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Growing levels of inequality in the UK have 
caused increasing concern, particularly 
since the financial crash of 2008. For a 
number of years, The Equality Trust has 

successfully campaigned for greater transparency on 
Chief Executive Officers’ pay and the ratio between 
their pay and that of staff within their organisations. 
Our series of annual Pay Tracker reports have 
highlighted the gap between runaway FTSE 100 
CEO pay and average UK salaries. 

The vast majority of people in the UK rely on what 
they receive in wages in order to live. On average, 
the Chief Executive Officers (CEOs) of the UK’s 
largest one hundred companies (the FTSE 100) take 
home a salary (a mean of £5,342,910) around 200 
times that of the average employee (a national mean 
hourly rate of £14.46). Meanwhile, as we approach 
the 50th anniversary of the passage of the Equal Pay 
Act 1970, women working in FTSE 100 companies 
on average earn 19% less than men which is slightly 
worse than the national average. As our release on 
Fat Cat Day 2019 revealed, female FTSE CEOs took 
home 54% of the salaries their male counterparts 
took home. Inequality in pay between a rich elite 
and the rest of society, and the persistence of the 
gender pay gap are two of the drivers of overall 
economic inequality in this country.

The Government’s response to this public concern 
over CEO pay and the very slow progress on gender 
pay equality has been to introduce reporting 
requirements,1 believing that greater transparency 
on these issues will lead to change. In this report 
we analysed information provided by the FTSE 
100 companies. This research demonstrates that 
while transparency may be a necessary condition to 
address these concerns, it is not yet proving to be 
sufficient. 

Perhaps the most prominent example of run-away 
pay is at the online gambling company Bet365 
where the firm’s highest paid director (in this case 
a woman) ‘earned’ £265 million (just over £40 
per second).2 She earns more in seven minutes 
than a worker on the minimum wage would earn 
in a year and more than the combined earnings of 
18,500 workers on the minimum wage. Meanwhile, 
according to latest, provisional figures from the 
Office of National Statistics (ONS), approximately 
one in every six workers in the UK is ‘low paid’ (i.e. 
earning less than £8.52 an hour).3 

We hope that this report, the third in a series, and 
the website that we will launch to accompany it will 

be read by investors, trade unions, campaigners, 
politicians and businesses, who all have a part to 
play in reducing income inequality and the gender 
pay gap. As we know from a plethora of research, 
in countries with high levels of inequality, such as 
the UK, we see higher levels of mental and physical 
ill health, obesity, drug and alcohol addiction and 
teenage pregnancy. We also see lower levels of 
educational attainment, social mobility and trust. 
Reducing income inequality is a key challenge of our 
time. As our friends at the Fawcett Society stated in 
response to the government consultation on gender 
pay gap reporting: ‘Identifying a gap is not enough, 
interventions must be made to close it.’4 This report 
seeks to suggest ways in which progress can be 
made. 

Wanda Wyporska

Dr Wanda Wyporska 
Executive Director, The Equality Trust

Introduction
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We have produced this report to facilitate a wider 
discussion on the issues around CEO pay, income 
inequality and the factors that contribute to the 
gender pay gap. We don’t suggest that there are 
any ‘villains’ in this story, but we do think that the 
figures demonstrate a damaging divide in income 
inequality, and that more could and should be done 
to address the gender pay gap. The report is largely 
data driven and we have sourced this data from a 
range of publicly available documents. 

While we have at all times acted in good faith, and 
have made considerable effort to check the data, 
with such a volume of sources there is always the 
possibility of human error, if you think we have 
made a mistake, please let us know and we will 
correct it. Giving a single figure for a company’s 
CEO pay is relatively straightforward if (as is 
normal) a single CEO has been in charge for a 
full reporting year. However, where one CEO has 
retired and another been appointed in a reporting 
year, we have made a best estimate of the amount 
of each of their income that should be deemed the 
CEO pay (trying to avoid either double-counting or 
underestimating).  

With regards to companies’ engagement with trade 
unions, there is no central register of this, and we 
fully anticipate that there will be relationships that 
we are unaware of. We hope that as we engage with 
both companies and trade unions, a fuller picture 
will emerge.  When comparing CEO pay with that 
of a worker on for example the national minimum 
wage, the real Living Wage or an average wage etc., 
for the sake of simplicity, we have looked solely 
at the employee’s wage, we have not considered 
additional costs such as pension and or National 
Insurance contributions. 

Caveats
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 ■ Despite increased transparency, there is no sign 
of any real movement to reduce the lottery style 
payouts of CEOs. 

 ■ It is not unusual for companies in the FTSE 100 
to have CEO pay in excess of 200 times that of 
the average UK worker. 

 ■ Companies with excessive CEO pay or excessive 
gender pay gaps are receiving government 
contracts or grants. 

 ■ The gender pay gap across the FTSE 100 is 
slightly higher than the national average, this is 
disappointing given their resources.

 ■ There are significant differences between the 
size of the gender pay gap between companies 
in the same sector, and between companies 
within the same group. In other words, some 
companies are doing better than others, in 
similar environments. There is, therefore,  
scope for rapid improvement in the worst 
performing companies.  

 ■ There is a potentially unwarranted confidence 
across the FTSE 100 that there is not an equal 
pay issue contributing to the gender pay gap. 
While we accept that gender segregation, 
unconscious (and conscious) bias, caring 
responsibilities, lack of flexible working and 
structural issues, impact on the opportunities 
afforded to women to progress in their careers, 
there is a potential failure to recognise that 
women doing equal work, or work of equal value 
to male colleagues may not be paid equally. 

 ■ 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 that is traditionally seen as 
female, or which has a high percentage of  
female workers.

 ■ The high-risk practice of advertising jobs 
without a salary attached, and 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).

 ■ A significant number of FTSE 100 companies 
have neither a recognised trade union nor 
accreditation by The Living Wage Foundation. 
This raises the possibility that they are 
potentially paying wages to their directly 
employed, or subcontracted workforce that 
means those staff are forced to access state 
benefits. If this is the case, then general taxation 
is subsidising poverty pay from some of the 
largest companies in the country. 

 ■ There are numerous levers available to the 
Government and to other players to create 
pressure to effect change in this area. This 
includes, everything from legislative reforms 
to making access to government grants and 
subsidies dependant on having a plan to tackle 
gender inequality. 

Executive Summary
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BuSInESS
 ■ If there is a significant gender pay gap (higher 

than 4%), or there are features of the pay system 
that are ‘high risk’ then commit to undertaking 
an equal pay audit to establish whether unequal 
pay is or is not a contributory factor. In line with 
Fawcett Society recommendations, such audits 
should be repeated every three years.

 ■ If you are serious about challenging inequality 
within your organisation then contact us for 
advice about carrying out an equal pay audit or 
sign up to be part of our ‘business roundtable’, to 
share and explore best practice.

GovERnMEnT
 ■ Introduce a duty for companies to report on an 

action plan for reducing their gender pay gap.

 ■ Consider making equal pay audits compulsory 
for companies with a significant gender pay gap. 

 ■ Make access to government grants and contracts 
dependent on having a robust strategy to address 
gender pay inequality and unacceptable ratios of 
high to low pay within companies (in particular, 
make paying the real Living Wage a condition).

 ■ Reintroduce the previous ‘Equal Pay 
Questionnaires’ that allowed women to establish 
whether or not they were being paid unfairly 
(with employment tribunals entitled to draw 
adverse inferences from employers who refuse to 
answer them). 

 ■ Revise guidance to companies undertaking 
gender pay reporting, to stress the value of 
auditing and then eliminating any unequal pay 
issues.

LoCAL AuThoRITIES And oThER 
PuBLIC SECToR BodIES

 ■ Ensure that your purchasing and grant giving is 
consistent with Part 11 of The Equality Act 2010 
(the Public Sector Equality Duty). 

 ■ Adopt the obligations (not yet in force) of Part 1 
of The Equality Act 2010 – the Socio-Economic 
duty. This has already been adopted by Scotland, 
will be adopted by Wales by the end of the year, 
and equivalents are being implemented by local 
councils, such as Newcastle City Council. 

ThE EquALITY And huMAn RIGhTS 
CoMMISSIon

 ■ Initiate an inquiry into the causes of the 
gender pay gap within the FTSE 100 and their 
subsidiaries, with particular emphasis on 
establishing whether unequal pay structures are 
contributing to gender pay inequality.

ShAREhoLdERS
 ■ Use your influence to press for equal pay audits 

to be undertaken and for action plans to be 
established to address unequal pay issues. 

WoMEn And EquALITIES SELECT 
CoMMITTEE

 ■ Initiate a review of the effect of transparency and 
what additional steps need to be taken to reduce 
the gender pay gap.

 ■ Press for the enforcement of the equal pay 
elements of The Equality Act 2010.

CAMPAIGn SuPPoRTERS 
 ■ Visit The Equality Trust website (www.

equalitytrust.org.uk) and use our automatic 
email generator to call on those FTSE 100 
companies with a gender pay gap above 4% 
to undertake a formal equal pay audit, and to 
publish their data on the ratio of CEO pay to 
that of other workers in advance of next year’s 
deadline.

Recommendations
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 ■ Establish or join a local Equality Trust-
affiliated campaign group with the objectives 
of persuading your local authority to adopt the 
socio-economic duty (section 1 Equality Act 
2010), putting pressure on high street names 
who refuse to address gender pay issues, and 
those whose CEOs earn more in a day than some 
of their workers earn in a year.  

 ■ Sign up to help raise awareness about gender 
pay disparity and the steps that could begin to 
address it. Equal Pay Day, the day from which, 
on average compared to men, women work for 
free for the rest of the year, falls on November 
12th this year. Join us as we work with campaign 
partners to promote a public awareness 
campaign. 

 ■ Use your spending power, if you can, and favour 
those companies with low CEO ratios and 
gender pay gaps. Go a step further and tell those 
companies where you are no longer spending 
your money, why you have moved your spending 
elsewhere. 

 ■ Ask your pension provider where they are 
investing your pension and let them know of 
your preference for companies with low pay 
gaps. If you are unhappy with the pension 
provider’s choice of investment, then let them 
know. 

TRAdE unIonS
 ■ Join our roundtables examining how public 

pressure, action by shareholders and trade 
union influence can help create the environment 
where companies respond positively to the call 
to address the gender pay gap and pay inequality 
more generally.

 ■ Commit to be part of the activity around Equal 
Pay Day in November this year. 

 ■ Use this report to inform your pay bargaining 
and negotiations. 

ACAdEMICS
 ■ If your research interests inform these areas, 

then contact us (john.page@equalitytrust.org.
uk) as we are always keen to use high quality 
research in our campaigning activity.

 ■ Consider hosting one of our Equal Pay seminars 
at your institution, bringing together local 
equality campaigners, academics and students to 
consider fair pay in the context of a fair campus.

EvERYonE 
 ■ The 50th anniversary of the passage of the Equal 

Pay Act 1970 falls on 29th May 2020. There will 
be women reaching retirement age who were 
not in the workforce in 1970, but who have yet 
to see the benefit of the protection offered by 
that legislation. Join us in highlighting 29th 
May 2020 as a day of awareness and public and 
strategic action to take us closer to winning on 
equal pay. 

 ■ Use #EqualPay50 to highlight the campaign and 
follow us @EqualityTrust.

Recommendations continued
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Inequality is not just a matter of concern for 
those in poverty, the evidence suggests that 
growing inequality is bad for the whole of society.5 
Comparative studies show that in more unequal 
countries such as the UK, there are higher levels 
of mental and physical ill health, lower levels of 
educational outcomes, and lower levels of trust in 
others.6 People in more equal societies live longer, 
have better mental health and have better chances 
of a good education regardless of their background. 
Community life is stronger where the gap is 
narrower, children do better at school and they 
are less likely to become teenage parents. When 
inequality is reduced there is less violence and rates 
of imprisonment are lower.

Inequality has been rising over the last 40 years. 
This is in sharp contrast to the historical trend 
towards greater equality that began around the end 
of the First World War, and accelerated after 1945.7 
That trend began to slow and was then reversed 
around the mid-1980s. Eatwell and Goodwin 
illustrate it this way: ‘In Britain, the ratio between 
the salaries of CEOs in major companies and the 
earnings of the average worker rose from 45:1 in 
the mid- nineties to 129:1 in 2016’.8 Specifically, 
they point to the mechanism by which wages as a 
share of GDP has fallen:  ‘By 2017 the share of GDP 
going to them [workers] in advanced economies 
was 4% lower than it had been in the 1970s’.9 

The IPPR found that: ‘in 2018, average (median) 
earnings remain 2–3 per cent below their level in 
2007–8; indeed, they are not much higher than as 
far back as 2002 … If the forecasts up to 2020 are 
correct, the 2010s will be the weakest decade for 
average real earnings in 200 years. The UK is one 
of only five developed countries where earnings are 
still below their 2007 level. 

This has happened despite economic growth. Over 
the last decade, the UK economy has undergone a 
remarkable change: average weekly earnings have 
‘decoupled’ from GDP growth. Whereas in the past, 
average earnings by and large tracked growth, 
since 2008 this has no longer been true. The 
country has been getting richer, but most people in 
work are no better off. 

Over the last 40 years, half of the UK’s population 
has barely shared in the growth of the economy 
at all. Between 1979 and 2012, only 10 per cent of 
overall income growth went to the bottom 50 per 
cent of the income distribution, and the bottom 
third gained almost nothing. Meanwhile, the 

richest 10 per cent took almost 40 per cent of  
the total.

Consequently, there ‘has been a long-term decline 
in the share of national income which has gone 
to wages and salaries. In the mid-1970s the Bank 
of England calculates that the ‘labour share’ of 
national income was almost 70 per cent; today it is 
around 55 per cent.’ 10

While different academics will use different figures 
to measure the change, there is consensus that the 
ratio has changed to the detriment of wage earners, 
and to the advantage of shareholders. 

