/Whitbread/Whitbread%20Gender%20Pay%20Gap%20Report%202019.pdf
https://www.whitbread.co.uk/~/media/Files/W/Whitbread/Whitbread%20Gender%20Pay%20Gap%20Report%202019.pdf
https://www.whitbread.co.uk/~/media/Files/W/Whitbread/Whitbread%20Gender%20Pay%20Gap%20Report%202019.pdf
https://www.smiths.com/-/media/files/2019-gender-pay-gap-report.pdf
https://www.smiths.com/-/media/files/2019-gender-pay-gap-report.pdf
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Here, Wolseley neither indicates the scale of the 
problem when ‘structural factors are removed’, 
nor indicate why it believes that the differences in 
reward can be explained by the factors it suggests. 

A great example of information which does build 
confidence is from Sainsbury’s:
‘When we look at the difference in pay between 
men and women across each pay grade and remove 
premiums for hourly paid roles, our gap is 0.9%.’45

Assuming that the company’s grades are objective, 
and that the premiums rates are not themselves 
gendered, then this is a very positive figure.

Equally, Tesco asserts:
‘All our hourly paid colleagues, both male and 
female, are paid the same for the same role.’46

Another indication of a company taking important 
steps to design out unequal pay is Rolls Royce, 
which in 2018 introduced a new job evaluation 
scheme:
‘During 2019 we moved to our new job evaluation 
levels. As part of this, we completed an audit to 
ensure salaries are aligned appropriately to the 
new structure, and made adjustments where 
appropriate.

‘The full impact of these actions will be shown in our 
2020 report.

‘We have a variety of mechanisms to ensure 
consistency in reward between men and women 
in equivalent roles or doing the same work. These 
include spot rates in our manufacturing sites 
and a structured approach to job sizing and pay 
determination in other
areas of the business.’47

Also worthy of mention is ITV, which published 
its gender pay gap by quartile. While this data 
was provided only for the median which may not 
give the full picture,  this increased willingness 
45  https://www.about.sainsburys.co.uk/~/media/Files/S/
Sainsburys/Copy%20of%20Gender%20Pay%20Gap%20Report%20
2019.pdf
46  https://www.tescoplc.com/sustainability-old/people/
topics/gender-pay-gap/
47  https://www.rolls-royce.com/sustainability/our-people.
aspx#section-gender-pay-report

A Word on Bonuses

Almost universally, the gender bonus gap is 
significantly larger than the gender pay gap. There 
is a problem with the way the Government asks 
companies to report on this, because companies are 
required to publish the bonus based on bonus paid 
per employee. This requirement  takes no account 
of whether an employee is full or part-time, and as 
women are far more likely to be part time they are, 
therefore, likely to be paid a pro-rata bonus, hence 
the validity of data is undermined. Often companies 
with high gender bonus gaps will reference this 
weakness in the data reporting requirements. But 
none, so far, have chosen to additionally publish 
their bonus pay gap adjusted for part-time working.

Finally, Let’s Celebrate

Undoubtedly there has been progress and just as 
The Equality Trust successfully campaigned for 
legislation on pay ratio reporting, in the interests of 
transparency, we welcome the data submitted. 

This report from Centrica is an example of good 
practice.
‘We do not have an equal pay issue and use the 
Hay Job Evaluation methodology to standardise job 
grading, as well as conduct an equal pay audit to 
monitor performance. When comparing pay across 
equivalent roles, our equal pay gap is negligible: 
0.5% Mean equal pay gap 0.3% Median equal pay 
gap.’43

While the full methodology has not been shared, 
Centrica’s statement that it does not have an equal 
pay issue is more credible because the company 
uses a job evaluation scheme, and because it 
undertakes a review of the gender pay gap across 
equivalent roles. 

It contrasts with  Wolseley (part of Ferguson):
‘ … when structural factors are removed, we believe 
differences in reward can be explained by individual 
performance, experience and skill sets.’44

43   https://www.centrica.com/media/4048/gender_pay_
statement_2019.pdf
44  https://corporate.wolseley.co.uk/how-we-work/equal-
opportunities/gender-pay-2019.aspx

https://www.about.sainsburys.co.uk/~/media/Files/S/Sainsburys/Copy%20of%20Gender%20Pay%20Gap%20Report%202019.pdf
https://www.about.sainsburys.co.uk/~/media/Files/S/Sainsburys/Copy%20of%20Gender%20Pay%20Gap%20Report%202019.pdf
https://www.about.sainsburys.co.uk/~/media/Files/S/Sainsburys/Copy%20of%20Gender%20Pay%20Gap%20Report%202019.pdf
https://www.tescoplc.com/sustainability-old/people/topics/gender-pay-gap/
https://www.tescoplc.com/sustainability-old/people/topics/gender-pay-gap/
https://www.rolls-royce.com/sustainability/our-people.aspx#section-gender-pay-report
https://www.rolls-royce.com/sustainability/our-people.aspx#section-gender-pay-report
https://www.centrica.com/media/4048/gender_pay_statement_2019.pdf
https://www.centrica.com/media/4048/gender_pay_statement_2019.pdf
 https://corporate.wolseley.co.uk/how-we-work/equal-opportunities/gender-pay-2019.aspx
 https://corporate.wolseley.co.uk/how-we-work/equal-opportunities/gender-pay-2019.aspx
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for companies to share data over and above 
the statutory obligation is a welcome sign of a 
willingness to work collaboratively and transparently 
with staff, customers and stakeholders to eliminate 
the gender pay gap and unequal pay.

Conclusions
 
While the 50th anniversary of the passage of the 
Equal Pay Act is not an occasion for celebration, this 
report concludes that among the UK’s largest public 
companies, there is often confusion as to their 
legal obligations, and a prevalence of high risk pay 
practices. Transparency is not enough in itself; there 
must be pressure both political and financial: a cost 
associated with non-compliance which simply does 
not currently exist. To achieve gender pay equality 
within the workplace and to finally see an end to 
the systemic pay discrimination faced by women, 
the free pass for non-compliance has to end.

What’s Next?

The Equality Trust will continue to work with 
partners to build a coalition to ensure that the 60th 
anniversary of the Equal Pay Act is not marked with 
the same corporate complacency. Pay discrimination 
is a part of income inequality, on which The Equality 
Trust has been campaigning for over a decade. The 
research demonstrates that in countries with high 
levels of income inequality, we also see higher levels 
of mental and physical ill health, violent crime and 
incarceration, drug and alcohol addiction, teenage 
pregnancy and obesity and lower levels of social 
mobility, educational attainment and trust.
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Appendix A

This Appendix lists the gender pay gap by company, hyperlinks to their commentary on their pay gap 
(where they have issued one) and makes any appropriate observations about that commentary. All quotes 
are from the commentary, unless referenced separately  .

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Admiral 
Group Admiral Group PLC 12.8 28 12.9 28.5

This employer has not provided extra information on their gender pay gap. Both the pay and bonus gap 
have marginally worsened.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Anglo 
American 

Anglo American 
Services (UK) Ltd. 51.9 71.8 50.1 81.2

Anglo American has seen a marginal improvement in the gender pay gap, but a significant deterioration in 
the bonus gap. It asserts that the gaps: ‘are largely attributable to the fact that more men than women are 
working in more highly paid, senior roles.’

It makes no mention of the potential for pay discrimination to contribute to the gender pay gap.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Associated 
British 
Foods

AB AGRI LIMITED 9.3 72 9.4 35.1

Associated 
British 
Foods

BRITISH SUGAR PLC 15.1 67.2 13.1 25.6

Associated 
British 
Foods

PRIMARK STORES 
LIMITED 13.8 41.7 14.7 35.1

AB Agri Limited asserts: ‘The pay gap isn’t the same as equal pay. Equal pay means men and women doing 
the same job should be paid the same – this has been a legal requirement since 1970.’ 