Paul Sweeney has argued: For over three decades, 
the share of national income going to labour in 
most developed countries has been in decline. This 
trend may have major consequences for economies, 
with reduced demand and also for societies, where 
social cohesion may be threatened by the trend.11

In 2017, the International Monetary Fund, whose 
policies have at times been criticised,12 spoke out 
about what it saw as rising inequality’s contribution 
to a ‘growing public backlash against globalization’ 
and asserted that: ‘Excessive levels of inequality can 
erode social cohesion, lead to political polarization, 
and ultimately lower economic growth’.13

It is in this context that we explore, in this report, 
the Government’s key response to two areas of 
concern: runaway pay for CEOs (at a time when real 
wages are stagnant or growing very slowly) and the 
gender pay gap (currently 17.8% almost 50 years 
after the passage of the Equal Pay Act 1970). After 
successful campaigning by The Equality Trust and 
many others, the Government was persuaded that 
transparency would contribute towards creating the 
conditions in which these two issues would begin to 
be resolved. In essence, their theory of change was 
that once investors had the necessary information, 
they would make sound business decisions to 
address excessive CEO pay and reduce the gender 
pay gap. Our conclusion is that while transparency 
is necessary, it is only the first step towards effecting 
real change. 

In this report, we examine the ratio of executive 
pay to that of workers on the minimum wage, and 
to those whose salary is at the lower, median, mean 
and upper quartiles of the pay within the wider 
economy. The highest paid CEO in the FTSE 100 
takes home a salary 3,304 times that which a person 
on the minimum wage earns. 

However a company may not employ people on the 

overview
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minimum wage, and we will not know the internal 
ratios until companies report on the ratio of CEO 
pay to that of staff at the various quartiles of their 
pay distribution. This information is required for 
this financial year, but will not become available 
until the individual companies’ annual reports are 
published, so comprehensive analysis of it will not 
be possible for some time yet. 

Given this gap in the data, it is useful to look 
at examples of the pay rates of jobs currently 
advertised by companies in the FTSE 100 and 
compare their rates of pay with those of the CEO. 
Here we find that ratios of 200:1 or 300:1 are not 
uncommon, and indeed, ratios of 400:1 exist. 
Anything over a ratio of 260:1 means that the CEO 
will earn more in a day than the employee will earn 
in a year.14

We also consider the impact of companies not 
paying the real Living Wage, as set by The Living 
Wage Foundation (we will refer to this as the real 
Living Wage in this report), as distinct from the 
statutory minimum wage, which the Government 
renamed as the National Living Wage. There are 
social consequences of employers paying rates of 
pay that leave their employees reliant on means-
tested social security. If a FTSE 100 company does 
not pay the real Living Wage then as a community, 
we are subsidising them via our taxes to pay social 
security for their workforce. That demonstrates a 
redistribution of wealth from the poor to the rich, 
which exacerbates income inequality. 

We then turn to the gender pay gap, and our 
research has revealed that while there is an almost 
universal consensus that the gender pay gap needs 
to be closed, it remains slightly higher in the 
FTSE 100 companies than the national average. 
The regulations require reporting by individual 
companies so for example a FTSE 100 company may 
operate as one company, or it may operate through 
a series of subsidiaries. We therefore looked at the 
data from individual companies. We found the pay 
gap of FTSE 100 or their subsidiary companies can 
be in excess of 50% (in some companies, women on 
average earn less than half of their male colleagues) 
and the bonus gap can be in excess of 80%. There 
are a few companies that have a negative gender pay 
gap (women get paid more than men) but they are 
in a small minority. 

We found a surprising level of confidence among 
the FTSE 100 companies that the gender pay gap 
is wholly or overwhelmingly attributed to women 

being employed in lower value work. There is a  
near universal assertion that there is no equal pay 
issue. One reason for scepticism is that ONS data 
suggests that almost two thirds of the gender pay 
gap cannot be explained by objective factors.15 

We therefore explore whether the confidence of 
FTSE 100 companies is justified, by asking whether 
they utilise what are referred to as ‘high risk’ 
elements within their pay structures. We conclude 
that looking solely at the issue of starting pay, there 
is evidence that high risk factors are present, and 
suggest that a formal equal pay audit across those 
companies that have a significant equal pay gap, 
would contribute to identifying the steps necessary 
to reduce the gender pay gap. We also conclude that 
the Equality and Human Rights Commission should 
be using its powers16 to undertake an inquiry into 
the gender pay gap within the FTSE 100 companies. 
This is not because we believe companies are 
deliberately maintaining a gender pay gap, but 
because they are by definition the UK’s leading 
companies, and we believe they need support in 
identifying the key drivers (and by implication the 
steps towards resolution) that have allowed this 
gap to remain so stubbornly high amongst the best 
resourced companies in the country.

Companies in the Stock Exchange are categorised 
by sector and for each sector where there is more 
than three companies listed in the FTSE 100 we 
undertake a sector-by-sector analysis. We analyse 
CEO pay, whether the company recognises trade 
unions, whether it is an accredited Living Wage 
employer, and the scale of its gender pay gap.  
There are huge differences between companies 
in the same sector, and even between subsidiary 
companies of the same group. If the worst 
performing in terms of gender pay gap were to be 
brought up to the standards of the best in their 
sector, this would be a significant step forward. In 
other words, there is realistic scope for real and 
rapid progress, if there is also commitment.

We also examine the levers that the Government, 
shareholders, trade unions and the community can 
use to seek a fairer, more equal outcome from our 
leading companies. 

Finally, this report makes some key 
recommendations.

overview continued
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CEo PAY
We reviewed the most recently published annual 
reports of all companies within the FTSE 100 as of 
1 January 2019 (the composition of the FTSE 100 
changes on a three monthly cycle, and 1 January 
was the start of a three-month period). Given that 
different companies have different financial years, 
some of these reports will be their 2017 reports  
(for example, if a company’s financial year starts on 
1 January and concludes on 31 December), others 
will be 2018 (for example if a company’s financial 
year starts on 1 April and concludes on 31 March). 
We have relied on the data available as of 1 January 
2019. Companies often revise the data for the CEO 
pay in their subsequent reports, these revisions are 
normally very minor, and we have not considered 
them. While we are concerned with CEO pay, 
we are aware that some companies use different 
names for this position. We have quoted the highest 
payment figure reported in the relevant annual 
report. A complication that does arise is when a 
CEO leaves mid-financial year. If they are replaced 
by an external appointment, it is simply a matter of 
adding the two part-year salaries together, however, 
it is often the case that an existing Executive 
Director will step up, in which case, some degree 
of ‘best guess’ as to what percentage of their salary 

reflects their emerging role as CEO is necessary. 
This is by its nature an approximation. 

The figure we have taken from the Annual Report & 
Accounts is the CEO’s Single Total Remuneration 
figure in each case. Where companies report in US 
dollars or Euros, we have calculated the sterling 
equivalent using HMRC’s average exchange rate for 
the month in which the company’s year-end falls. 
Using these figures, we have produced a number of 
ratios for each company:

 ■ Total CEO remuneration: UK minimum wage 
£7.83 as of 1 April 2018

 ■ Total CEO remuneration: UK mean hourly wage 
of £14.46

 ■ Total CEO remuneration: UK lower quartile 
wage of £8.50

 ■ Total CEO remuneration: UK median wage of 
£11:83

 ■ Total CEO remuneration: UK upper quartile 
wage of £17:71

The figures for UK mean, median, lower and upper 
quartile are as of July 2018.17 We have assumed a 
working week of 35 hours. 

In Appendix A FTSE 100 companies are ranked 
from highest to lowest according to these ratios.

Methodology

Ph
ot

o:
 p

ex
el

s.
co

m
 /

 e
ne

rg
ep

ic
.c

om



page 12  Pay Inequality in the FTSE 100

TRAdE unIon RECoGnITIon
There is no central database of trade union 
recognition and the matter is complicated because 
while a company may recognise a union in one part 
of its business, it may be hostile to them in another. 
We have relied on information supplied by trade 
unions as to the companies that they are recognised 
at, supplemented to some degree by web-based 
searches looking for news stories relating to the 
company and a relevant union. This information is 
currently far from comprehensive, and we welcome 
additional information to complete the picture.  
In the future, we hope to explore the extent to which 
a trade union presence contributes to limiting 
inequality, and in particular gender pay inequality.

LIvInG WAGE ACCREdITATIon
The Living Wage Foundation publishes an online 
resource of all accredited companies.18 However, 
while accreditation is a huge and valuable step, 
there is a complication. It is clear that some 
companies pay above the real Living Wage, but 
because of their relationship with trade unions, 
see little value in becoming accredited. In future 
reports we will seek to introduce a new category for 
those companies where a recognised trade union 
certifies they have wage rates at or above the real 
Living Wage. This will help to focus attention on 
those companies who genuinely are not paying the 
living wage, as opposed to those who are, but are 
not accredited. 

GEndER PAY GAP
Each company with over 250 employees must 
individually report information on its gender pay 
gap on the Government website.19 Given that many 
of the FTSE 100 companies operate as holding 
companies, they may not themselves report, so we 
must look to their subsidiaries. We have tried to 
identify every subsidiary of a FTSE 100 company 
that is required to report, but it is possible that 
there will be some that we have overlooked. We 
will constantly update our online database to 
reflect new information when it goes live later 
this year. We have restricted our consideration to 
those companies that have reported for both 2017 
and 2018. We have relied on the mean average 
difference rather than the median, as we are 
concerned about the distribution of money along 
gender lines. Using a median figure can produce a 

better prediction of what an average man or woman 
might earn, but it can conceal the overall pattern. 
We have looked at the gender gap in both pay and 
bonus.

PuBLIC SuBSIdIES
We are grateful for the insights of Corporate 
Welfare Watch (CWW) into the extent that private 
business is often supported by tax payers’ money. 
The CWW searchable database project which 
features direct ‘welfare’ payments to corporations20 
raises the question of the conditionality laid upon 
‘welfare’ paid to corporates, in comparison with 
conditionality to which ordinary citizens in receipt 
of welfare are subjected. 

CWW explains the term ‘corporate welfare’: When 
we hear the term ‘welfare,’ most of us think about 
struggling individuals and families who receive 
supportive benefits from the state. But in fact, 
private businesses receive as much support from 
governments as do citizens. We call this corporate 
welfare.

Corporate welfare is government support for 
private business. This support takes many forms, 
both direct and indirect. Direct forms of corporate 
welfare include things like subsidies, grants, 
loans and the public buying of shares which allow 
businesses to emerge, expand, invest and profit.

No doubt when the Government makes these 
payments they do so on the basis of sound policy-
based reasons. Our point is that if the Government 
is going to provide support to corporations, then it 
can use this support and its influence as leverage to 
move issues of gender pay inequality and runaway 
CEO pay up the agenda. 

Methodology continued
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After years of campaigning by The Equality 
Trust and others on excessive executive pay, the 
Government decided to introduce a reporting 
requirement requiring a simple ‘single figure’ 
reporting mechanism, to ensure lottery-style  
pay-outs faced greater scrutiny and accountability 
by shareholders, who might realistically query 
whether their CEO (or anyone else) is really worth 
£430 per minute?21 The Government therefore 
introduced a standardised reporting mechanism 
and companies have been required to disclose  
the Single Total Figure of Remuneration (STFR), 
which is in effect the total financial reward from  
the company to their CEO (including pay, bonus 
and pensions). 

This year these reporting requirements will be 
supplemented with a further requirement to reveal 
the pay rates at the various pay quartiles.22  
The first reports under those new regulations will 
take place in 2020. For the purpose of this report, 
we rely on comparing CEO pay with pay within the 
wider economy against the minimum wage, the real 
Living Wage and against the mean, lower, median 
and upper quartile of earnings.

The short-term impact of these reporting 
requirements is not entirely clear. The Chartered 
Institute of Personnel and Development (CIPD)/
High Pay Centre argued that in 2016 mean CEO pay 
dropped by 17 per cent and then rose by 23 per cent 
in 2017.23 Meanwhile, our own analysis of CEO pay 
for those companies that have remained in the FTSE 
100 since 2015, is that pay has increased somewhat 
more modestly by 4 per cent. The challenge with 
assessing longer-term trends is that the composition 
of the FTSE 100 changes each quarter (as some 
companies’ value rises and others’ fall). Also many 
bonuses are multi-year, and these can genuinely be 
lottery-style pay. A CEO may earn, for example,  
£6 million in one year, and a mere £2 million the 
next, but may well bounce back a couple of years 
later. This report argues that transparency is a 
major step towards finding a solution, but is not a 
solution in itself. 

Transparency as a vehicle  
for Change
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Here we present the ratios between the ten highest 
paid FTSE CEOs and the minimum wage, the 
mean, median and the lower and upper quartiles. 
The mean is the very traditional average (add up 
all the salaries and then divide by the number of 
people employed).  While this is a useful figure, it 
can be unduly influenced by a small number of very 
highly paid individuals. A median figure is the pay, 
which if you sorted everyone’s salary by value and 
lined them up, would reflect what the person in the 
middle would earn. The lower quartile represents 
a salary that a quarter of all employees earn less 
than, and the upper quartile is the figure that a 
quarter of all employees earn more than. In making 
these comparisons, we have compared CEOs’ total 
remuneration with employees’ salary, we have not 
sought to consider pension or employers’ National 
Insurance Contributions. 

Recent evidence from the US demonstrates that 
‘better-managed companies pay employees more 
equally’.24 Meanwhile The Living Wage Foundation 
working with the Cardiff Business School, 
demonstrated that 93% of Living Wage businesses 
in the UK had benefited from accreditation. Benefits 
included: enhancing the organisation’s reputation, 
improved relations between managers and staff, 
increased commitment and motivation, and 
improved recruitment into living wage jobs’.25 

Will Hutton argues that: ‘the rise in super-salaries 
has nothing to do with performance and everything 
to do with keeping up in a status race’.26 Writing 
for Forbes, Shellie Karabell argues: ‘CEO pay is 
today so out of kilter with average wages that the 
negative side effects – demoralization, destroying 
the sense of community that today’s high-
performing organizations need – are beginning 
to outweigh the oft-stated reasons for paying top 
dollar for executives.’27

REAL CoMPARAToRS
Vodafone (CEO remuneration £7,984,000), 
recently advertised for a Customer Service Advisor 
for a work pattern that runs through seven days 
and with shifts between 8am and 9pm: the total 
salary was £18,500 with access to a potential 
annual bonus of £2,000 and ‘great benefits’.28 With 
a pay ratio of 390:1, it would take the CEO less 
than five hours to match the annual earnings of a 
Customer Service Advisor (even if they achieved 
their full £2,000 bonus). 