But there is no further mention of steps taken to evaluate or eliminate pay discrimination.

British Sugar PLC: ‘Our diversity taskforce is chaired by Catherine Taylor (our People Director) and is 
committed to focusing on actions to deliver against clear priorities to ensure that men and women are 
treated equally and fairly when they apply to join our team and throughout their time with us as they build 
successful careers.’
Primark: ‘Our results are influenced by the distribution of women and men across our UK business. Over 
90% of colleagues are retail assistants and supervisors in our stores, 75% of these colleagues are women 
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compared to 25% of men.’ 

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

AstraZeneca AstraZeneca UK 
Limited 13.5 30.9 12.2 33.2

AstraZeneca asserts: ‘the progress we are making as a company is supported by several initiatives, 
including our Women as Leaders programme, which aims to advance the next generation of female leaders, 
activities to encourage more women to seek careers in science, technology, engineering and maths (STEM), 
as well as other efforts, such as gender-neutral advertising of roles, diverse candidate slates and interview 
panels.’

‘We remain committed to fair pay and we review pay across the workforce to ensure that this principle is 
applied in practice.’ 

Seniority gap
‘Like many companies, the seniority gap comes from more men taking up careers in science in previous 
generations. However, things are changing. We now have an almost 50/50 split of men and women in 
scientific and clinical roles, which were traditionally male dominated. At present, we have more women 
in junior roles, but we are actively encouraging women to progress to senior roles, which should reduce 
the pay gap in due course and this year for the first time we have over 50% of our AstraZeneca employees 
being women.’

With regard to bonus:

‘Part-time working affects the numbers because these roles received pro-rated bonuses based on the 
number of hours worked, and the statutory calculations don’t allow us to take this into account. The 
flexible arrangements we offer mean that many employees find they can combine a rewarding career with 
having a family, and don’t have to choose between the two.’

But neither Astrazenica, nor any other company that asserts this point has published their bonus figures 
‘pro rata’. The way this figure is calculated undoubtedly inflates the disadvantage women experience in 
bonus payments, but until companies start to quantify that inflation, it is difficult to know how significant a 
factor it is. 

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Auto Trader 
Group

AUTO TRADER 
LIMITED 9.1 1.4 12.1 -0.8

Auto Trader asserts: ‘We recognise that the gender pay gap has widened in 2019. This is partly due to the 
fact that we have increased the proportion of women in entry level roles (with 58% of our early careers 
intake being women in 2019), which has increased the proportion of women in the lower and lower-middle 
quartiles. We have also seen a reduction in the proportion of women on our Operational Leadership 
Team from 50% to 42%. We are making progress though, as women in technology roles more broadly has 
increased from 15% to 23% this year, driven mainly from those joining the business in the lower and lower 
middle quartiles.’ 
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‘Our remuneration policy takes a simple approach to reward and the vast majority of our employees do not 
receive bonuses or commissions.’

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Aviva
AVIVA 
EMPLOYMENT 
SERVICES LIMITED

27.2 54.8 26.7 51.4

Aviva asserts: ‘We have a Group-wide Accelerating Leadership from the Inside Out (ALIO) programme …’; 
‘Our emerging leaders programme …’; ‘Our gender pay gap is not as a result of equal pay issues. We have a 
gender-neutral approach to pay across all levels of the organisation and we regularly monitor this to make 
sure we meet this legal and moral obligation.’

Unfortunately, this positive statement is not elaborated upon.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

BAE 
Systems

BAE SYSTEMS 
(Operations) 
Limited

9.6 8.8 9.6 13.7

BAE 
Systems

BAE SYSTEMS 
INTELLIGENCE 
LIMITED

18.4 37.5 17.1 34.5

BAE 
Systems

BAE SYSTEMS 
GLOBAL COMBAT 
SYSTEMS LIMITED

12 11.8 11.7 -25.9

BAE 
Systems

BAE SYSTEMS 
GLOBAL COMBAT 
SYSTEMS 
MUNITIONS 
LIMITED

2.3 2 4.7 -1.3

BAE 
Systems

BAE SYSTEMS 
MARINE LIMITED 13.7 -6.9 14.1 11.6

BAE 
Systems BAE Systems Plc 15.4 33.5 17 33.9

At BAE the gender pay gap varies across companies from between 4% and 17%, yet they offer no evaluation 
for this variation. In common with many companies in the FTSE 100 BAE asserts that the gender pay gap: ‘is 
different to equal pay, which requires men and women in the same job in the same organisation to be paid 
the same. At BAE Systems we ensure, through our reward policies and processes, there is no gender bias in 
our approach to pay’ (emphasis in original).
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Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Barclays Barclays Bank PLC 49.3 77 47.4 71.9

Barclays BARCLAYS BANK UK 
PLC 25.8 57.4 26.1 57.1

Barclays BARCLAYS SERVICES 
LIMITED 23 44.1 22.8 40.7

Barclays asserts:

‘During 2019, we invested in bringing together data scientists, behavioural scientists and analytics experts 
to research gender diversity at Barclays.’ 

‘Drawing on external guidance from the UK’s Behavioural Insights Team on understanding what causes 
pay gaps, we have focused our research on the key questions that are most likely to lead to more effective 
actions in the future, looking specifically at promotion, hiring and retention. That includes questions 
such as: Do people get ‘stuck’ at certain levels within the organisation? Is there gender imbalance in 
promotions? Do men and women leave the organisation at different rates? The answer to those questions 
can be different in different parts of the organisation, which tells us that we may need actions specific 
to certain areas, in addition to the actions across Barclays as a whole. We have also listened carefully to 
feedback from our employees. This evidence-led approach has enabled us to identify where we have the 
most work to do, as well as what is working well and can be extended across the organisation.’

Barclays does not however draw on guidance from the EHRC, reporting: 

‘While we do not publish salary ranges for our advertised roles, we do provide ranges to recruiters 
internally and externally.’

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Barratt 
Developments

BARRATT DEVEL-
OPMENTS PLC 44.2 91.4 45.5 79.3

Barratt 
Developments

BDW TRADING 
LIMITED 1.7 12.1 3.3 11.7

Barratt explains:

‘The gender pay gap is not about equal pay. Equal pay is ensuring that men and women doing work of 
equal value are paid equally. Twice each year we carry out thorough reviews of our pay and pay policies to 
ensure equal pay for equal work across the business.’

It is interesting that this should be twice a year, as that would seem more than would be necessary for a 
robust process. Despite this the company does not demonstrate compliance with EHRC guidance. 

Meanwhile, jobs advertised on Vercida repeatedly state:

‘As part of working for Barratt Developments PLC and specifically for this role we offer: Competitive 
Salary…’
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Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

BP BP CHEMICALS 
LIMITED 2 -9.1 -0.8 -113.2

BP
BP EXPLORATION 
OPERATING 
COMPANY LIMITED

29.4 25.5 26.3 32.8

BP BP EXPRESS 
SHOPPING LIMITED 3.1 0.2 3.6 10.9

BP BP OIL UK LIMITED 13.7 27.4 14.7 26
BP BP P.L.C. 24 65 21.6 65.8

BP states:

‘At BP we want to make sure employees in similar roles are being paid equitably. Our regular equal pay 
reviews give us confidence that our policies and processes are working and that pay differences, where 
they exist, are not based on gender. However, we do have a gender pay gap. This varies across our 
businesses for several reasons.’

Yet a look at their website revealed that while graduate entry jobs had a salary range, those classified as 
‘professional’ did not and instead they simply state: ‘Competitive salary applies.’

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

British 
American 
Tobacco

BRITISH AMERICAN 
TOBACCO 
(HOLDINGS) 
LIMITED

39 59 37 49

British 
American 
Tobacco

BRITISH AMERICAN 
TOBACCO 
(INVESTMENTS) 
LIMITED

29 51 42 48

British American Tobacco asserts:

‘A gender pay gap, as defined by the UK regulations, does not mean unequal pay for men and women 
in equivalent jobs. In line with good equal pay practice, we have long had in place a transparent and 
clearly defined global grading and compensation structure that uses standardised, objective instruments 
to determine the level and subsequent salary positions and pay ranges for all roles across the Group 
worldwide. This ensures pay, bonuses and benefits are consistently applied for each job grade and are not 
impacted by gender in any way.’

‘…the higher proportion of men in senior roles is the primary reason for the gender pay and bonus gaps.’

If companies such as BAT were to publish their horizontal pay gap, this would provide evidence to test 
their assertion of confidence in their internal pay structures, but in this and many other cases, they don’t. 
Meanwhile jobs are routinely advertised on their website without a pay rate or range.
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Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

British 
Land

BRITISH LAND 
COMPANY 
PUBLIC LIMITED 
COMPANY(THE)

n/a n/a 35.1 56.9

British 
Land

BROADGATE 
ESTATES LIMITED 40.7 63.1 31.7 62.5

British Land explains:
‘We pay men and women who do the same job equally, with each role benchmarked annually against 
external and internal data.’

While it is good that they pay men and women who do the same job equally, it is unfortunate that they 
benchmark to the external market. Whether they advertise jobs with pay rates could not be ascertained as 
at the time of writing, they had ceased recruitment due to coronavirus.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

BT Group

BRITISH TELECOM-
MUNICATIONS 
PUBLIC LIMITED 
COMPANY

-2.2 -4.8 11.5 27.1

BT Group EE LIMITED 9.2 31.5 8.2 32.1
BT Group Plusnet PLC -1.5 19.4 -1.7 12.3

BT’s gender pay gaps for those of their companies that have reported are significantly below the national 
average. They claim:

‘We know it’s crucial to base everything we do in diversity and inclusion on evidence. Drawing on research 
from around the world, including the latest findings in behavioural science, is essential to discover what 
works and what doesn’t when advancing diversity and inclusion. To pinpoint what’s driving real and 
sustainable change, we’ve commissioned research into organisational behavioural change. We expect this 
research to provide insights that will improve diversity and inclusion practice around the world, and give 
the best outcomes for our people and customers.’ 

Yet despite this, there is no evidence that BT has applied, or even considered the long established guidance 
provided by the EHRC.
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Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Carnival Cor-
poration & plc Carnival PLC 43.5 82.5 36.7 81

Carnival Cor-
poration & plc

Fleet Maritime 
Services Interna-
tional Limited

10.9 -18.4 12.8 -5.8

Carnival optimistically asserts:
‘Although our mean bonus gap is still very high and is driven by some large payments for senior 
management, which is still largely dominated by men, we have seen an improvement since 2017 when the 
gap was 86% so we are moving in the right direction.’

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Centrica
BRITISH GAS SER-
VICES (COMMER-
CIAL) LIMITED

36.5 -3.8 33.4 36

Centrica BRITISH GAS SER-
VICES LIMITED 27.3 3.7 28 -15.3

Centrica BRITISH GAS TRAD-
ING LIMITED 3.1 12.4 5.9 46.2

Centrica Centrica PLC 19.5 38.9 29.9 61.3

Centrica CENTRICA SERVICES 
LIMITED 1.8 0.6 5.9 17.7

Centrica CENTRICA STORAGE 
LIMITED 32.5 33.3 34.7 46.3

Centrica
P.H. JONES FACILI-
TIES MANAGEMENT 
LTD

40.1 31.7 41.9 82.5

Centrica
SPIRIT ENERGY 
PRODUCTION UK 
LIMITED

21.8 32.7 16.9 25.8

Centrica explains:

‘What is the difference between equal pay and the gender pay gap? Equal pay is a legal and moral 
responsibility to pay men and women the same for undertaking work of equal value. We do not have an 
equal pay issue and use the Hay Job Evaluation methodology to standardise job grading, as well as conduct 
an equal pay audit to monitor performance. When comparing pay across equivalent roles, our equal pay 
gap is negligible: 0.5% Mean equal pay gap 0.3% Median equal pay gap’.

This is very positive, but only some (not all) jobs advertised on their website had a pay rate advertised, 
which appears incongruous if they are using job evaluation. 
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Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Compass 
Group

COMPASS GROUP, UK 
AND IRELAND LIMITED 15.2 73.6 13.1 78.2

Compass 
Group

QUADRANT CATERING 
LIMITED 5.7 100 1.9 0

This employer has not provided extra information on their gender pay gap.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

CRH plc ANCON LIMITED 6.9 9.9 10.4 10.3

This employer has not updated their report to cover the latest 2019 data.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Croda In-
ternational

CRODA EUROPE 
LIMITED 27.7 63.1 27.1 67.1

Croda states:

‘We are confident that our gender pay gap is not an equal pay issue but is a result of a lack of female 
representation across our business at senior levels.’

But provide no evidence to indicate where that confidence comes from. 

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

DCC plc CERTAS ENERGY UK 
LIMITED 20 13 18 33

DCC plc Exertis (UK) Ltd 29 56 33 59

DCC plc FLOGAS BRITAIN 
LIMITED 0.5 37 0.3 56.7

DCC plc FUEL CARD 
SERVICES LIMITED -1 -21 -2 -29

DCC plc
LALEHAM HEALTH 
AND BEAUTY 
LIMITED

11 29.9 10 47

DCC plc THOMPSON AND 
CAPPER LIMITED 5.2 -56.5 6.3 -65.6

DCC has not provided extra information on its gender pay gap for Certas Energy.

Exertis asserts:

‘Equal pay is different from the gender pay gap. Equal pay deals with pay received by men and women for 
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doing the same or similar roles, or work of equal value. Gender pay gap reporting means that even when 
pay is equal, there still may be a gender pay gap if there are more males than females in more senior and 
higher-paid roles.’

They do seem to displace responsibility onto women for the vertical pay gap. 
‘Research by PWC (2019) shows that females are not showing an interest in the Tech Industry which starts 
at school and carries on through to university.’ 

Flogas

While it looks as if there is something to learn from Flogas about the gender pay gap, its gender bonus gap 
is a shocking 56%. Flogas asserts:
‘The bonus gap is driven primarily by the demographics of our population, and an under representation of 
women in senior roles, which attract bonuses based on a percentage of basic salary. ‘

But this is not necessarily convincing (although it is almost certainly an element) as the median is a less 
excessive 17%.

‘Bonus payments continue to be based on achievement of key performance metrics and objectives and 
we are confident that men and women in the scheme are treated equally where their roles are at similar 
levels.’

Fuel Car Services

Produce an unremarkable commentary. 

Laleham Health and Beauty
The management bonus plans are structured as a % of salary, therefore as there are more men in higher-
paid management roles, the mean and median bonus gap is greater.

This does not really explain why the mean bonus gap is 47%, but the median is -27%.

Thompson and Capper

Has a relatively low gender pay gap and, unusually, a very significant bonus gap in favour of women. 

‘We are confident that equally experienced and qualified men and women at Thompson & Capper are paid 
equally and all employees have equal opportunity for development. We always encourage a diverse range 
of applicants for new roles and all internal appointments are based on merit.’