Meanwhile a Vodafone Retail Adviser  (at London 
Victoria Station) working 40 hours a week can 
earn £21,965 pa including a London Weighting 
Allowance, plus ‘a competitive monthly bonus and 
excellent benefits’.29

Company

CEO 
Single Total 
Remuneration
Figure (£s)

CEO Total 
Remuneration 
as a ratio 
of the UK 
minimum  
wage of £7.83

CEO Total 
Remuneration 
as a ratio of 
the UK mean 
wage of 
£14.46 

CEO Total 
Remuneration 
as a ratio of 
the UK lower 
quartile wage 
of £8.50 

CEO Total 
Remuneration 
as a ratio 
of the UK 
median wage 
of £11:83 

CEO Total 
Remuneration 
as a ratio of 
the UK upper 
quartile wage 
of £17:71 

Persimmon PLC £47,086,676 3,304 1,789 3,044 2,187 1,461 

Melrose Industries £42,764,000 3,001 1,625 2,764 1,986 1,327 

GVC Holdings (NF) £18,331,854 1,286 697 1,185 851 569 

WPP PLC £13,930,000 978 529 900 647 432 

Coca-Cola HBC AG 
(NF) £13,645,075 958 518 882 634 423 

Reckitt Benckiser £12,480,357 876 474 807 580 387 

Intertek £11,683,000 820 444 755 543 362 

British American 
Tobacco £11,423,000 802 434 738 531 354 

Unilever £10,346,939 726 393 669 481 321 

BP £10,119,693 710 385 654 470 314 

CEo Pay: the Fat Cats are not on a diet
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At Sainsbury’s (CEO remuneration £3,429,000) the 
role of a Trading Assistant is advertised30 at £9.20 
per hour, assuming a 35-hour week: that would 
amount to £16,744 per annum – a ratio of 204:1 and 
it would take the CEO just under nine hours to earn 
this annual salary. 

At Rentokil (CEO remuneration £4,367,800) the 
role of a Pest Control Technician can earn £17,115 
– £20,102, which, with commission, may rise to  
£26,000.31 That is a pay ratio of 168:1 and the CEO 
would earn what the pest control technician earns in 
just a day and a half. 

Meanwhile Auto Trader (CEO remuneration 
£2,630,000) is advertising for a CRM Marketing 
Graduate with a starting salary of £25,000.32  
This reveals a ratio of 105:1 where the CEO would 
earn that graduate entry salary in approximately 
two and a half days. 

At the Direct Line group (CEO remuneration 
£4,332,000) a Claims Handler has a starting salary 
of £19,620.33 Here the ratio is 220:1 and the CEO 
would take just 8 and a quarter hours to take home 
what the Claims Handler earns in a year.  

At Barclays (CEO remuneration: £3,873,000) where 
a Community Banker earns a starting salary of 
£19,665 per annum plus ‘excellent benefits’,34 there 
is a ratio of 197:1. It would take the CEO just over 
nine hours to earn the equivalent year’s salary for 
a Community Banker. Not that Barclays is alone 
in the banking sector. Lloyds (CEO remuneration 

£6,422,000) advertised for a Customer Service 
Assistant with a starting salary of £15,930.35 This is 
a ratio of 403:1 and the CEO would earn the annual 
salary of the Customer Service Assistant in just over 
four and a half hours. 

Screwfix, a subsidiary of Kingfisher (CEO salary 
£1,582,600) recently advertised for an Assistant 
Manager with a salary of ‘up to £23,000 + up to 
10 per cent bonus’.36 Assuming the full bonus was 
achieved, the ratio is a mere 62:1 and it would 
take the CEO nearly a week to earn the Assistant 
Manager’s salary.  

However, an Assistant Manager in Weymouth 
receives an even smaller salary of £21,500 (again 
with the possibility of a 10 per cent bonus).37 This is 
a ratio of 67:1 and it would take the CEO less than 
four days to earn that annual salary.

The Chief Executive of Paddy Power Betfair, 
receives a total package worth over three million 
pounds (a little over half the average package for 
a FTSE 100 Chief Executive), but at the same time 
the company regularly advertises for ‘Customer 
Service Team Leaders’ at a rate of ‘£8.23 per hour 
after your training is complete (£8.03 an hour 
during training)’ with a potential bonus of £250 
every six months (i.e. £500 per year)38 – a ratio just 
over 200:1, and it would take the Chief Executive 
a little over a day to earn what the Team Leader 
earns in a year.
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In 2016, the Government increased the National 
Minimum Wage and renamed it the National Living 
Wage. While the increase in minimum wage was 
obviously a step forward, it was unhelpful that 
there were now two different rates referred to as 
the Living Wage. The real Living Wage is calculated 
based on how much income households need in 
order to afford an acceptable standard of living, 
whereas the Government figure is based on an 
aspiration that by 2020, the National Minimum 
Wage should reach 60 per cent of median earnings. 
For simplicity we will refer to the ‘real Living Wage’ 
when we talk about the figure advocated by the 
Living Wage Foundation and the ‘minimum wage’ 
when referring to the so-called National Living 
Wage which is the minimum wage that an employer 
can pay to a worker over 25 years old.39 Of course, 
there is also the inequality that sees workers under 
25 paid less for work of equal value or for the same 
work as those over 25. The figures for the Real 
Living Wage from 1 May 2018 are £10.55 in London 
and £9 in the rest of the country.40 The Minimum 

Wage stood at £7.83 (as at 1 April 2018) and 
increased in May 2019. 

In 2012, researchers at Queen Mary, University 
of London explored the extent to which moving 
low-paid workers from the National Minimum 
Wage to the London real Living Wage would impact 
on the public purse. ‘Our best estimates indicate 
that moving London’s low paid workers onto the 
London living wage would save the Treasury an 
estimated £823 million a year in increased tax and 
National Insurance payments and reduced benefit 
payments.’41 The estimate was for London alone, 
and there is no reason to believe that this figure 
would have fallen since then. 

It is important to recognise that some companies 
will pay at or above the real Living Wage, but 
will not be accredited. This may be, for example, 
because an employer believes that having a 
recognition agreement with a trade union may 
mean that there is no additional value in becoming 
a formally accredited Living Wage employer. 

3i
Anglo-American PLC 
Ashtead Group
AstraZeneca
Aviva 
Barclays
BHP
Burberry
Croda International
Diageo
Experian (NF)
GlaxoSmithKline
Glencore (NF)
HSBC Holdings
Informa
Intertek
ITV PLC 
Land Securities
Legal and General
Lloyds Banking Group
London Stock Exchange 
Group
National Grid PLC

Pearson PLC
RELEX Group
Royal Bank of Scotland 
Group
RSA Insurance Group
Sage Group
Schroders
Smith and Nephew
Smiths Group
SSE PLC 
St James’s Place PLC
Standard Chartered
Standard Life Aberdeen
Unilever
WPP PLC

Admiral Group
Antofagasta
Associated British Foods
Auto Trader Group
BAE Systems
Barratt Developments
Berkeley Group Holdings
BP 
British American Tobacco
British Land
BT Group
Bunzl
Carnival Corporate and PLC
Centrica 
Coca-Cola HBC AG (NF)
Compass Group
CRH PLC
Diagio PLC (NF)
Direct Line Group
DS Smith
EasyJet 
Evraz
Ferguson PLC (NF)

Fresnillo PLC
GVC Holdings (NF)
Halma
Hargreaves Lansdown
Hikma Pharmaceuticals
Hiscox
Imperial Brands
InterContinental Hotels 
Group
International Airlines Group
Johnson Matthey
Just Eat
Kingfisher PLC
Marks and Spencers (F)
Melrose Industries
Micro Focus
Mondi
Morrisons 
Next PLC
NMC Health
Ocado
Paddy Power Betfair (NF)
Persimmon PLC 

Prudential PLC
Randgold Resources
Reckitt Benckiser
Rentokil Initial
Rightmove
Rio Tinto Group
Rolls-Royce Holdings
Royal Dutch Shell
Sainsbury’s
Scottish Mortgage 
Investment Trust
Segro
Severn Trent
Shire PLC (NF)
Smurfit Kappa (NF)
Spirax-Sarco Engineering
Taylor Wimpey
Tesco
TUI Group (NF)
United Utilities
Vodafone Group
Whitbread
Wood Group

The Real Living Wage 

The following FTSE 100 companies are 
accredited Living Wage employers:

The following are not: 
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The Government introduced a requirement for 
companies with more than 250 employees to report 
details of their gender pay gap.42 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 of National 
Statistics concludes that the gender pay gap for all 
employees stood at 17.9 per cent, although it was 
considerably less, 8.6 per cent among full-time 
employees, driven by more women working in part-
time jobs, which tend to be lower paid.43

In unpublished research Stewart Lansley and 
Howard Reed44 argue persuasively that the long-
term change in wage share between 1980 (when it 
was 59.19%) and 2011 (the last year when figures 
were then available, when it had fallen back to 
53.72%) needs to be reversed. The reduction is 
5.47 per cent of Gross Domestic Product (GDP) or 
£82.9bn. If the wage share had remained constant, 
then every employee in the UK would on average 
have been £50 per week better off and this trend has 
not reversed in the intervening period. 

Lansley and Reed argue that if the gender pay gap 
were completely eliminated by bringing women’s 
average (mean) hourly wages up to the same level 
as men’s hourly wages, this would not only see a 
huge step forward towards a society that valued all 
citizens, irrespective of gender, but it would also 
have a significant impact on the wider levels of 
income inequality. Such action would reverse a little 
over half of what they refer to as the ‘wage gap’, the 
drop in the share of GDP going to wages. In this 
section of the report we shall analyse the first two 
years’ gender pay gap reports. 

CAuSES oF GEndER PAY InEquALITY
Historically, one of the drivers of gender pay 
inequality was the strength of industrial trade 
unions in very male-gendered workforces.  
In factories, mines and docks, strong unions 
won real increases for the predominantly male 
workers they represented. Meanwhile, in retail 
and other female-dominated trades, a lower level 
of industrial power meant that wages stagnated. 
The classic example of the difference in bargaining 
power between differently gendered roles is 
when local authorities pay (predominantly male) 
refuse workers (or ‘bin men’) more than they pay 
predominantly female school cooks (‘dinner ladies’) 
despite the fact that both jobs have often been rated 
as being of equal value.45 This traditional form 

of gender segregation is less pervasive now that 
industry has changed. However, gender segregation 
remains, in a different, but pervasive form even 
though it is not as distinct. While there are senior 
managers and indeed chief executives who are 
women, women are significantly under-represented 
in these roles.

One concern that has arisen is the prospect that 
faced with the gender pay reporting requirements, 
some employers might find it a ‘quick fix’ to 
outsource low paid women workers, thereby 
overnight artificially raising the statistics for the 
medium and mean wage of the remaining women 
(even though individually they will not have seen 
an increase). While this would be one way to avoid 
scrutiny and comply with the letter of the law, such 
an approach would be at total odds with the spirit 
of it. To date we have seen no evidence that this is 
happening, but it is a matter that we are alert to and 
will monitor.

It is of note that the gender pay gap increases with 
age. Women aged 18 – 21 start with a 5% gender 
pay gap compared with comparable men, but this 
increases significantly as they progress through their 
lifetime of work.46 Importantly, evidence suggests 
that as women progress through their careers, and 
undertake higher-graded work, they experience 
higher levels of gender pay gap compared to their 
peers, so it is not merely in low-skilled roles that 
women suffer a gender pay gap. Even women 
attending the Russell Group of universities will 
see a substantial difference between their pay five 
years after graduation compared to their male 
counterparts from the same universities.47 

Gender Pay Equality
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Historic factors mean that the pool of female talent 
with sufficient experience is still artificially limited. 
In some professions, a generation ago, there were 
very few women entrants, and given that experience 
is a key requirement of promotion, the management 
grades today can reflect the profile of the intake of a 
generation ago. 

There is, for example, no reason why there is not a 
woman manager of a Premier League football club 
(there are plenty of men managing women’s football 
teams), but because football has for so long been 
seen quite literally as a ‘boys’ club’, there appears 
to be no effective career route for women into 
football management at anywhere near that level.48 
Consequently, even with the most rigorous of equal 
opportunities recruitment, it would be unlikely that 
a woman would be shortlisted, let alone appointed, 
to manage a Premier League club. This is not simply 
about individual prejudice (although it might be 
present), it is about structural issues that make it 
difficult for women to even get onto the starting 
blocks. Companies can help to address this by 
creating training and development opportunities 
that support women to navigate the additional 
obstacles they face. Mentoring, training and support 
designed to address the under-representation 
of women (or people with other protected 
characteristics as defined by The Equality Act 
2010) is not a form of ‘reverse discrimination’ but 
an attempt to level the playing field so that people 
from disproportionately excluded groups have 
the opportunity to develop their skills, contribute 
fully to the business and, in doing so, have the 
opportunity to climb the career ladder. At the level 
of the FTSE 100, it is important that organisations 
begin to, or continue to, ‘grow their own’ talent. 
These businesses are, almost by definition, market 
leaders and if they don’t invest in developing female 
talent to join the next generation of leaders, then 
who will? If, alternatively, leading companies 
primarily rely on structural changes in the labour 
market to provide them with more experienced 
women to recruit and promote (factors largely 
outside of their direct control), then we may be 
waiting a long time before we see significant closure 
of this element of the gender pay gap. 

EquAL PAY: ThE ELEPhAnT In ThE 
RooM
Despite the important focus on the failure to 
appoint or promote women into higher valued 

work, and the broader structural issues within the 
economy that contribute to this, it is unlikely that 
this is the sole cause of the gender pay gap. The law 
requires and has done so (ineffectively) for nearly 
50 years, that women and men doing ‘like work’, 
‘work of equal value’ and ‘work evaluated as being 
of the same value under a job evaluation scheme’ 
should be paid the same rate. The Equal Pay Act 
was first passed in 1970, so there is lots of evidence 
about the causes of unequal pay. It is seldom now 
because there is a formal ‘men’s rate’ and ‘women’s 
rate’ for a job – although historically that was very 
much the case. 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 gender 
pay gap, when filing the commentary accompanying 
its gender pay gap report, makes an assertion 
that there is a difference between ‘unequal pay’ 
and having a gender pay gap and that they do 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. Arguably they have obligations 
to dismantle internal discriminatory practices,49 
but they are not required to address structural 
discrimination in the broader labour market.  