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Diageo DIAGEO GREAT 
BRITAIN LIMITED -2.1 18.8 -3.8 21.1

Diageo DIAGEO SCOTLAND 
LIMITED 10.4 30.7 7.6 31.5
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Diagio claims:

‘We are passionate about policies that actively encourage gender parity and will impact the gender pay gap 
in the longer term.’

However, there are no salaries attached to the jobs advertised on its website.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Easyjet Easyjet Airline Co. 
Ltd. 54.1 57.8 54.7 58.1

EasyJet asserts:
‘We are clear that our gender pay gap is not due to an issue with equal pay…’

‘Pay rates for cabin crew and pilots (78% of total employees) are negotiated collectively which ensures all 
pilots and cabin crew are paid the same rate of pay per rank regardless of gender.’

But what about the other 22% of employees? 

And note:

‘Our UK engineering workforce which, like our pilot community is predominantly male, is employed by 
easyJet UK Limited (mean pay gap 21%) and all other employees are employed by easyJet Airline Company 
Limited (mean pay gap 54%).’ 

In other words, there is still a 21% gender pay gap in the part of the company that does not have the issue 
related to the gendered nature of pilots and cabin crew roles.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

1.993 mm Experian Limited 26.5 66.2 27.6 65.3

Experian

‘A gender pay gap exists where there is a difference in the number of men and women performing 
particular jobs at different, and in this case, higher levels, and being paid accordingly. It’s important to 
distinguish between this and equal pay, which is the difference in pay between men and women who carry 
out the same or equivalent jobs.’ 

Experian is effectively discounting (by definition) the possibility of unequal pay being a factor, but there is 
no evidence produced in its commentary to substantiate this confidence.

Meanwhile a message from the CEO Brian Cassin (Salary £10,344,000 pa) states: 
‘We know that this isn’t an issue that can be fixed overnight. We will continue to strive for improving 
statistics, driven by a range of initiatives on the path to the goal that we have set ourselves.’

Which is a statement that despite its commitment, lacks substance. 
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Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Ferguson 
plc

WOLSELEY UK 
LIMITED 4.2 32.5 5 28.3

Wolseley states:

‘Proportionally we have fewer females in senior roles, and when structural factors are removed, we believe 
differences in reward can be explained by individual performance, experience and skill sets.’

However, they do not evidence this belief.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Glax-
oSmith-
Kline

GLAXOSMITH-
KLINE CONSUMER 
HEALTHCARE (UK) 
TRADING LIMITED

-1.6 14.6 -2.8 4.7

Glax-
oSmith-
Kline

Glaxosmithkline 
Services Unlimited 2.7 7.2 3.2 4.1

The figures for Glaxo Smith Kline appear very good. However, it continues to advertise jobs without a salary 
attached, stating: ‘Benefits include … A competitive base salary’.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Halma
APOLLO FIRE 
DETECTORS 
LIMITED

28.7 61.7 33.1 65.3

Halma TEXECOM LIMITED 30.4 49.9 30.1 71.3

Apollo states:

‘The Gender Pay Gap is the difference in pay between men and women explained through various statistics. 
It is influenced by a range of factors, including the demographics of a company’s workforce.’ 

Which inevitably begs the question; what are the other factors?

‘For our staff that are not in the trade union bargaining unit - Apollo is committed to fostering a fair working 
environment, rewarding employees based on their performance and has a robust, calibrated Talent 
Management process to enable an accurate assessment of our staff performance. For our staff that are 
included in the trade union bargaining unit, pay is negotiated under a collective agreement between the 
trade union and the company.’

Having two pay structures within a company is inevitably a high risk factor as defined by the EHRC. 
Meanwhile, Apollo is one of several companies ‘Using a gender decoder for recruitment’.
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Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

HSBC HSBC Bank PLC 61 85 55.1 68.5

HSBC
HSBC GLOBAL AS-
SET MANAGEMENT 
(UK) LIMITED

44 64 39.4 60

HSBC HSBC GLOBAL SER-
VICES (UK) LIMITED 30 49 28.6 44

HSBC
HSBC GROUP MAN-
AGEMENT SERVICES 
LIMITED

41 64 37.8 58.7

HSBC HSBC HOLDINGS 
B.V. 50 64 38.8 52.3

HSBC HSBC PRIVATE BANK 
(UK) LIMITED 35 51 36.4 52.2

HSBC
MARKS & SPENCER 
FINANCIAL 
SERVICES PLC

11 29 13.4 36.1

HSBC’s report sounds positive:

‘In detail – our approach to pay
One of our reward principles is to ensure fair pay to all employees, with no bias towards
an individual’s gender, ethnicity, age or any other characteristic. We regularly review our pay practices and 
in 2018 worked with independent third parties to review equal pay.’

‘We have also updated our reward practices to increase transparency and consistency.’

‘We have introduced more structured variable pay arrangements for junior roles. This focuses on objective 
criteria, enabling more consistent and equitable pay outcomes. We will continue to conduct robust reviews 
and monitor pay data to reduce the risk of any bias impacting our processes.’

‘If pay differences are identified that are not due to an objective, tangible reason such as performance or 
skills and experience, we make adjustments.’

However,  the bank still has the worst gender pay gap in the FTSE 100, and it is questionable whether 
monitoring pay and making adjustments when differences are identified is a substitute for having a pay 
structure designed to eliminate gender pay discrimination. 

It still advertises jobs without a pay rate or scale.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Informa I.I.R. LIMITED 22.8 40.5 20.9 44.9
Informa Informa PLC 31 67.3 30.2 65.2

Informa asserts:
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‘There continues to be no evidence that female and male colleagues are paid differently for doing similar 
roles.’ 

However, it doesn’t say how hard it has looked for any such evidence.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

InterConti-
nental Hotels 
Group

SIX CONTINENTS 
LIMITED 39.8 69.4 33 62

Six Continents (part of InternContinental Hotels group) asserts:

‘We are confident in our approach to equal pay, which is a different measure to gender pay, but our gender 
pay gap in the UK remains bigger than we would like.’ 

While this is a relatively bland and unevidenced statement, the company does publish its gender pay gap by 
quartile: 11.5%,  3.3%, 1.0%, -3.7% 

While this is undoubtedly useful information it is not anywhere near as useful as publishing a gender pay 
gap by grade.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Intertek
ITS TESTING 
SERVICES (UK) 
LIMITED

22.4 57.1 19.9 79.2

Intertek asserts:

‘At Intertek men and women are paid equally for doing equivalent roles.’

Unfortunately, it does not provide any evidence to evaluate this assertion. 

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

ITV plc ITV BREAKFAST 
LIMITED 8.6 18 0.4 9.6

ITV plc ITV BROADCASTING 
LIMITED 19.9 49.5 16.4 54

ITV plc ITV SERVICES 
LIMITED 24.4 52 20.5 34.6

ITV plc ITV STUDIOS 
LIMITED 7.6 26.2 5.1 40.5

ITC publishes its median at each quartile: 3.0%, 0.3%, 1.7%, 0.0%. 
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But it does not publish its mean for the same quartiles. 

The median bonus gap across all four ITV reporting companies is zero, but when looking at the mean bonus 
gap across the same four reporting companies, its lowest is 9.6% and its highest is 54%. A median without a 
mean can, and may in this case, conceal more than it reveals.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Land 
Securities

LAND SECURITIES 
PROPERTIES 
LIMITED

37.8 63.9 36.8 64.6

Land Securities acknowledges:

‘Women are significantly under-represented in the Leader level of our organisation and despite putting in 
place several initiatives to support women into leadership we have moved backwards during this year.’

‘We have set more stretching targets for 2025 so that we retain focus and transparency on this critical 
issue.’

Targets are of course useful, but without a strategy, they can prove to be purely aspirational. Land Securities 
continues to advertise jobs without a salary scale. 