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. This may be in part because Government 
guidance does not prioritise the issue of considering 
defects in their pay structures. Government 
guidance to those writing the narratives to explain 
the gender pay gap in their companies includes: 

The gender pay gap is a high-level snap shot 
of pay within an organisation and shows 
the difference in the average pay between 
all men and women in a workforce. … In 
contrast, ‘equal pay’ is a more specific legal 
concept that deals with the pay differences 
between men and women carrying out 
comparable jobs. Men and women in 

Gender Pay Equality continued
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comparable jobs are normally entitled to 
the same pay unless an employer can show 
differences in pay are justified. A gender pay 
gap does not equate to the existence of an 
equal pay problem, albeit a gender pay gap 
may be a trigger for further investigation 
about the reasons why the gap exists.50

Of course it is correct that a gender pay gap does 
not automatically mean that there is an equal pay 
problem, but the Government guidance minimises 
the issue of unequal pay and contributes to a widely 
held (but not evidenced) assumption that equal pay 
is ‘not an issue’.

Later in the guidance, there are suggestions about 
how to close the gender pay gap, these include 
some useful (if elementary) suggestions, such as 
having a gender balance on recruitment panels, 
‘name blind’ recruitment, running leadership 
and mentoring programmes, etc. However, the 
suggestion of using objective criteria and objective 
job evaluation is phrased in a questionable manner 
and may imply that analytical job evaluation can be 
at odds with the business’ needs: ‘Developing and 
carrying out non-discriminatory job descriptions 
and analytical job evaluations  that are flexible 
enough to meet the business’ needs.’51 In reality 
without an analytical job evaluation system, it is 
hard to see how any company can feel confident 
that it is paying women equal pay for doing work of 
equal value to men. 

There is one bullet point each for performance 
management (recognised as a significant 
contributor to gender pay inequality over the years) 
and looking at the pay structures: ‘Examine the pay 
structures to undertake an equal pay audit’.52

hIGh RISK FACToRS
Over the years a number of factors have been 
recognised as ‘high risk’ within pay structures.  
Their presence makes unequal pay more likely even 
if this is not the intention.

Examples of high risk factors in pay systems 
include:53

 ■ Lack of transparency in the pay and grading 
system (if no one understands it, then it is easy 
for bias to 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 individual managers’ 
decisions).

 ■ 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  
bonus for the period of compulsory maternity 
leave, and as a minimum it should be paid pro-
rata for 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 – 
unfortunately they also create the space for a 
great deal of unconscious bias or discrimination 
to influence outcomes. 

 ■ A lack of transparency or a clear policy on 
starting pay on appointment/promotion.  
The problem here is that if there is an 
assumption that starting pay will be ‘something 
more’ than the new appointees’ previous 
salary, then it can reproduce and reinforce the 
individual workers’ 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. The danger here, is that 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 
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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. 

More recently, the Government has issued 
guidance. Of particular significance to our review is 
the following statement:

Another aspect of pay that can contribute 
to the GPG is women having lower starting 
salaries than men doing similar jobs. This 
may be a problem for you if you allow 
negotiation of starting salaries, as some 
research has found that women are less 
likely to negotiate their pay than men, 
and that when women do negotiate their 
pay, they can be judged more harshly than 
men for doing so. These things mean that 
women’s starting salaries might end up 
being lower than that of men doing the same 
job.54

They suggest that employers should: Introduce 
clear and fair processes for setting salaries and be 
transparent about these processes. 

However, that is followed by this statement:

Where possible, communicate salary ranges, 
and indicate whether salaries are negotiable 
or not. This will provide a clear signal to 
all parties involved about whether or not it 
is acceptable to ask for more. This can put 
women and men on a more even footing.

This appears to be a compromise between 
conflicting views. The very sensible suggestion 
of a clear, transparent and fair processes for 
setting salaries is undermined by advising that 
‘where possible’ companies should communicate 
salary ranges. The implication inherent in the 
recommendation that companies indicate whether 
salaries are negotiable, is that a main driver of 
unequal starting pay on appointment is that  
women did not know they could ask for more.  
No consideration is given to the fact that often in 
these negotiations women are hindered by the fact 
that they are employed within a labour market 
that systematically undervalues them, and are 
therefore (other things being equal) likely to be 
negotiating on the basis of a lower pre-existing 

salary, than a male contemporary.  If a woman and 
a man both negotiate a ten per cent pay increase 
when they start the job, the likelihood is that the 
man will still be paid significantly more than a 
woman, simply because his former employer paid 
him more. Allowing people to negotiate their salary 
almost invariably has the impact of reproducing, 
or enlarging pre-existing gender pay inequality. 
While arguably there are some jobs at a very senior 
position where the benefits of such negotiations 
may outweigh the negatives, that cannot be the case 
throughout every level of an organisation. 

GEndER PAY REPoRTInG
Every company with over 250 employees in the UK 
is required to report on their gender pay gap. As a 
consequence, almost all of the companies within 
the FTSE 100 are required to publish data on their 
gender pay gap. Some FTSE 100 companies are not 
required to report, either because their company 
structure is that they are ‘holding companies’ 
that operate through a series of wholly-owned 
subsidiaries and therefore have less than 250 staff 
within the parent company, or are companies that 
have very little business in the UK, and whose staff 
are not generally employed here. Of course, some 
companies operate through subsidiaries that employ 
more than 250 staff and each of those subsidiaries 
will be required to report. Parent companies are not 
required to report on their ‘combined’ statistics, but 
many choose to do so voluntarily. 

REPoRTInG oBLIGATIonS
Companies with 250 or more employees are 
required to publish the difference between the 
average (as both a mean and a median) hourly 
rate of pay paid to male and female employees; the 
difference between the average bonus paid to male 
and female employees; the proportions of male and 
of female employees who receive bonuses; and the 
relative proportions of male and female employees 
in each quartile pay band of the workforce.55

We have identified 268 companies who have 
reported in both years, who are either FTSE 100 
companies or their subsidiaries. Not every company 
has a gender pay gap that favours men. In one 
case, Tesco Maintenance, in 2017 the average was 
minus 47 per cent, in other words women, were on 
average paid considerably more than their male 
counterparts, but as women made up just 2 per 
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cent of the company employees, and those few 
who were there were disproportionately in more 
senior positions, this is perhaps an example of the 
‘exception that proves the rule’. 

 ■ Overall, 16 of the companies had a negative 
gender pay gap (i.e. women were on average paid 
more than men).

 ■ One company reported a zero gender pay gap 

 ■ 10 had a gender pay gap of less than 4 per cent 

 ■ 32 had a pay gap of between 4 and less than 10 
per cent

 ■ 65 had a pay gap that was 10 per cent or more 
but less than 20 per cent

 ■ 53 had a pay gap that was 20 per cent or more 
but less than 30 per cent

 ■ 55 had a pay gap that was 30 per cent or more 
but less than 40 per cent

 ■ 11 had a pay gap that was 40 per cent or more 
but less than 50 per cent

 ■ And six companies had a gender pay gap that 
was greater than 50 per cent.

The highest gender pay gap is a staggering 61 per 
cent, at HSBC Bank (part of the wider HSBC group). 
This is not a small organisation where statistics can 
be skewed by a small number of outliers, they have 
over 20,000 staff. HSBC asserts under a heading: 
‘our pay strategy’

We review market pay benchmarks based 
on grade, job, business and geography – this 
helps us to understand pay differences, if 
any, for similar roles. Our analysis shows 
that, in the UK, men and women are paid 
broadly comparable rates to market.56

In other words, they have an unacknowledged ‘high 
risk factor’ in their pay structure: a pay system 
linked to the ‘market rate’ that can import broader 
labour market discrimination into their pay system, 
where, for example, the market undervalues roles 
that are perceived as female and more highly values 
roles which are seen as male. They continue:

We are confident in our approach to pay 
and if we identify any pay differences 
between men and women in similar roles, 
which cannot be explained by reasons 
such as performance/behaviour rating 
or experience, we make appropriate 
adjustments. 

A STRuCTuRAL And CuLTuRAL 
PRoBLEM
Generally, those companies with a significant pay 
gap (defined here as anything over 4 per cent) 
accept that part of the problem is that women  
are disproportionately in lower valued work.  
The implication is that women are more likely to 
be cleaners or receptionists than senior managers. 
While this may well be the case, the evidence for  
this is often simply that women are more likely 
to be on the lower quartile of pay rather than the 
upper. The implicit assumption is made that the 
pay structure is fine, it is just women’s positions 
within it that needs addressing. However, as 
outlined above, there are two primary contributors 
to the mechanics of gender pay disparity: women’s 
opportunity to access high value roles, and unequal 
pay for the role they are in.

Surveying the companies within the FTSE 100 and 
their directly owned subsidiaries, it is surprising 
how many are confident that their gender pay gap 
is primarily or exclusively a result of the failure 
to appoint or promote sufficient women to higher 
grade work. There is little evidence, if any, that they 
have undertaken an equal pay audit in recent years 
(this does not necessarily mean that they have not 
done so, merely that there is little or no evidence 
that they have). Without a full equal pay audit, it is 
not possible to confidently rule out the possibility 
of inherently, albeit often unintentionally, 
discriminatory pay structures contributing to an 
organisation’s gender pay gap. 

RECRuITMEnT
It is of course hard to explore these issues from 
the outside, as few companies publicise their pay 
structure. However, one way to get an indication of 
whether or not there is an objective pay structure 
is to look at job adverts. We selected the ten 
companies in FTSE 100 with the highest paid CEOs 
and looked at their recruitment advertisements. 

 ■ Persimmon, a house building company, (CEO 
remuneration package: £47,086,676, 14 per cent 
average gender pay gap) was advertising 70 jobs 
on its website. These ranged from Site Manager, 
to Trainee Sales Advisor, from Surveyor to 
Customer Care Maintenance Operative all 
of which were said to provide a reward with 
included: ‘A competitive salary’. 57 
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 ■ GKN Aerospace (a subsidiary of Melrose 
Industries, CEO remuneration £42,764,000, 
mean gender pay gap 12.3 per cent) advertised 
for a Lead Manufacturing Engineer, without 
indicating a salary range.58 Also at GKN 
Aerospace, a  ‘Second Shift Supervisor’ role was 
advertised with no indication of salary.59 

 ■ At GVC Holdings (CEO salary £18,331,854, 
mean gender pay gap approximately 14 per cent) 
there were 49 jobs advertised, none of which had 
a quoted salary or even a salary range.60

 ■ At Mediacom (part of WPP, CEO salary 
£13,930,000, gender pay gap 32 per cent),  
the company was adverting for a Digital Account 
Manager and saying, Salary: Dependent on 
experience, with amazing benefits and a great 
social culture.

 ■ Reckitt Benckiser (CEO salary of £12,480,357 
with their subsidiaries reporting gender pay 
gaps from less than zero up to 42 per cent) is 
recruiting for a Front End Developer. They 
don’t advertise a salary or a range, but do 
assert that they ‘offer very competitive salaries 
with excellent benefits and the chance to 
progress your career within a truly global 
organisation.’ 61

 ■ Intertek (CEO salary £11,683,000 with a mean 
gender pay gap of 22.4 per cent) advertises 
the role of Project Manager, asking candidates 
to email ‘a CV, Covering Letter (outlining 
your suitability for the role) and Salary 
Expectations’. The idea that candidates tell the 
employer what they would like to be paid has 
been criticized as an inherently unfair practice 
(albeit unintentionally so) as it tends to privilege 
men, who not only start from a more privileged 
position (their previous pay was probably 
higher than a comparable woman) but are also 
socialised in a heavily gendered society to expect 
more rewards than female colleagues.62 

 ■ At British American Tobacco (CEO salary 
£11,423,000 with their subsidiaries reporting 
a mean gender pay gap of between 29 and 39 
per cent) there are seven jobs advertised in the 
UK, including Legal Affairs Manager, Product 
Developer and Undergraduate Intern, none 
of which has a salary attached.63 It is unclear 
whether the role of HR Operations Intern offers 
any salary at all, or merely; ‘a comprehensive 
learning experience to apply knowledge acquired 
in the classroom to real-world situations, as well 

as gain the skills and experience that is necessary 
to prepare the intern for a successful career in 
human resources’.64

 ■ At Unilever, the FTSE 100 company with 
the ninth highest paid earner (CEO salary 
£10,346,939 with a relatively good record on 
mean gender pay gap ranging from 1.6 to 8 per 
cent), the majority (but not all) jobs are advertised 
with a salary. There is a role as a Technical 
Operator which is ‘a fantastic opportunity to join 
our famous Marmite site and become part of 
an enthusiastic and brand-driven team’. Salary 
£28,000 – £33,000 per annum. In contrast, 
a Shift Engineer will earn £39,000, but the 
salary of a Senior Technology Delivery Manager 
is unspecified. As is the salary of a Machine 
Operator on a flexible working pattern, which is 
merely advertised as ‘Competitive with excellent 
benefits’. A Manufacturing Performance Analyst 
Apprentice advertised at ‘£12,526 starting 
salary increasing every year, 25 days holiday, 
staff discounts.’ All the above are advertised 
on Unilever’s website.65 The Chief Executive of 
Unilever earns more in two and a half hours than 
the apprentice will earn in a year. 

 ■ BP (CEO salary £10,119,693 with subsidiaries 
reporting mean gender pay gaps of between 2 
and 29.4 per cent) advertises for a diverse range 
of roles such as Customer Experience Specialist 
– HR Services, Payroll Specialists, Market 
Analysis – Econometrician, Digital Security 
Analysis, Materials and Contract Services Lead 
etc. None have a salary attached.66

This cursory review illustrates that there is a general 
lack of transparency among leading companies as 
to the rate or scale for the job. This is a high risk 
factor for gender pay inequality, and one that the 
Government guidance suggests can lead to a situation 
where: ‘women’s starting salaries might end up 
being lower than that of men doing the same job’.

In January 2018, the ONS produced a report: 
‘Understanding the gender pay gap in the UK’,67 
in which it estimated that 23 per cent of the gender 
pay gap was due to the different roles in which 
women worked, while 9 per cent was attributed to 
the fact that women are more likely to work in part-
time (generally lower paid) roles. Length of tenure, 
region of work, size of business, and the business 
sector all played a more minor role (see graph over). 
However, overall a staggering 63.9 per cent of the 
gender pay gap could not be explained away by 
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these objective factors. It is fair to assume that at 
least part of that unexplained gender pay gap can be 
attributable to unfair pay systems that fail to equally 
reward women for like work, work of equal value, or 
work that is rated as equivalent. 