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Legal & 
General

LEGAL & GENERAL 
INVESTMENT MAN-
AGEMENT (HOLD-
INGS) LIMITED

21.8 54.6 21.3 51.8

Legal & 
General

LEGAL & GENERAL 
RESOURCES 
LIMITED

24.3 49.9 25.6 49.7

Legal and General, are unusual as it credits the partnership it has  with the trade union Unite:

‘If we are to make the sustained, systemic changes that are needed to address our gender pay gap, we 
need to understand the scale of the problem we face. For the past decade, in partnership with Unite (our 
recognised union), we have been carrying out frequent equal pay reviews. Focusing on gender initially, 
these have grown to become more comprehensive over time.’

Unfortunately, this no doubt rich data, is not reported.

Of the jobs advertised on its website, about half have a salary ‘up to …’ attached, a few lower value roles 
have a specific pay rate, and a number (which look like more senior roles) have no indication.
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Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Lloyds 
Banking 
Group

Cheltenham & 
Gloucester PLC 18.2 34.3 18.1 34.7

Lloyds 
Banking 
Group

Hbos PLC 25.8 57.4 25.7 55.7

Lloyds 
Banking 
Group

LLOYDS BANK ASSET 
FINANCE LIMITED 23.2 49.2 23.7 49.8

Lloyds 
Banking 
Group

LLOYDS BANK 
COMMERCIAL 
FINANCE LIMITED

25.9 42.6 22.8 50.4

Lloyds 
Banking 
Group

Lloyds Bank PLC 36.1 71.4 34.9 68.9

Lloyds 
Banking 
Group

Lloyds Banking 
Group PLC 31.5 66.4 30.9 64.2

Lloyds 
Banking 
Group

SCOTTISH WIDOWS 
SERVICES LIMITED 18.3 36.8 17.4 44.3

Lloyds Banking Group

‘Our focus is on improving the gender pay and bonus gaps by increasing the proportion of women in senior 
roles. In doing so, the gender gaps will reduce over time.’

‘It makes no reference to the potential reasons for the difference in gender pay gaps within the family of 
companies which ranges from 11.9% to 34.9%.’

However, in stark contrast to many in the banking sector, the majority of advertised jobs had a salary range 
attached (with broadly a 10% gap between the top and bottom of the range). This is a very positive sign.

Parent company Employer Mean gender 
pay gap 2018

Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

London Stock 
Exchange Group LCH LIMITED 31.2 54.6 18.7 55.2

London Stock 
Exchange Group

London Stock 
Exchange PLC 31.6 50.3 12.9 44.9

London Stock 
Exchange Group

LSEG EMPLOY-
MENT SERVIC-
ES LIMITED

25.3 17.9 8.2 37.7
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London Stock Exchange

‘While we do not differentiate pay between men and women for equivalent roles, there is an under-
representation of women in senior positions.’

As with so many companies, this assertion is not evidenced. The company is critical of some elements of 
the Government’s reporting methodology, and the company states:
‘We have opted to disclose additional figures for the UK and globally to include all annual remuneration 
elements, as presented on pages 3 and 4. The additional disclosure does not flatter our figures; it presents 
a true underlying picture of our gender pay gap which we will continue to use as a baseline for tracking 
future progress.’

Jobs advertised on its website do not include a salary.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Meggitt Meggit Aerospace 45.1 72.2 15.6 61.1
Meggitt Meggitt UK 23.6 72.2 20.9 68.9

Meggitt

Its commentary does not acknowledge the possibility of unlawful pay discrimination. Indeed, it does not 
even have the almost universal statement that a gender pay gap is not equivalent to unequal pay. Instead 
the company  focuses on diversity and inclusion.

‘Our Group commitments to diversity and inclusion are as follows:

(i) Build a High Performance Culture (HPC) across the Group based on helping managers and employees to 
share the same strategic vision.

(ii) Work with each of our divisions and functions to develop diversity and inclusion strategies that 
recognise their specific requirements and challenges.

(iii) Engage with employees to ensure open debate and raise awareness about diversity and inclusiveness.

(iv) Create a culture that supports employees in the various stages of their working lives.’

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Melrose 
Industries

GKN AEROSPACE 
SERVICES LTD 7.6 30.6 20.9 44.9

GKN

While itsdefinition of equal pay is flawed, itsrevelation that without shift premiums itsgender pay gap 
would be in favour of women is interesting. It would be useful if this were done within grade.

‘Unlike “equal pay”, which refers to pay relativities between men and women performing the same or 
similar work, the gender pay gap reflects the difference in overall average/median pay across a whole 
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organisation, and thus reflects both pay levels across all employees, and the demographic spread of 
men and women across different levels of the business. The differences in hourly pay are largely due 
to proportionally more men holding operational roles that attract shift premiums. With shift premiums 
removed from analysis, our mean and median hourly pay gaps both shift to being in favour of females.’

On its website, there was just one job advertised, and it did not have a pay rate attached.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

National 
Grid plc

National Grid 
Electricity 
Transmission PLC

2.8 20.8 -3 -36.9

National 
Grid plc

NATIONAL GRID 
GAS PLC 5.6 8.9 4 -1.6

National 
Grid plc

NATIONAL GRID UK 
LIMITED 3.2 22.5 2.6 5.6

National Grid

The report centres, as so many do, on diversity and inclusion, rather than designing out the risk of 
discriminatory pay structures.

‘We’re making four commitments over the next year across National Grid:

We seek to increase the overall proportion of our workforce from diverse backgrounds, in order to 
mirror the communities we serve. 
We will set annual targets to increase the number of hires from diverse backgrounds at a greater 
proportion than colleagues we have within the overall National Grid workforce today (24% female and 
18% ethnic minority)
We will set annual targets to increase the number of colleagues promoted who are from a diverse 
background at a greater proportion than we have today within the National Grid workforce (24% 
female and 18% ethnic minority)
We are committed to building an inclusive company where everybody can achieve their potential.’

Some, but not all jobs were advertised with a salary range (including a job with a salary gap of 17% 
between the bottom and top of the range. £32,868 - £38,668).

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Ocado OCADO CENTRAL 
SERVICES LIMITED -0.7 -29 -2 7.4

Ocado has a very low gender pay gap, but  disappointingly,  jobs on its website do not include a salary.
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Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Pearson plc
PEARSON 
EDUCATION 
LIMITED

15 42 13 35

Pearson plc
PEARSON PROFES-
SIONAL ASSESS-
MENTS LIMITED

12 62 1 57

Pearson

‘We know it will take time to eliminate the gap, but we are heartened at the impact our action plan is 
having to erase unconscious bias in our systems, processes and policies.’

‘Analysis of the data shows that the explanation for the gender pay gap at Pearson in Great Britain is 
primarily a result of fewer women having advanced into senior level roles.’

‘Pearson uses a career framework to provide consistency on how we assess and grade our people. In 
addition to the Pearson Executive, we recognise eight standard job grades from the entry-level to senior 
leadership. Within our standard job grades, we have: – More women than men below Vice President (VP) 
level – Fewer women than men at VP level and above.’

However,  despite the eight standard job grades, the only jobs that have an advertised rate on its website 
are sessional test centre administrator roles (£9.30 per hour).

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Persimmon 
plc

PERSIMMON 
HOMES LIMITED 15.1 62 16 53

Persimmon

‘As it did last year, the Company will report the bonus metrics both with and without the value of the LTIP, 
to allow a clearer comparison with previous (and future) years.’ 

‘Our sales people, the majority of whom are female, receive a high proportion of their pay in bonus. By 
comparison, our site-based construction teams, which are mostly male and include the junior hourly-paid 
roles in the lower quartile, have a remuneration structure whereby the value of bonuses as a proportion of 
total earnings is lower.’

All jobs advertised on itswebsite state: ‘Competitive Salary’.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Phoenix 
Group

Pearl Group 
Management 
Services

26 53 26 68
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Phoenix Group

‘Having reviewed our reward principles we are confident that our Gender Pay Gap and Bonus Pay Gap are 
not caused by Equal Pay concerns.’

‘I would like to see more women taking on more senior roles in the organisation.
Susan McInnes Chair – Phoenix Group Diversity & Inclusion Committee Chief Executive, SLAL and Group 
Director, Open Business’ 

Its advertised jobs do have a salary range, but these ranges were large, with as much as 37% gap between 
the bottom and top of the range.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Prudential 
plc

PRUDENTIAL 
SERVICES LIMITED 42.8 72.5 40.3 79.1

Prudential

‘While women and men continue to be paid equally for performing similar roles, our gender pay gap 
reflects the fact that men and women have traditionally held different roles, particularly in the financial 
services sector. It highlights the fact that we have more men than women in leadership and senior 
operational roles.’
Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Reckitt 
Benckiser

RB UK 
COMMERCIAL 
LIMITED

24 42.4 9.8 36.5

Reckitt 
Benckiser

RECKITT BENCKISER 
(UK) LIMITED -3.2 -460.1 -4.5 -4.8

Reckitt 
Benckiser

RECKITT BENCKISER 
CORPORATE 
SERVICES LIMITED

19 74.1 33.6 69.3

Reckitt 
Benckiser

RECKITT BENCKISER 
HEALTH LIMITED 42.7 84.4 32.7 73.5

Reckitt 
Benckiser

RECKITT BENCKISER 
HEALTHCARE (UK) 
LIMITED

2.1 17.8 1.8 35.2

Reckitt 
Benckiser

RECKITT BENCKISER 
HEALTHCARE INTER-
NATIONAL LIMITED

4 3.5 4.8 49.4

RECKITT BENCKISER

They have produced a report into the UK as well as  four ‘additional markets’ USA, China, India and Mexico. 

‘Equal pay law does not require that everyone doing the same job or an equal value job must earn exactly 
the same. There are a number of legitimate, non-discriminatory reasons why individuals performing the 
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same duties may be paid differently – for example, factors such as experience, performance and relative 
competency may all be relevant.’

However, it  provides no evidence of having undertaken an evaluation of this.

As with so many companies, its website advertises jobs but without an associated salary.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Rentokil 
Initial

RENTOKIL INITIAL 
1927 PLC 31 60 22 27

Rentokil 
Initial

RENTOKIL INITIAL 
UK LTD -2 -2 -3 1

Rentokil

‘We continue to have no material gender pay gap between men and women, with further reductions in 
the gap resulting in a median of -2% down from 1% (mean -6%), which is significantly better than the UK 
average of 17.3% reported by the Office for National Statistics (as at October 2019).’

‘In addition, we are particularly proud of our improvements in our bonus gap which has reduced from 37% 
to 9%. This achievement is mainly driven by the decision in 2016 to extend our performance share plan 
beyond our senior managers enabling operational and functional managers to share in the success of our 
Company.’

These headline ‘group wide’ figures do not explain why within head office functions, the gender pay gap is 
22% and the gender bonus gap is 27%. The company’s explanation is insufficient:

‘The smaller population of this entity means that the statistics are more prone to fluctuations compared to 
Rentokil Initial UK and Rentokil Initial as a whole.’

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Rightmove RIGHTMOVE 
GROUP LIMITED 28.2 63.8 27.6 76.9

Rightmove 

There are no pay rates advertised with jobs, and even where there are person specificationss, they are not 
proscriptive:

‘Ultimately, we care much more about the person you are, how you think and approach things, than a list 
of qualifications and buzzwords on a CV. Even if you can’t say ‘yes’ to all of the above, but are smart, self-
motivated and passionate about delivering a great experience to our customers then get in touch.’
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Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Rolls-Royce 
Holdings

ROLLS-ROYCE 
MARINE POWER 
OPERATIONS 
LIMITED

8.5 19 7.2 24.6

Rolls-Royce 
Holdings Rolls-Royce PLC 4.9 5.8 5.7 11.3

Rolls-Royce 
Holdings

Rolls-Royce Power 
Engineering PLC 10.6 22.6 7.8 46.4

Rolls Royce
In 2018  the company introduced: ‘a new job evaluation system for our management population globally’. 

‘During 2019 we moved to our new job evaluation levels. As part of this, we completed an audit to ensure 
salaries are aligned appropriately to the new structure, and made adjustments where appropriate. The full 
impact of these actions will be shown in our 2020 report. We do not have an equal pay issue between the 
genders on a job’.

‘We have a variety of mechanisms to ensure consistency in reward between men and women in equivalent 
roles or doing the same work. These include spot rates in our manufacturing sites and a structured 
approach to job sizing and pay determination in other areas of the business.’

This all sounds really positive, but it is disappointing that a company with such commitments to job sizing 
still advertises jobs without salaries.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Royal 
Dutch Shell

SHELL INTERNA-
TIONAL LIMITED 28.7 36.9 25.7 35.2

Royal 
Dutch Shell

SHELL INTERNA-
TIONAL PETRO-
LEUM COMPANY 
LIMITED

19.5 36.9 16.6 49.9

Royal 
Dutch Shell

SHELL INTERNA-
TIONAL TRADING 
AND SHIPPING 
COMPANY LIMITED

22.4 60.1 23.2 55.3

Royal 
Dutch Shell Shell Research Ltd. 30.8 48.3 27 42.1

Royal 
Dutch Shell SHELL U.K. LIMITED 14.4 12.1 9.1 3

Shell

‘We are confident that we pay our men and our women in the UK equally for work of equal value.’ 



40

‘We are confident we pay men and women equally for work of equal value. We conduct regular analyses 
to ensure this is the case and engage openly with our employees on the mechanisms we have in place to 
ensure non-discriminatory pay practices.’

Despite this, it still advertises jobs without an accompanying pay rate or salary range.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

RSA 
Insurance 
Group

Royal & Sun Alliance 
Insurance PLC 33.6 69.1 31.7 75.1

Royal Sun Alliance 

‘We undertake annual equal pay audits, consistent with ACAS and Equality and Human Rights Commission 
(EHRC) guidance. We are confident that there are no underlying systemic equal pay issues between men 
and women at Royal & Sun Alliance Insurance plc for the same or similar work.’ 

The EHRC guidance is: 
to identify any differences in pay between men and women doing equal work
to investigate the causes of any (differences in pay between men and women doing equal work, and
to eliminate instances of unequal pay that cannot be justified.

Meanwhile, ACAS does not provide a guide on equal pay audits, but does advise employers: 
Take care if you are considering offering a new employee a different pay rate to the previous jobholder 

– the offer has to be based on their skills, knowledge and experience. Unless an employer can 
objectively justify the pay rate as ‘a proportionate means of achieving a legitimate aim’, it could lead 
to equal pay issues.

If this advice is being followed, then it would build confidence immensely if Royal Sun Alliance were to 
publish some data from the outcome of their audits.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Sage Group Sage (UK) Ltd 13.5 19.2 13.8 10.2

Sage Group SAGE GLOBAL 
SERVICES LIMITED 21.9 58.4 9.9 23.2

Sage asserts:

‘The gender pay gap isn’t the same as equal pay. Equal pay is the right for women and men to be paid the 
same for the same, or equivalent, work or work of equal value. Even when pay is equal, there may still be a 
gender pay gap.’