Given the evidence from the ONS, it raises questions 
as to the extent to which those FTSE 100 companies 
with a significant gender pay gap have adequately 
considered the potential impact of factors other than 
the roles women are employed in, and the extent 
to which they are disproportionately in lower-
paid roles. Some commentators have even begun, 
perhaps uncharitably, to describe the narrative 
part of the reporting as an exercise in creative 
writing. The assumption that the gender pay gap is 

exclusively or overwhelmingly a consequence of a 
failure to appoint or promote women into higher 
value work is not evidenced and requires testing. 
There is a ‘known unknown’ – the extent to which 
inherent failings in employers’ pay structures are a 
contributory factor to gender pay inequality.

We therefore recommend that those companies 
within the FTSE 100 with a significant gender pay 
gap, should undertake a formal equal pay audit – 
this is different from merely measuring the gender 
pay gap. We also recommend that the Equality  
and Human Rights Commission (EHRC) use its 
powers to undertake a formal inquiry into the 
causes and remedies of gender pay inequality within 
the FTSE 100. 

Explained pay gap

Age

Tenure

Full-time

Occupation

Regions of work

Business size

Sector

ThE ovERALL ExPLAInEd PART And ITS CoMPonEnTS ExPRESSEd AS A 
PERCEnTAGE od ThE dIFFEREnCE BETWEEn LoG houRLY EARnInGS oF 
MEn And WoMEn In ThE unITEd KInGdoM In 2017

Explained differences between the mean of log of hourly earnings of men and women (%)

Source: Annual Survey of Hours and Earnings (ASHE) – Office for National Statistics
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The graph below illustrates the extent of the explained and unexplained elements of the gender pay gap as 
reported by the Office of National Statistics.
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ovERvIEW 
The FTSE companies are classified into sectors 
and in order to gain a better understanding of the 
issues, we have made comparisons within sectors, 
to compare like-for-like, although, occasionally we 
will consider more than one sector together when 
we feel there is enough similarity. For the purpose 
of this sector review we will look at those sectors 
where there are three or more companies.  
In calculating their nominal hourly rate, we have 
made an assumption that CEOs work 35 hours per 
week for 52 weeks per year. 

BAnKInG
There are five well-known banks in the FTSE 100. 
Barclays, HSBC, Lloyds, RBS and Standard Chartered 
as can be seen from the table below, the difference 
between the highest paid CEO and the lowest is 
almost a factor of two. On the plus side all these 
companies are accredited Living Wage employers.

Company CEO 
remuneration

Hourly rate Ratio to 
minimum wage

Lloyds Banking Group £6,422,000 £3,528.57 451

HSBC Holdings £6,086,000 £3,343.96 427

Standard Chartered £4,683,000 £2,573.08 329

Barclays £3,873,000 £2,128.02 272

Royal Bank of Scotland 
Group

£3,487,000 £1,915.93 245

GEndER PAY GAP
The sector has a poor track record on gender 
equality. In 2009, the Equality and Human Rights 
Commission published a report into the financial 
services sector (using a definition that included the 
FTSE sectors of banks and financial services).  
The damning report concluded: ‘The gender 
pay gap in finance sector companies cannot be 
explained away as a historical legacy. Analysis of 
salaries for new recruits shows that in 86 per cent 
of the cases reported to us, women have lower 
salaries than men. It is likely that this inequality 
continues to be reproduced throughout the course 
of their careers.’68 Perhaps even more pertinent was 
their finding that: ‘Low levels of awareness of or 
compliance with the code of practice on equal pay 
were identified’69 That report was published ten 
years ago, and if voluntarism was going to work, we 
would expect to have seen significant progress.  

Barclays
Barclays has three companies that report on their 
gender pay gap, which varies considerably between 
them. With a maximum pay gap of 48 per cent (i.e. 
on average, for every £1 a man receives a woman 
gets 52p) and a maximum bonus gap of 78.7 per 
cent (i.e. for every £1 a man gets in bonus a woman 
receives just under 22 pence). Shockingly, this 
difference in hourly mean grew over the 12 months 
and now is a fraction less than 50 per cent.  
On average for every £1,000 a man receives in 
wages, a woman will see just £507.

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
(Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
(Mean) 
2018

Barclays Bank 
PLC 48.0 78.7 49.3 77.0

Barclays Bank 
UK 26.0 60.1 25.8 57.4

Barclays Services 25.8 48.8 23.0 44.1

In the other two companies, there has been a 
modest decrease in the gender pay and bonus gap, 
but at this rate of change it might take decades to 
see the gap disappear. 

Sector review
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hSBC
HSBC has seven reporting companies. Here the 
contrast within the same group is remarkable.  
At Marks & Spencer Financial Services, the pay gap 
in 2017 was 10 per cent, although the bonus gap 
was significantly more at 30 per cent. In contrast 
HSBC Bank had a 59 per cent gender pay gap and a 
staggering 86 per cent bonus gap.

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
(Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
(Mean) 
2018

HSBC Bank 59 86 61 85

HSBC HOLDINGS 
B.V. 56 74 50 64

HSBC Global  
Asset 
Management 40 62 44 64

HSBC Group 
Management 
Services 42 66 41 64

HSBC Private 
Bank 34 49 35 51

HSBC Global 
Services 31 52 30 49

Marks and 
Spencer Financial 
Services 10 30 11 29

Again the picture is mixed, with some companies 
showing improvement but HSBC Bank went from 
59 per cent (itself a shocking figure) to an even 
worse 61 per cent gender pay gap, which was not 
offset by the tiny drop in the bonus gap from 86 per 
cent to 85 per cent. Overall within the group the pay 
gap widened in more companies than it narrowed. 

Lloyds
Lloyds has a total of seven companies required to 
report. Its gender pay gap is certainly not as large 
as HSBC Bank’s, but in 2017, with a 37.6 per cent 
gap in pay and a 70 per cent gap in bonus at Lloyds 
Bank, there was still some way to go. Meanwhile 
Cheltenham and Gloucester had the lowest gender 
pay gap, at a shade under the national average 
gender pay gap of 17.9 per cent.

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

Lloyds Bank PLC 37.6 70.4 36.1 71.4

Lloyds Banking 
Group 32.8 65.2 31.5 66.4

Lloyds Bank 
Commercial 
Finance 27.6 49.8 25.9 42.6

HBOS 25.9 54.1 25.8 57.4

Lloyds Bank 
Asset Finance 
Limited 24.2 48.4 23.2 49.2

Scottish Widows 19.5 49.5 18.3 36.8

Cheltenham and 
Gloucester 16.7 34.8 18.2 34.3

Across the group there was a contradictory trend, 
for the majority of the companies the gender pay 
gap narrowed marginally, but at Cheltenham and 
Gloucester, the gap rose to above the national 
average. Meanwhile for more than half the 
companies in the group, the gender bonus gap 
rose. Scottish Widows was the exception that saw a 
significant drop in its gender bonus gap.
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RBS
The Royal Bank of Scotland (RBS) submits two 
returns, and consistent with the rest of the sector, 
the results are contradictory. At NatWest Markets, 
the gender pay gap narrowed fractionally, but at 
Coutts & Co it increased.

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

NatWest Markets 
(formally Royal 
Bank of Scotland 
Group) 37.2 64.4 36.6 66.7

Coutts & Co 28.2 61.8 32.8 59.9

Standard Chartered
Standard Chartered saw its gender pay gap rise 
from 30.4 per cent to 32 per cent, and its gender 
bonus gap fall from 57.1 per cent to 48.7 per cent. 

ovERvIEW oF ThE GEndER PAY  
GAP In ThE BAnKInG SECToR
Overall this is a thoroughly disappointing picture 
from some of our leading companies, but the 
difference between an 11 per cent and a 61 per cent 
gap shows that if the worst in the sector were to 
move towards the achievements of the best (or 
the least worst) then there is huge scope for rapid 
improvement. 

TRAdE unIon RECoGnITIon And 
REAL LIvInG WAGE
Of the five banks, four recognise trade unions. 
HSBC, Barclays and RBS all recognise Unite the 
Union and Lloyds recognises Accord, as far as we 
are aware Standard Chartered does not have a 
relationship with a trade union. 

Sector review continued
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HSBC Bank

HSBC Holdings B.V.

Barclays Bank PLC

HSBC Global Asset Management

HSBC Group Management Services

NatWest Markets (formally Royal Bank of Scotland Group)

Lloyds Bank PLC

HSBC Private Bank

Coutts & Co

Standard Chartered

Lloyds Banking Group

HSBC Global Services

Lloyds Bank Commercial Finance

HBOS

Barclays Bank UK

Lloyds Bank Asset Finance Limited

Barclays Services

Scottish Widows

Cheltenham and Gloucester

Marks and Spencer Financial Services

GEndER PAY And BonuS GAP In ThE BAnKInG SECToR 2018

■ % Difference in bonus pay (Mean) 2018 %         ■ Difference in hourly rate (Mean) 2018
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FInAnCIAL SERvICES
There are five FTSE 100 companies in the  
Financial Services Sector; 3i, Hargreaves Lansdown, 
London Stock Exchange Group, Schroders and 
Standard Life Aberdeen. The difference between the 
highest paid CEO and the lowest is in excess of a 
factor of two. 

Company CEO 
remuneration 

Hourly rate Ratio to 
minimum wage

3i £7,544,000 £4,145.05 529 

Schroders £7,059,000 £3,878.57 495 

London Stock Exchange 
Group

£5,564,000 £3,057.14 390 

Standard Life Aberdeen £3,028,000 £1,663.74 212 

Hargreaves Lansdown £2,498,000 £1,372.53 175

Trade unions and Real Living Wage 
Of the five companies, all but Hargreaves  
Lansdown are accredited Living Wage Employers, 
but none seem to have a recognition agreement with 
a trade union. 

Schroders
Schroders operates two companies in the UK that 
report on their gender pay gap. 

Not only are the gender pay gaps above the 
national average for both companies, they have 
actually widened. There is a more mixed picture 
with the gender bonus gap, with it widening in one 
company, while narrowing in the other. At Schroder 
Investment Management on average women still 
receive just under £300 in bonus for every £1000 
received by a male colleague.

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

Schroder & CO 35.9 60.8 36.7 63.0

Schroder 
Investment 
Management 27.0 74.8 27.3 70.3

London Stock Exchange
The London Stock Exchange operates through 
three distinct companies, each of which reports 
separately. While this is certainly not the most 
extreme of cases, it shows a worrying above the 
national average gender pay gap, and a significantly 
larger (albeit not as large as some) gender bonus 
gap. While there is some improvement with a 
significant narrowing of both the gender and bonus 
gap at LSGE Employment Services, LCH saw its 
gender pay gap increase slightly, even while its 
bonus gap reduced slightly. At the London Stock 
Exchange, the gender pay gap rose dramatically, 
and the bonus gap did the same. Women at this 
company on average now receive less than half the 
bonus of male colleagues. 

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

London Stock 
Exchange (PLC) 22.4 38.5 31.6 50.3

LCH 29.8 56.8 31.2 54.6

LSEG 
Employment 
Services 31.4 40.1 25.3 17.9
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Pay Inequality in the FTSE 100  page 29

Standard Life Aberdeen
Standard Life Aberdeen operates through four 
companies required to report: the gender pay gap 
was 47% per cent at Standard Life Investment with 
a gender bonus gap of 69 per cent. Meanwhile at 
Aberdeen Asset Management, while its gender pay 
gap worsened, the gender bonus gap improved 
(although women still receive only marginally more 
than half the bonus received by men).

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

Standard Life 
Investment 47 69 45 69

Aberdeen Asset 
Managers 37 67 40 67

Standard Life 
Employee 
Services 35 64 32 63

Aberdeen Asset 
Management 28 72 30 47

hargreaves Lansdown and 3i
Hargreaves Lansdown, had a gender pay gap of 28.8 
per cent and a bonus gap of 71.8 per cent in 2017. 
The gender pay gap more than halved to 13.7 per 
cent, while the bonus narrowed to 70.6 per cent.

3i does not report its gender pay gap, presumably 
because it does not employ 250 staff in the UK. 

ovERvIEW oF ThE GEndER PAY GAP 
In ThE FInAnCIAL SERvICES SECToR
The comments on the Banking sector related to the 
findings of the EHRC report can be read across to 
the Financial Services sector and as with Banking, 
Financial Services has considerable room for 
improvement. 

Hargreaves Lansdown

LSEG Employment Services

Schroder Investment Management

Aberdeen Asset Management

LCH

London Stock Exchange (PLC)

Standard Life Employee Services

Schroder & CO

Aberdeen Asset Managers

Standard Life Investment

GEndER PAY And BonuS GAP In ThE FInAnCIAL SERvICES SECToR 2018

■ % Difference in bonus pay (Mean) 2018 %         ■ Difference in hourly rate (Mean) 2018
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Food And dRuG RETAIL/ 
GEnERAL RETAIL 
The FTSE has two separate sectors one for food 
and drug retail and one for general retail, which we 
have combined for the purposes of this comparison. 
The combined sector consists of seven companies, 
Morrisons, Ocado, Sainsbury’s and Tesco, from the 
Food and Drug Retail Sector and Kingfisher, Next 
and Marks and Spencer from the General Retail 
sector. As can be seen below there is a marked 
difference between CEO pay, with the CEO of Tesco 
earning more than four times as much as the CEO 
of Ocado. 

CEo Pay

Company CEO 
remuneration

Hourly pay Ratio to 
minimum wage

Tesco £4,874,000 £2,678.02 342

Sainsbury’s £3,429,000 £1,884.07 241

Morrisons £2,794,000 £1,535.16 196

Kingfisher PLC £1,582,600 £869.56 111

Ocado £1,164,000 £639.56 82

Next PLC £1,153,000 £633.52 81

Marks and Spencer £1,120,000 £615.38 79

Trade union Recognition and Real  
Living Wage 
All of the companies in this sector have a formal 
relationship with trade unions. All have a 
relationship with USDAW, Sainsbury’s has a joint 
recognition agreement between USDAW and Unite, 
while Kingfisher has a relationship with USDAW, 
GMB and Unite. None of these retailers are Living 
Wage Accredited.  