However, it is unclear what steps if any it has taken to eliminate unequal pay. The company still advertises 
jobs without a pay rate or range.
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Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Sainsbury's ARGOS LIMITED 9.9 32.3 8.2 29.5

Sainsbury's Sainsbury's Bank 
PLC 36.4 63.3 35.9 69.6

Sainsbury's SAINSBURY'S SU-
PERMARKETS LTD 11.7 43 10.3 56.3

Sainsbury’s

‘When we look at the difference in pay between men and women across each pay grade and remove 
premiums for hourly paid roles, our gap is 0.9%.’

Assuming that its grades are objective, and that the premiums rates are not themselves gendered, then this 
is a very positive figure. More companies need to be publishing this data.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Schroders SCHRODER & CO. 
LIMITED 36.7 63 33 48

Schroders
SCHRODER INVEST-
MENT MANAGE-
MENT LIMITED

27.3 70.3 27 71

Schroders asserts:

‘The gender pay gap measures the difference in the average pay of men and women, regardless of the job 
they do. It is not an equal pay comparison, which would compare the pay of men and women who do the 
same, or similar, work. So it does not show that men are paid more than women for doing the same work – 
this is against the law in most countries.’

This is not an accurate description of the obligations to pay equal pay as it does not include a recognition of 
its duty to pay equally for work which is not similar but is of equal value.

‘The significant progress we have made in recent years to increase female representation at entry level 
actually slows the progress we can make in closing the gender pay gap but is essential if we take the long 
term view.’

This is certainly a factor in gender pay gap analysis. Increasing the representation of women at entry 
level grades does tend, in the short term, to adversely impact on gender pay gap statistics. However, the 
company does not provide any statistical evidence to demonstrate the significance of this factor in thiscase. 

‘Analysis of pay levels for comparable roles across Schroders shows that male and female employees are 
paid fairly for similar work. ‘

The use of the term ‘paid fairly’ rather than ‘paid equally’ is odd in the context of a discussion of equal pay. 
It implies that women and men may not be paid equally, but the company is satisfied they are paid fairly. 
Such statements require more evidence-based elaboration. 
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Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Severn 
Trent

SEVERN TRENT 
WATER LIMITED 2.8 -50 3.6 -38.8

Severn Trent
The company ‘has a robust job sizing process. This has enabled us to create a framework of pay ranges that 
avoids any gender bias.’

Despite this, the majority of jobs advertised on its site do not have a pay rate or range associated with 
them. Of those that did have a pay range, the largest range, for a ‘Principal Planner’ was between £31,900 
and £48,000 - a difference of more than 50% between the bottom and top of the range. It is hard to see 
how such a range can be justified by a robust job sizing process. 

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Smith & 
Nephew

SMITH & NEPHEW 
UK LIMITED 42 59 38 55

Smith & 
Nephew

T.J.SMITH AND 
NEPHEW, LIMITED 14 14 22 46

This employer has not provided extra information on its gender pay gap.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Smith, D.S.
DS SMITH 
PACKAGING 
LIMITED

9 37.4 7.3 25.7

Smith, D.S. DS SMITH PAPER 
LIMITED 5.3 29.6 1.4 37.3

Smith, D.S. DS SMITH PLC 8.9 -4.9 30.2 86.4

Smith, D.S.
DS SMITH 
RECYCLING UK 
LIMITED

15.4 59 10.2 43.6

DS Smith

‘DS Smith is committed to paying men and women equitably at every level of the company. Our pay gap 
is predominantly due to it being historically challenging to attract female colleagues to work in heavy 
industry. A contributing factor is male colleagues being more likely to work the unsociable work patterns 
that accrue premium payments. Our bonus gap is mostly driven by fewer female colleagues working in 
senior positions where bonuses are a greater proportion of the reward package.’

In this statement the key words are ‘predominantly’ and ‘mostly’. By definition if something is 
predominantly or mostly driven by a single factor, it is not exclusively driven by that factor. It is important 
that companies begin to elaborate on the other factors, which, unless they are designed out, are likely to 
include pay discrimination. 
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Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Smiths 
Group

JOHN CRANE UK 
LIMITED 20.6 43.2 7.6 32.2

Smiths 
Group

SMITHS MEDICAL 
INTERNATIONAL 
LIMITED

25.6 12.1 24.3 5.9

Smiths Group

‘We’re committed to fair pay practices, and recognise that a gender pay gap is not the same as an equal 
pay issue. We complete annual calibrations of performance ratings, merit increases and bonus pay analysis 
across various groups to ensure equity.’

Yet, the company still advertises jobs without a pay range, even for roles such as an ‘Assembler’. Instead of 
advertising a rate for the job the company asserts: 
In addition to a competitive compensation package, Smiths Medical offers a comprehensive benefit 
package including Medical, Dental, Vision, 401K and much more.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Spirax-Sarco 
Engineering

SPIRAX-SARCO 
LIMITED 26.3 61 24.6 66.8

This employer has not provided extra information on their gender pay gap.
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Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

SSE plc
SCOTTISH HYDRO 
ELECTRIC POWER 
DISTRIBUTION PLC

16.6 53.9 18.2 45

SSE plc
SCOTTISH HYDRO 
ELECTRIC TRANS-
MISSION PLC

26.8 29.7 26.6 48.8

SSE plc
SOUTHERN ELEC-
TRIC POWER DISTRI-
BUTION PLC

15.6 8.2 20.7 24.5

SSE plc SSE CONTRACTING 
LIMITED 22.3 -62.2 20.3 -5.9

SSE plc SSE ELECTRICITY 
LIMITED 15.7 58.2 14.9 59.4

SSE plc SSE ENERGY SUPPLY 
LIMITED 10 60.9 32.1 86.2

SSE plc SSE GENERATION 
LIMITED 23.3 54.6 22.4 35.2

SSE plc SSE HOME SERVICES 
LIMITED 23.9 -5.3 19.1 -26.1

SSE plc SSE METERING 
LIMITED 2.7 15.6 3.6 1.8

SSE plc SSE PLC 21.5 28.3 21.4 33.8

SSE plc SSE RENEWABLES 
LIMITED 29.6 43.6 31.5 46.8

SSE plc SSE SERVICES PLC 29.1 70.4 22.7 51.2

SSE plc SSE TELECOMMUNI-
CATIONS LIMITED 29.2 51.1 23.6 65.1

SSE plc TESGL LIMITED 36.3 66.9 36.7 39.1

SSE
In 2019 SSE stated: ‘SSE has a robust process to ensure pay levels are reviewed using a fair and consistent 
process. An annual review of the performance ratings by gender is also carried out to make sure there are 
no anomalies between male and female employee performance ratings.’ 

No similar statement was included in their 2020 report, although the company states:

‘SSE knows that some positive actions it takes means the gap will worsen in the short-term – but focus 
on establishing genuine long-term change and parity at every level is the most important action that 
organisations can take.’ 

On its website most jobs do have a salary range, but there can be a gap as large as 50% between the 
minimum and the maximum. 
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Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

St. James's 
Place plc

ST.JAMES'S PLACE 
MANAGEMENT SER-
VICES LIMITED

45.9 80.3 43.4 0

St James Place asserts:

‘Gender pay equality is different from equal pay, which requires that women and men receive equal pay for 
equal work. Where similar roles are performed in our organisation, there is no pay gap. We believe in the 
importance of continually reviewing equal pay as part of the way we do business.’

While the assertion is welcome, it is made without accompanying evidence or methodology.

On its website, none of the jobs had an advertised salary.

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Standard 
Chartered

Standard Chartered 
PLC 32 48.7 32.1 46.1

Standard Chartered 

‘The gender pay gap is different to ‘equal pay’, which is a more detailed measure of pay equality. Equal 
pay compares the pay of males and females who are doing the same roles, or work of the same value, and 
takes into account key factors which influence pay, including different roles, skills, seniority and market pay 
rates.’