Is Retail the new Battleground for 
Gender Pay Equality?
Before looking at retail, it is worth reflecting 
on the fact that this sector has become the new 
battleground in equal pay cases. This is with 
particular regard to gendered roles, which are paid 
differently but are arguably ‘work of equal value’. 
In recent years, supermarkets have faced legal 
challenges on the basis that (again to illustrate 
rather than endorse the stereotype) ‘check out girls’ 
are paid considerably less than ‘warehouse men’.

Asda recently lost a legal case at the Court of 
Appeal70 in which they argued in effect that 
women in supermarkets should not be allowed to 
compare their pay with men in the warehouses and 
distribution centres. After losing the point of law, an 
Asda spokesperson outlined their case arguing:

At Asda, our hourly rates of pay in stores are 
the same for female and male colleagues and 
this is equally true in our depots.

Pay rates in stores differ from pay rates in 
distribution centres because the demands of 
the jobs in stores and the jobs in distribution 
centres are very different; they operate in 
different market sectors and we pay the 
market rate in those sectors regardless of 
gender.71

In effect they are saying: we pay the same rates to 
men and women doing the same work, but we do 
pay more to a predominantly male workforce than 
we do for a predominantly female workforce.  
They then argue two separate points. That the 
‘demands of the job’ are different, so in effect that 
they are not ‘work of equal value’. This would of 
course be a full defence to the case against them. 
More troubling is their reliance (presumably as a fall 
back if the tribunals do not accept the first defence) 
on the fact that the jobs are in different sectors and 
attract different market rates. That would appear 
to be of no value as a defence to a claim of that the 
work is of equal value. Indeed, it is precisely one 
of the ‘high risk factors’ that employers seeking to 
eliminate unequal pay are encouraged to eliminate 
from their pay structures.

However, it is not just Walmart-owned Asda that 
faces problems, the solicitors Leigh Day claims 
to be pursuing cases on behalf of nearly 30,000 
women workers at Asda, Sainsbury’s, Tesco and 
Morrisons.72 These claims are on a ‘no win, no 
fee basis’ and the solicitors are actively recruiting 
new claimants.73 Leigh Day is demonstrating that 
the controversial ‘sledgehammer’ approach of 
launching ‘class action’ cases, pioneered by Stefan 
Cross74 in the public sector may also work in the 
private sector. 

Sector review continued
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Kingfisher
Kingfisher owns four companies required to report 
their gender pay gap.

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

Kingfisher 
Information 
Technology 17.8 27.7 17.9 38.0

Kingfisher PLC) 16.9 24.0 13.8 30.9

B&Q 8.8 28.9 9.8 36.7

Screwfix 7.1 45.3 3.9 46.7

Here, we see, once again, that within a single group, 
significantly different gender pay gaps appear. 
All their gender pay gaps in 2017 were either at 
or below the national average, and there were 
relatively low gender pay gaps at B&Q and Screwfix 
(but substantially larger bonus pay gaps). However, 
while there has been some small progress in the 
gender pay gap (and very good progress at Screwfix) 
the gender bonus gap has increased across all the 
reporting companies in the group. At B&Q, the pay 
and bonus gap worsened.

Morrisons
Morrisons reports for seven separate legal entities.

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

Safeway Stores 20.8 55.6 19.8 59.2

Neerock 14.1 31.2 15.3 36.8

WM Morrisons 
Supermarket 14.3 49.6 14.0 53.9

Farmers Boy 13.4 19.7 12.4 21.7

International 
Seafoods Limited 8.9 12.2 11.3 15.8

WM Morrisons 
Produce 12.0 24.7 8.2 22.7

Rathbone Kear 9.8 21.8 7.2 21.8

While these are far from the worst examples we 
have seen (and the majority of their companies have 
a gender pay gap less than the national average) we 
see wide differences between the best and the worst 
in the group. In fact, over the year that gap between 
Rathbone Kear and Safeway Stores has grown to 
almost a factor of three. The scale of the gender 
bonus gap at both Safeway Stores and Morrisons 
Supermarket is very significant. 

Sainsbury’s
Sainsbury’s reports on three separate legal entities.

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

Sainsbury’s Bank 39.4 78.3 36.4 63.3

Sainsbury’s 
Supermarkets 14.8 56.7 11.7 43.0

Argos 10.3 54.5 9.9 32.3

While we are reporting their companies in this 
section, it is noticeable that its venture into banking, 
has seen it import the high levels of gender pay 
and bonus gaps seen across the banking sector. 
Meanwhile the Supermarkets and Argos have 
significantly lower gaps. If the group could reduce 
the gap at the bank to that at Argos, then the bank’s 
gender pay gap would fall by almost three quarters of 
its current level. Once again, as seen across the retail 
sector, there are high levels of gender bonus gaps.



page 32  Pay Inequality in the FTSE 100

Tesco
Tesco, one of our largest retailers has 12 separate 
legal entities required to report.

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

Tesco 
Underwriting 36.2 60.8 38.7 65.9

Tesco Personal 
Finance 29.2 61.6 28.6 56.4

Makro 16.3 68.9 26.2 64.2

Oakwood 
Distribution 26.5 71.9 25.3 71.5

Dunnhumby 22.7 40.0 20.3 23.4

Tesco Stores 11.5 42.3 10.9 49.1

One Stop Stores 
Limited 9.6 68.4 8.8 38.4

Booker Limited 17.3 71.2 7.4 58.0

Tesco Family 
Dining 8.3 13.2 5.9 20.0

Tesco 
Maintenance -47.2 -42.1 -14.6 -48.4

Ritter-Courivaud -13.6 31.8 -20.3 51.2

Booker Retail 
Partners -8.6 25.7 -21.6 66.0

This is a fascinating picture, in part because of the 
sheer diversity of Tesco’s interests. It is perhaps no 
surprise to see its financial services and personal 
finance arms have the largest gender pay gaps 
(mirroring the wider sector). Oakwood Distribution 
according to their official site ‘was set up in 
September 2008 to distribute and merchandise 
entertainment products in Tesco stores (DVDs, 
CDs and computer games). As a subsidiary of Tesco 
Holdings PLC we only work within Tesco.’ There 
does not appear to be an obvious reason why their 
gender pay gap should be quite so large (and their 
gender bonus gap is shockingly more than 70%). 
Dunnhumby is an IT company that grew out of the 
early innovations of the Tesco Clubcard. Booker is a 
food wholesaler business. 

Three of Tesco’s businesses have a negative gender 
pay gap, in other words women on average are 
paid more than men, and at Tesco Maintenance 
Ltd, in 2017 it was considerably more. For each 
of these the distribution of women across the pay 
quartiles is the reverse of the traditional pattern. 

Yet with the exception of Tesco Maintenance, there 
is still a positive (pro-male) bonus gap in the case 
of Booker Retail Partners, of 66% (in other words 
for every pound a woman gets in bonus, on average 
a man gets £3). The growth in the negative gender 
pay gap at Ritter Courivaud is also of interest. In a 
male-dominated company the proportion of women 
working within the lowest pay quartile fell from 
12% to less than 4%, while the number of women 
in both of the middle quartiles rose. It may also be 
that within this company, you are most likely to see 
women in the upper pay quartile (currently making 
up 28.8 per cent of that quartile as opposed to 3.8 
per cent of the lower quartile). Yet still the gender 
bonus gap rose.

While the general direction of travel within Tesco 
group was to reduce the gender pay gap, at Makro,  
it grew by almost 10% over 12 months. 

next
Next has just two legal identities – one dealing with 
retail and the other with distribution.  

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

Next Retail 15.5 47.2 18.9 27.8

Next Distribution 7.9 5.5 7.1 -0.5

Whether this was the intention or not, such a legal 
separation would most likely protect Next from 
the specific type of ‘equal value’ claims (comparing 
the work of retail and warehouse staff) that were 
discussed above. However, such a legal separation 
should have seen a reduction in the gender pay 
gap, and indeed it is below the norm for the sector. 
While Next Distribution has reduced its gender pay 
gap and effectively eliminated its bonus pay gap, the 
picture at Next Retail is more complicated, with an 
increase in the gender pay gap, but with a welcome 
fall in its gender bonus gap. 

Remaining Players
The remaining players in this sector are Marks 
and Spencer and Ocado. Marks and Spencer saw 
almost no change in their gender pay gap (rising 
marginally from 12.3 per cent, to 12.5 per cent) or 
their bonus gap falling marginally from 53.4 per 
cent to 53.2 per cent. Ocado the on-line retailer 
saw a negative gender pay gap of -1.4 per cent (in 
other words women on average receive marginally 
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more pay than men) move to a negative 0.7 per 
cent (effectively no evidence of any gender pay gap) 
and a negative bonus gap of -3.3 per cent (again 
where women receive marginally more than men) 
grow to -29 per cent (where women receive a bonus 
considerably larger than their male colleagues.  
This is in stark contrast to the rest of the sector.  

ovERvIEW oF ThE GEndER PAY GAP 
In ThE CoMBInEd RETAIL SECToRS
As described above, there is a remarkable diversity 
of outcomes with regards to gender pay and bonus 
gaps in this combined sector. 

Booker Retail Partners

Ritter-Courivaud

Tesco Maintenance

Ocado Central Services

Screwfix

Tesco Family Dining

Next Distribution

Rathbone Kear

Booker Limited

WM Morrisons Produce

One Stop Stores Limited

B&Q

Argos

Tesco Stores

International Seafoods Limited

Sainsbury’s Supermarkets

Farmers Boy

Marks and Spencer PLC

Kingfisher PLC

WM Morrisons Supermarket

Neerock

Kingfisher Information Technology

Next Retail

Safeway Stores

Dunnhumby

Oakwood Distribution 

Makro

Tesco Personal FInance

Sainsbury’s Bank

Tesco Underwriting
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GAS, WATER, MuLTI-uTILITIES
There are four companies in the FTSE 100 in 
the Gas, Water, Multi-utilities sector – Centrica, 
National Grid, Severn Trent and United Utilities. 
The highest paid CEO in the sector receives double 
the figure that the lowest paid CEO receives. 

Company CEO 
remuneration 

Hourly rate Ratio to 
minimum wage

National Grid PLC £3,847,000 £2,113.74 270 

Severn Trent £2,084,300 £1,145.22 146

United Utilities £2,075,000 £1,140.11 146

Centrica £1,694,000 £930.77 119

Trade union Recognition and Real  
Living Wage
The sector has a significant trade union presence, 
with each of the four companies recognising multiple 
trade unions (a combination of Prospect, GMB, Unite 
and Unison). Of the four companies, only National 
Grid is an accredited Living Wage employer. 

Gender Pay Gap
What is interesting about the gender pay gap 
reports in this section is that in one company, 
Centrica, there has been no progress, indeed there 
has been a growth in the gap in all their reporting 
companies. However, in the rest of the sector, there 
has been generally slow progress.

Centrica
Centrica reports on eight companies, but only six of 
them have reported in both years.

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

PH Jones 27.2 -52.8 40.1 31.7

British Gas 
Services 
commercial 34.8 -61.3 36.5 -3.8

Centrica Storage 30.9 38.8 32.5 33.3

British Gas 
Services 22.6 3.5 27.3 3.7

Centrica PLC 16.6 56.6 19.5 38.9

British Gas 
Trading -0.6 18.6 3.1 12.4

Across every company in the group, the figure for 
average gender pay gap got worse, and in the case 
of PH Jones, it rose from 27 per cent to over 40 per 
cent. Centrica’s explanation for the widening of the 
pay gap across the group is: ‘A number of factors 
contributed to the change … including a … 10 per 
cent reduction in headcount as part of our strategic 
transformation...’.75 It begs the question of how the 
reduction of staff has increased the gender pay gap? 
Apart from the movement in the wrong direction, 
there are other factors of note. The gender bonus 
gap was negative at PH Jones in 2017, but swung a 
total of 84 per cent in 2018 (from -52.8 to +31.7). 
Meanwhile the 61 per cent negative gender bonus 
gap (i.e. women getting more bonus than men) in 
British Gas Commercial Services had all but been 
eliminated, at a time when a similar bonus gap (in 
favour of men) at Centrica PLC has been reduced 
far less. 

On the positive side the company asserts that it 
has job evaluation procedures and has undertaken 
a equal pay audit, which suggests that the equal 
pay gap for ‘equivalent roles’ is marginal (a mean 
of 2 per cent and a median of 1 per cent). It is to 
Centrica’s credit that they have undertaken this 
audit and published the figures, however, it is not 
clear whether the audit includes examining the  
gap between roles of ‘equal value’ or roles ‘rated  
as equivalent’. 
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national Grid
At National Grid, there are three reporting 
companies. 

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

National Grid 
Gas PLC 5.5 1.1 5.6 8.9

National Grid 
Limited 5.2 27.0 3.2 22.5

National Grid 
Electrical 
Transmission 5.8 -80.6 2.8 20.8

All of their figures for gender pay are relatively 
small and indeed at two of the companies the gap is 
below 4 per cent. However, the bonuses at National 
Grid Electrical Transmission swing from an -80 per 
cent gap (i.e. women receiving significantly more 
bonus than men) to a positive gap of 20 per cent. 
The company offers no detailed explanation. It does 
say that the overall bonus gap is affected by:

‘several senior females not receiving full 
year short-term incentive payouts or, 
in particular, any long-term incentive 
payouts in the year due to being recently 
appointed;…fewer women than men in 
the most senior roles; and…the higher 
proportion of women working part-time 
versus men and therefore receiving pro-
rated bonuses and long-term incentive 
awards.’76

Given that the last two of those factors are unlikely 
to have changed dramatically over 12 months, 
it suggests that relatively small changes in the 
numbers of women receiving bonuses can have a 
dramatic impact on the statistics.

Severn Trent
Severn Trent’s mean gender pay gap has increased 
slightly from 2.4 per cent to 2.8 per cent, but 
it remains a good performer compared with its 
peers. The employer asserts: ‘Our overall mean 
bonus gap continues to be driven by strong female 
representation at executive level’.77 It is interesting 
that their overall median bonus gap is 3.9 per cent 
in favour of men, perhaps suggesting that a few very 
highly rewarded women have done very well, while 
the majority have done less well.

united utilities
United Utilities reports on three companies. 