The company then informs us that jobs at the same level and in the same business area in the UK have 
a gender pay gap of 4%. In other words, excluding comparisons of work of equal value, and just looking 
at broadly similar work, the gender pay gap is still significant, although considerably less so than their 
headline figures. 

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Standard 
Life 
Aberdeen

Aberdeen Asset 
Management PLC 30 47 29.7 46.1

Standard 
Life 
Aberdeen

ABERDEEN ASSET 
MANAGERS 
LIMITED

40 67 42 73.8

Standard 
Life 
Aberdeen

STANDARD 
LIFE EMPLOYEE 
SERVICES LIMITED

32 63 32.9 52.6

Standard 
Life 
Aberdeen

STANDARD LIFE 
INVESTMENTS LIM-
ITED

45 69 41.4 63.1



46

Standard Life Aberdeen

‘A key factor driving our gender pay and bonus gaps is the lower number of women in senior roles, and the 
higher proportion of women in roles which tend to attract lower levels of remuneration.’ 

‘Delivering a comprehensive plan which takes a systemic approach to all aspects of gender imbalance has 
definitely shown results through the pipeline, but it has not yet sufficiently and positively impacted our 
gender pay gap. This reinforces why we’re currently carrying out analysis to deeply re-evaluate the impact 
of all of our actions.’

However, there are no salaries advertised with the jobs on its website. 

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Taylor 
Wimpey

TAYLOR WIMPEY UK 
LIMITED 2 -7 0 -10

Taylor Wimpey

‘Equal Pay is about a man and woman receiving equal pay for the same job, while the Gender Pay Gap 
shows the difference between the average hourly pay and bonus for women and men across all roles within 
a business.’

This is  an inadequate definition of equal pay.
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Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Tesco BOOKER LIMITED 7.4 58 11.6 46.2

Tesco
BOOKER RETAIL 
PARTNERS (GB) 
LIMITED

-21.6 66 -1.9 9.5

Tesco DUNNHUMBY 
LIMITED 20.3 23.4 22 35.7

Tesco
MAKRO SELF SER-
VICE WHOLESALERS 
LIMITED

26.2 64.2 14.2 59.2

Tesco OAKWOOD DISTRI-
BUTION LIMITED 25.3 71.5 18.7 70.9

Tesco ONE STOP STORES 
LIMITED 8.8 38.4 7.4 64.5

Tesco RITTER-COURIVAUD 
LIMITED -20.3 51.2 13.1 43

Tesco TESCO FAMILY 
DINING LIMITED 5.9 20 3.6 22.2

Tesco TESCO MAINTE-
NANCE LIMITED -14.6 -48.4 -2.4 -30.2

Tesco Tesco Personal 
Finance PLC 28.6 56.4 26.8 58.7

Tesco TESCO STORES 
LIMITED 10.9 49.1 12.2 48.1

Tesco TESCO UNDERWRIT-
ING LIMITED 38.7 65.9 38.1 67.1

As can be seen, Tesco operates through a series of discrete companies, some of whom comment separately 
on their gender pay gaps.

Tesco UK Retail businesses

‘All our hourly paid colleagues, both male and female, are paid the same for the same role, and we can 
identify two clear drivers of our gender pay gap:

We are proud to support colleagues with flexible working options. Personal career and lifestyle choices 
mean that more male colleagues are working shifts at time that pay premiums, including nights, Sundays 
and bank holidays.
Additionally, a higher proportion of men are in more senior roles.’

It seems that on the shop floor, people are paid for what they do, however, it is unclear, and Tesco provides 
no detail, as to whether or not equal pay is an issue among salaried staff.  

With regard to abonus, unlike many companies, Tesco gives a figure for its bonus gap adjusted to recognise 
the impact of part-time working:  ‘Regulations require us to calculate our gender bonus gap based on the 
actual hours worked, without taking into account pro-rating for part time working. However, when we 
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calculated our bonus pay gap using the full-time equivalent for part-time colleagues, our overall bonus gap 
was significantly lower at 2.0%.’

Tesco Bank

‘Through our analysis, we know that the main driver of our gender pay gap is that we have a
higher proportion of men in more senior roles.’

But, what are the other ‘drivers’?

Booker

‘The key factor contributing to the median bonus gap of 15.7% and the mean bonus gap of 46.7% is that we 
have a higher proportion of men in more senior roles.’

Again, the language is not of exclusive factors, but none others are mentioned.

Dunnhumby

‘Actions we’re taking to close the gap:
Attracting diverse talent
Supporting working families
Sustaining a culture of belonging’

As with so many other companies, this assumes that pay discrimination is not a factor.  

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Unilever
UNILEVER U.K. 
CENTRAL RESOURCES 
LIMITED

1.6 13.2 23.3 52.9

Unilever UNILEVER UK LIMITED 8.2 20.7 -8.1 -19.7

Unilever
As with so many other companies, Unilever fails to acknowledge its obligations under the ‘work of equal 
value’ strand of equal pay legislation, mistakenly asserting that: ‘Equal Pay’ is about a man and a woman 
receiving equal pay for the same or similar job.’

Jobs are advertised both with and without salaries. A ‘bot’ on their site responds when asked for the salary 
scale for a particular vacancy: ‘Unilever offers competitive pay that reflects regional and local market 
conditions. You will receive more details about pay scales from your Talent Advisor later in the hiring 
process.’
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Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

United 
Utilities

United Utilities 
Group PLC 13.1 33.5 11.3 38

United 
Utilities

UNITED UTILITIES 
WATER LIMITED 12.1 23.8 10.1 24.3

United Utilities

‘The main driver of our gender pay gap is the shape of our workforce and the challenges faced within our 
industry when trying to attract and recruit employees.’ 

This neglects to articulate what the other drivers of their gender pay gap are.

‘The ‘gender pay gap’ is the difference in pay between men and women, which is summarised in the 
statistics shown in our report. This is different to ‘equal pay’ – the legal requirement to pay men and 
women the same for doing the same job.’

This is an inaccurate statement of the requirements under the Equal Pay Act as it neglects work of equal 
value.

‘We have a number of measures to ensure that pay is set and reviewed fairly for all employees, including 
the operation of a single pay and grading structure for all employees, with standard pay and conditions at 
each level. This framework ensures that gender cannot affect the pay-setting process.’

Despite this, a job for a digital asset manager was advertised as ‘Salary: Competitive.’

Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Vodafone 
Group

VODAFONE GLOBAL 
ENTERPRISE 
LIMITED

22.3 42 14.8 39.7

Vodafone 
Group

VODAFONE GROUP 
SERVICES LIMITED

16.8 48.6 6 40.7

Vodafone 
Group VODAFONE LIMITED 15.3 34.2 13.8 33.5

Vodafone

‘The average hourly pay for female employees in 2019 was lower than the average hourly pay for male 
employees. This is primarily a consequence of more men than women holding senior or specialist, and 
therefore higher -paid, roles.’ 

This fails to identify any secondary reasons for the gender pay gap. Meanwhile, Vodafone 
advertises jobs without salaries.
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Parent 
company Employer Mean gender 

pay gap 2018
Mean gender 
bonus gap 2018

Mean gender 
pay gap 2019

Mean gender 
bonus gap 2019

Whitbread WHITBREAD GROUP 
PLC 14.8 56.7 13.2 47.4

Whitbread

‘We are confident that our gap is not an equal pay issue and we continue to apply gender equality audits 
across our workforce.’

While it is great that Whitbread has that confidence, and  it is undertaking equal pay audits, it would be so 
much more informative if some detail of the methodology and results were included in the report.

Equality Trust
28 May 2020