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

United Utilities 
PLC 36.7 71.9 39.1 74.4

United Utilities 
Group 13.1 35.1 13.1 33.5

United Utilities 
Water 12.3 26.1 12.1 23.8

The picture here is once again, contradictory, with 
the PLC showing a gender pay gap of more than 
twice the national average (and growing) and a 
shameful bonus gap (for every pound a man gets  
in bonus, on average a woman gets 25.6 pence.  
But Group and Water both have pay gaps of less 
than the national average (albeit with significant 
bonus gaps). If the PLC’s performance could be 
brought into line with the other companies, then 
significant progress could be made.
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National Grid Electrical Transmission

Severn Trent

British Gas Trading

National Grid Limited

National Grid Gas Plc

United Utilities Water

United Utilities Group

Centrica PLC

British Gas Services

Centrica Storage

British Gas Services Commercial

United Utilities PLC

PH Jones
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Parent Company Employer
% Difference in hourly 
rate (Mean) 2017

% Difference in bonus 
pay (Mean) 2017

% Difference in hourly 
rate (Mean) 2018

% Difference in bonus 
pay (Mean) 2018

St James’s Place PLC St James’s Place Management 
Services Limited 47.2 80 45.9 80.3

Prudential PLC Prudential Services Limited 40.6 70.8 42.8 72.5

RSA Insurance Group Royal & Sun Alliance  
Insurance PLC 33 63.2 33.6 69.1

Aviva Aviva Employment Services Ltd 27 55.6 27.2 54.8

Legal and General Legal and General Resources Ltd 24.2 50.1 24.3 49.9

Legal and General Legal and General Investment 
Management (Holdings) Limited 21 54.6 21.8 54.6

Direct Line Group DL Insurance Services Limited 18.7 66.4 17.1 67.3

Admiral Group Admiral Group PLC 13.3 32.9 12.8 28

LIFE InSuRAnCE And non-LIFE 
InSuRAnCE
The FTSE has two categories: life insurance and 
non-life insurance that are sufficiently similar for us 
to explore their data together. These companies  
are: Aviva, Legal and General, Prudential PLC and 
St James’s Place PLC from the Life Insurance sector, 
and Admiral Group, Direct Line Group, Hiscox and 
RSA Insurance Group from the Non-Life Insurance 
sector. The difference between the highest paid CEO 
and the lowest in this combined sector is very close 
to a factor of 8. 

Company CEO 
remuneration

Hourly pay Ratio to 
minimum wage

Prudential PLC £9,622,000 £5,286.81 675 

RSA Insurance Group £5,077,000 £2,789.56 356 

Aviva £4,334,000 £2,381.32 304 

Direct Line Group £4,332,000 £2,380.22 304 

Legal and General £3,451,000 £1,896.15 242 

St James’s Place PLC £2,538,709 £1,394.90 178 

Hiscox £2,287,729 £1,256.99 161 

Admiral Group £1,113,117 £611.60 78

Trade union Recognition and Real  
Living Wage
Of the companies listed only half are Living Wage 
accredited: Aviva, Legal and General, St James’s 
Place PLC and RSA Insurance Group. Again, 
only half actually recognise trade unions (in this 
case Unite), they are Aviva, Legal and General, 
Prudential PLC and Direct Line Group.

Direct Line also asserts that they have a minimum 
salary of £18,000 across the group (slightly higher 
than the real Living Wage and substantially higher 
than the minimum wage). 

Gender Pay Gap
The gender pay gap varies enormously across this 
sector. Admiral Group has a mean gender pay gap 
that is just a quarter of that found at St James’ s 
Place. At St James’s Place, the bonus gap is such 
that for every pound a man receives, a woman (on 
average) receives just 20 pence. 

Only two companies in this group have a gender 
pay gap less than the national average. Given 
the sector has less subsidiary reporting, there 
is less value in comparing the gender pay gap 
within groups. However, it is clear that if the 
worst performers were to improve towards the 
performance of the best (who themselves are not 
great), then significant progress could be made. 
Hiscox has two companies that have reported, 
but neither has reported in both years, so no 
comparison is possible.
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Admiral Group PLC

DL Insurance Services Limited

Legal & General Investment 
Management (Holdings) Limited

Legal & General Resources Limited

Aviva Employment Services Limited

Royal & Sun Alliance Insurance PLC

Prudential Services Limited

St James’s Place Management 
Services Limited
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houSEhoLd GoodS And 
ConSTRuCTIon
There are five companies in this sector although 
four of them are volume house builders and the 
other is a manufacturer of numerous well-known 
brands such as: Strepsils, Vanish and Dettol (which 
may mean there is less of a ‘like for like’ comparison 
within this sector). The highest paid CEO in the 
FTSE 100 is in the sector and earns £47 million per 
annum, close to a million pounds per week. In stark 
contrast, the lowest paid CEO in this sector received 
a mere £2,811,000 (a little over £1,500 per day).

Company CEO 
remuneration

Hourly pay Ratio to 
minimum wage

Persimmon PLC £47,086,676 £25,871.80 3,304 

Reckitt Benckiser £12,480,357 £6,857.34 876 

Berkeley Group 
Holdings

£8,256,000 £4,536.26 579 

Taylor Wimpey £3,809,000 £2,092.86 267 

Barratt Developments £2,811,000 £1,544.51 197

Trade union Recognition and Real  
Living Wage
From the data available to us, three of the above 
companies recognise trade unions: Barratt and 
Berkeley recognise Unite, and Reckitt Benckiser 
recognise USDAW. None of the companies are 
accredited real Living Wage employers. 

Reckitt Benckiser
Unlike the others in this sector Reckitt Benckiser is 
a household products manufacturer.  It reports on 
a number of companies, five of which have reported 
in both years. As can be seen below, it has a familiar 
pattern of a substantial variation in the scale of the 
gender pay gap between the best where there is no 
significant gender pay gap) and the worst (with a 
gap of 24 per cent).

Overall there has been movement in both directions. 
Really good progress has been made on the gender 
pay gap at Corporate Services but things moved 
in the opposite direction at RB UK Commercial. 
There is also a massive difference in the bonus gap, 
although a negative gap of 460 per cent suggests 
that at Healthcare International, woman on average 
receive a bonus that is over five times that of a 
man. No explanation is given by the company for 

this statistic, which is particularly at odds with the 
previous year’s bonus pay gap which saw men on 
average receive 8.5 per cent more than women. 

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

RB UK 
Commercial 16.5 70.6 24.0 42.4

Reckitt Benckiser 
Corporate 
Services 33.8 79.3 19.0 74.1

Reckitt Benckiser 
Healthcare 
International 4.7 -12.8 4.0 3.5

Reckitt Benckiser 
Healthcare (UK) 1.1 -15.8 2.1 17.8

Reckitt Benckiser 
(UK) Limited 0.8 8.5 -3.2 -460.1

Meanwhile looking at the house builders there is a 
stark difference between companies. 

Barratt Group 
Barratt Group reports on two companies. There is 
a significant difference between them. BDW does 
not have a significant gender pay gap, but Barratt 
Developments has a staggering 44 per cent gender 
pay gap (albeit a little down from last year when it 
was over 50 per cent). Barratt Developments also 
has a gender bonus gap of over 90 per cent (again 
slightly down on the previous year). 

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

BDW Trading -3.5 15.6 1.7 12.1

Barratt Develop-
ments 51.5 94.6 44.2 91.4

Of the remaining FTSE 100 companies in this 
sector each has only one company that reports.  
It is clear that there is huge potential progress to be 
made in this sector. Taylor Wimpey is doing a  
really good job of showing that even in a male-
dominated industry, there is no need for gender 
pay or bonus inequality. At the other end of the 
spectrum St James Group (part of Berkeley) has a 
bonus gap of over 90 per cent. 
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The difference between the pay gap at Barratt and 
Taylor Wimpey is more than 40 per cent – whereas 
at Taylor Wimpey there is effectively no gender 
pay gap, at Barratt it is more than 40 per cent. If 
a woman working at St James Group received an 
annual bonus of £1,000, on average a man working 

for the same company would receive in excess of 
£10,000. However, this is an improvement on last 
year, where the same statistic would have seen the 
man receiving in excess of £20,000.

Sector review continued

Parent Company Employer
% Difference in hourly 
rate (Mean) 2017

% Difference in bonus 
pay (Mean) 2017

% Difference in hourly 
rate (Mean) 2018

% Difference in bonus 
pay (Mean) 2018

Berkeley Group Holdings St James Group 34.8 96.1 38.8 90.7

Persimmon PLC Persimmon Homes 14.1 -3.5 15.1 62.0

Taylor Wimpey Taylor Wimpey -1.0 -11.0 2.0 -7.0

Reckitt Benckiser (UK) Limited 

BDW Trading

Taylor Wimpey

Reckitt Benckiser Healthcare (UK)

Reckitt Benckiser  
Healthcare International

Persimmon Homes

Reckitt Benckiser  
Corporate Services

RB UK Commercial

St James Group

Barratt Developments
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MEdIA
There are seven firms within the Media sector, with 
the CEO of WPP earning well in excess of £1 million 
per month (a ratio of 978:1 compared with the 
national minimum wage). 

Company CEO 
remuneration

Hourly pay Ratio to 
minimum wage

WPP PLC £13,930,000 £7,653.85 978 

RELEX Group £9,920,000 £5,450.55 696 

Informa £4,278,925 £2,351.06 300 

Auto Trader Group £2,630,000 £1,445.05 185 

ITV PLC £2,050,000 £1,126.37 144 

Pearson PLC £1,758,000 £965.93 123 

Rightmove £1,728,000 £949.45 121

Real Living Wage and Trade union 
Recognition
Of these companies only Rightmove and Auto 
Trader are not accredited real Living Wage 
employers, but the others are all accredited.  
Trade unions are, however, poorly represented, 
with only ITV and Informa actually recognising 
trade unions.  ITV recognises Unite, NUJ, Prospect 
and Equity (reflecting the very wide range of roles 
that people perform, from journalism, through 
production and of course acting). 

Gender Pay Reporting

Auto Trader and RELEx
Auto Trader reports as one company, in 2017 it 
had a 12.1 per cent mean gender pay gap and a 
54.1 per cent bonus gap. This changed in 2018 to a 
9.1 per cent pay gap and a 1.4 per cent bonus gap. 
The dramatic change in bonus gap is explained by 
the fact that the employer compiled their figures 
differently. In 2017 they included commission in 
bonus, and in 2018, that commission was included 
in base pay. The percentage of employees deemed 
to have received a bonus therefore fell considerably 
and was presumably limited to those in more  
senior positions, and as Auto Trader states:  
‘Our Operational Leadership Team is 50 per cent 
gender balanced but we recognise that we have  
work to do in the leadership levels below that 
team’.78 It is not quite clear how the incorporation 
of commission into base pay (which clearly included 
a significant gender commission gap in 2017) was 
achieved, while at the same time the gender pay  
gap reduced. 

RELEX group also has just the one company: in 
2017 they reported a mean gender pay gap of  
20.4 per cent and a mean bonus gap of 63.5 per 
cent. In other words for every £1 a man receives 
in bonus, a woman would on average receive just 
36p. RELEX was not required to report in 2018, 
presumably because its employee headcount fell 
below 250 staff.
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Informa
Informa has two companies and in 2017 it showed 
a significant difference in gender pay gap, with PLC 
having a 34 per cent gender pay gap, while I.I.R. had 
a more modest (but still greater than the national 
average) 20 per cent gap. The difference narrowed 
in 2018, but unfortunately while Informa PLC’s gap 
dropped slightly, I.I.R.’s increased. Both companies 
have significant bonus gaps and at Informa this is 
now more than double the gender pay gap. 

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

Informa PLC 34.8 62.2 31.0 67.3

I.I.R. Limited 20.0 40.1 22.8 40.5

In its commentary on the data, Informa expresses 
commitment to resolving the gender pay gap and 
discusses a number of initiatives designed to do that. 
They also, helpfully, go beyond the minimum legal 
obligations and explore their gender pay gap at each 
of the four quartiles. They quote median figures, 
which are negligible in the bottom three quartiles, 
but among the top paid 25 per cent of their staff, the 
median gender pay gap is 9 per cent. This is very 
useful information, because as we have seen, for 
many FTSE 100 companies, the mantra is, ‘we have 
a gender pay gap because we have too many women 
who are over-represented in lower value work, 
and under-represented in the higher paid work’. 
Yet here we see the gender pay gap increasing as 
women progress through a career. Congratulations 
to Informa for exploring this, unfortunately, their 
conclusions appear limited. They state: ‘In the upper 
quartile, Informa has a median gender pay gap of 
9%, reflecting higher salaries and the lower level 
of female representation in this quartile.’79 This is 
a very strange conclusion. It is hard to understand 
how higher salaries in themselves explain the gender 
pay gap. This might have been an explanation for 
analysing the actual gap in pounds, as opposed to 
the percentage gap, but the question surely is, why 
are high-paid women receiving nearly 10 per cent 
less than male colleagues in the same high-paid 
quartile? The lower level of female representation at 
this level clearly contributes to the overall average 
pay gap, but it offer little explanation as to why the 
middle paid woman within that quartile is paid 9 per 
cent less than the middle paid man. 

ITv
Meanwhile ITV reports the gap within four distinct 
companies. In 2017 they reported a range of pay 
gaps from 5.1 per cent up to 19.7 per cent, but in 
all but one of the companies, the pay gap widened 
in 2018. Despite this, ITV asserts that overall their 
gender pay gap dropped, presumably because 
there are more people employed in ITV studios 
and the reduction there statistically outweighed 
the increase in the other companies. It is also 
interesting that despite their huge mean bonus 
gaps, for each of their reporting companies, there is 
a zero median bonus gap, which perhaps suggests a 
culture of huge bonuses for a small number of men 
at the top, and a largely flat bonus structure for 
everyone else. 

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

ITV Services 19.7 48.3 24.4 52.0

ITV Broadcasting 18.0 50.5 19.9 49.5

ITV Breakfast 5.1 23.8 8.6 18.0

ITV Studios 9.5 33.2 7.6 26.2

To its credit, ITV also publishes overall data on its 
ethnic pay gap. It makes predictably depressing 
reading with a mean ethnic pay gap of 9.6 per 
cent and a mean bonus gap of 26.3 per cent. 
Congratulations to ITV for taking the bold step of 
putting this into the public domain.

Pearson
Pearson had two companies required to report in 
both years and both showed an increase in their 
gender pay gap and both saw a marginal decrease in 
their bonus gaps. 

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

Pearson  
Education 8 45 15 42

Pearson 
Professional 
Assessments 11 65 12 62

Their action plan is largely elementary (they want to 
support women returning from maternity leave, and 

Sector review continued
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have mentoring programmes etc.), but one of the 
steps they are utilising to help address the gender 
pay gap stands out as they are testing the use of 
Artificial Intelligence to ‘write job descriptions and 
job adverts in ways that are gender neutral’.80 

WPP
WPP has 18 separate companies on which it reports.

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

WPP 2005 Ltd 42.2 95.3 45.0 98.0

J Walter 
Thompson Group 
Limited 38.8 66.8 34.4 62.2

MediaCom Hold-
ings Limited 32.2 85.9 30.9 88.7

Salmon Limited 26.6 45.6 28.8 48.1

Kantar UK 33.3 53.4 28.7 45.9

Grey Advertising 
Limited 20.3 49.8 27.0 40.0

WPP Brands (UK) 
Limited 18.4 58.6 24.8 57.8

AKQA 32.6 44.1 24.7 0.0

Mindshare Media 
UK Limited 32.2 86.8 23.7 66.6

Hogarth World-
wide Limited 26.7 78.7 21.4 -3.5

Ogilvy & Mather 
Group (Holdings) 
Ltd 24.7 57.2 21.0 34.9

MediaCom North 
Limited 23.9 49.3 19.3 13.5

Mediaedge:CIA 
UK Limited 12.3 51.2 18.6 32.3

Hill & Knowlton 
Limited 18.4 65.4 15.4 59.9

Precise Media 
Monitoring 
Limited 11.7 -3.7 3.9 43.7

Kantar Media 
UK Ltd 3.5 41.6 1.1 44.5

The Farm Post 
Production Ltd 9.8 -70.4 -1.1 30.4

What is striking here is the range within a single 
group. From a negative 1.1 per cent gender pay gap 
to 45 per cent with 14 of the companies having a pay 
gap higher than the national average, and some of 
them over twice the national gap. Meanwhile their 
gender bonus gap is anything from -3 per cent, all 
the way up to a gender bonus gap of more than 98 
per cent. In other words, for every £10,000 a man 
gets in bonus, on average a woman would get £200. 
It is of course noteworthy that a negative bonus 
gap of 70.4 per cent was reversed and became a 
30.4 per cent positive gap. This illustrates just how 
volatile bonus payments can be as well as raising the 
question of how objective they are. 

Rightmove
Rightmove has one reporting company. Its gender 
pay gap reduced slightly from 30.6 per cent to 28.2 
per cent. While its bonus gap dropped from 70.4 per 
cent to 63.8 per cent. 
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Sector review continued

The Farm Post Production Limited

Kantar Media UK Ltd

Precise Media Monitoring Ltd

ITV Studios Limited

ITV Breakfast Limited

Auto Trader Limited

Pearson Professional Assessments Limited

Pearson Education Limited

Hill & Knowlton Limited

Bunzl UK Limited

Mediacom North Limited

ITV Broadcasting Limited

Ogilvy & Mather Group (Holdings) Limited

Hogarth Worldwide Limited

I.I.R. Limited

Mindshare Media UK Limited

ITV Services Limited

Akqa Limited

WPP Brands (UK) Limited

Grey Advertising Limited

Rightmove Group Limited

Kantar UK Limited

Salmon Limited

Mediacom Holdings Limited

Informa PLC

J. Walter Thompson Group Limited

WPP 2005 Limited

GEndER PAY And BonuS GAP In ThE MEdIA SECToR 2018

■ % Difference in bonus pay (Mean) 2018 %         ■ Difference in hourly rate (Mean) 2018
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MInInG And oIL And GAS SECToRS
For the purpose of this report we will combine the 
Mining and Oil and Gas sectors. 

As can be seen from the table below, the  
difference in CEO remuneration from the top paid 
(at BP) to the lowest paid (at Fresnillo) is a factor of 
12. BP’s CEO earns over £5,500 per day (over £13 
per minute). 

Trade unions and Real Living Wage
Given the global nature of these companies, it may 
come as no surprise that there is little evidence 
of UK union engagement. There is evidence of 
engagement with Unite at BP and Shell, and at BP 
there are also recognition agreements with GMB 
and the rail union RMT. That said, only Anglo-
American, BHP and Glencore are accredited Living 
Wage employers. 

Gender Pay Reporting
Antofagasta, BHP and Rio Tinto Zinc, do not report, 
presumably because they have fewer than 250 
directly employed staff in the UK.  

Anglo-American and Glencore
At Anglo-American, in 2017 there was a gender pay 
gap of 55.2 per cent (women earning on average less 
than half of their male colleagues) and a bonus gap 
of 66.2 per cent (men receiving on average three 
times what women received in bonuses).  In 2018, 
the pay gap had marginally improved (although 
at 51.9 per cent, women still earned less than half 
their average male colleague) but the bonus gap had 
increased significantly to 71.8 per cent. 

At Glencore, in 2017 the gaps were smaller with 
a 27.7 per cent gender pay gap, and a bonus gap 
of 57.1 per cent. In 2018, the gender pay gap had 

narrowed slightly to 26.8 per cent, but the bonus 
gap had increased to 70.5 per cent.  

Royal dutch Shell 
Royal Dutch Shell reported on seven separate 
companies in 2017, but only 5 in 2018. We will 
focus on the five that report for both years. 
Generally, both the pay and bonus gap have 
decreased within these companies with two 
exceptions. Shell insists that while they have a 
gender pay gap, they do not have an equal pay 
problem asserting that: ‘We are confident we 
pay men and women equally for work of equal 
value. We conduct regular analysis to ensure 
this is the case and share that methodology 
openly with our employees’.81 This approach is 
to be welcomed and it would be interesting to 
understand what methodology they are using to 
assess this? Once other companies begin to follow 
Shell in undertaking such routine checks, then, if 
the methodology is robust, we can begin to have 
confidence in the assertions that equal pay is not 
an issue.

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

Shell Research 32.1 46.4 30.8 48.3

Shell Interna-
tional 31.5 39.7 28.7 36.9

Shell Interna-
tional Trading 
and Shipping 18.0 62.4 22.4 60.1

Shell Interna-
tional Petroleum 21.7 46.0 19.5 36.9

Shell U.K. 
Limited 19.2 11.3 14.4 12.1

Company Sector CEO remuneration Hourly pay Ratio to national 
minimum wage

BP Oil and Gas £10,119,693 £5,560.27 710 
Royal Dutch Shell Oil and Gas £7,811,000 £4,291.76 548 

Anglo-American PLC Mining £6,693,000 £3,677.47 470 

Rio Tinto Group Mining £3,686,000 £2,025.27 259 

BHP Mining £3,516,874 £1,932.35 247 

Antofagasta Mining £1,354,260 £744.10 95 

Glencore (NF) Mining £1,138,964 £625.80 80 

Fresnillo PLC Mining £807,071 £443.45 57
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As can be seen, despite some improvement, the 
gender pay gap differs within the group from 14.4 
per cent through to one of 30.8 per cent with the 
highest bonus gap reaching 60.1 per cent.

BP
Meanwhile BP reports on five companies, and once 
again we see a significant difference inside the 
group, from a non-existent pay gap at BP Chemicals 
to one of 30 per cent at BP Exploration. Once again 
the bonus gap reaches as high as 63.5 per cent.

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

BP Exploration 30.5 25.7 29.4 25.5

BP PLC 22.6 63.5 24.0 65.0

BP Oil 16.4 36.7 13.7 27.4

BP Express 
Shopping 3.5 16.7 3.1 0.2

BP Chemicals -0.1 -9.8 2.0 -9.1

Sector review continued

BP Chemicals Limited

BP Express Shopping Limited

BP Oil UK Limited

Shell U.K. Limited

Shell International Petroleum 
Company Limited

Shell International Trading And 
Shipping Company Limited

BP PLC

Glencore UK Ltd

Shell International Limited

BP Exploration Operating  
Company Limited

Shell Research Ltd

Anglo American Services (UK) Ltd

GEndER PAY And BonuS GAP In ThE CoMBInEd oIL And GAS And 
MInInG SECToRS 2018

■ % Difference in bonus pay (Mean) 2018 %         ■ Difference in hourly rate (Mean) 2018
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PhARMACEuTICALS
There are three companies in the Pharmaceuticals 
sector.

Company CEO 
remuneration

Hourly pay As a ratio of 
the minimum 
wage

AstraZeneca £9,435,000 £5,184.07 662

GlaxoSmithKline £4,883,000 £2,682.97 343 

Hikma Pharmaceuticals £2,651,570 £1,456.91 186

And as can be seen, their ratio to the minimum 
wage is significant varying from 186:1 to 662:1. 
Both AstraZeneca and GlaxoSmithKline recognise 
trade unions (both Unite and GMB) and both are 
accredited Living Wage employers. Hikma does not 
report on its gender pay gap, presumably because it 
does not directly employ 250 people in the UK.

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

AstraZeneca 14.3 47.6 13.5 30.9

GlaxoSmithKline 
Services 
Unlimited 3.5 19.0 2.7 7.2

GlaxoSmithKline 
Consumer 
Healthcare -4.5 26.8 -1.6 14.6

GlaxoSmithKline has two companies, and while 
their gender pay gaps are small (negative in one 
case), their bonus gaps are larger. Meanwhile 
AstraZeneca has a 13.5 per cent gender pay gap (still 
below the national average) but with a substantially 
larger 30.9 per cent bonus gap. 

GlaxoSmithKline  
Consumer Healthcare 

GlaxoSmithKline  
Services Unlimited

AstraZeneca

GEndER PAY And BonuS GAP In ThE PhARMACEuTICALS SECToR 2018

■ % Difference in bonus pay (Mean) 2018 %         ■ Difference in hourly rate (Mean) 2018

-5 0 5 10 15 20 25 30 35



page 48  Pay Inequality in the FTSE 100

REAL ESTATE
There are three companies in this sector – British 
Land, Land Securities and Segro. 

Company CEO 
remuneration

Hourly pay As a ratio of 
the minimum 
wage

Segro £3,832,000 £2,105.49 269 

British Land £2,244,000 £1,232.97 157 

Land Securities £1,693,000 £930.22 119

The sector demonstrates a difference of more than a 
factor of two between the highest and lowest  
paid CEO. 

Trade union Recognition and Real  
Living Wage
Unite engages with Land Securities, but the others 
have no union recognition. Land Securities is an 
accredited Living Wage employer.

Gender Pay Gap

Segro
Segro is not required to make a declaration of its 
gender pay gap because it employs fewer than 
250 staff in the UK. Given that, their decision 
to voluntarily reveal a 54 per cent gender pay 
gap is to be welcomed.82 They also claim to have 
‘commissioned an independent audit by our 
remuneration consultants, Mercer, who confirmed 
that there are no differences in the pay of men 
and women at SEGRO who are doing the same or 
similar roles’. While that move is to be welcomed, it 
would be even better if the methodology and results 
were in the public domain, to help explain how the 
company has a gender pay gap of that size without 
the pay structure contributing to it in some way. 

Land Securities and British Land
Of the other two companies, Land Securities and 
British Land (Broadgate Estates) have each reported 
on only one company for the two years. 

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

Broadgate 
Estates 39.4 66.8 40.7 63.1

Land Securities 33.3 66.7 37.8 63.9

Gender pay inequality is running at just above  
twice the national average and the bonus gap sees 
women receiving a little more than one third of 
what men receive. 

Sector review continued

Land Securities

Broadgate Estates

GEndER PAY And BonuS GAP In ThE REAL ESTATE SECToR 2018

■ % Difference in bonus pay (Mean) 2018 %         ■ Difference in hourly rate (Mean) 2018
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SuPPoRT SERvICES
The Support Services Sector has a total of 8 
companies with a vast difference in CEO pay, 
ranging from £2.8 million to upward of £11.6 
million, a factor of four to one. Intertek pays its  
CEO almost £6,500 per hour. 

Company CEO 
remuneration

Hourly pay As a ratio of  
the minimum 
wage

Intertek £11,683,000 £6,419.23 820 

Experian (NF) £5,852,000 £3,215.38 411 

Compass Group £5,315,000 £2,920.33 373 

Ashtead Group £4,834,000 £2,656.04 339 

Rentokil Initial £4,367,800 £2,399.89 306 

DCC PLC  (NF) £3,399,136 £1,867.66 239

Ferguson PLC (NF) £4,138,300 £2,273.79 290 

Bunzl £2,818,000 £1,548.35 198

Trade union Recognition and Real  
Living Wage
Ashtead, DCC, Ferguson, Intertek and Rentokil do 
not appear to have trade union engagement, while, 
Bunzl, Compass, and Experian do. The Living Wage 
employers in the sector are: Ashtead, Experian, 
and Intertek. Bunzl, Compass, DCC, Ferguson and 
Rentokil are not accredited Living Wage employers. 

Gender Pay Equality 

Bunzl
This company reports on two firms, with movement 
in every direction, one firm increases, while the 
other decreases its gender pay gap, and in turn 
they alternatively increase or decrease their gender 
bonus gap. 

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

BUNZL UK 
Limited 17.5 52.9 18.6 32.3

BUNZL Retail 
& Healthcare 
Supplies Limited 7.4 23.0 5.9 25.4

Bunzl, unusually, has wildly different mean and 
median averages. Bunzl explains this: ‘The mean 
pay and bonus gaps were higher for men as we have 

more men in senior leadership roles. Median pay 
and bonus gaps were lower for men due to the fact 
that men hold more of the roles in the lower paid 
quartile – mostly in our warehouses.’83 In other 
words a few very highly paid and bonused men 
dragged the mean up, while a lot of lower paid men 
dragged the median down. 

Compass
At Compass Group there are four companies that 
have reported in both years, with some staggering 
differences between both years. At Quadrant 
Catering the bonus gap went from a negative 80 per 
cent to a positive 100 per cent (in effect only men 
were paid a bonus this year).  Equally a dramatic 
swing in bonus at Integrated Cleaning Management 
is related to the very small percentage of staff 
awarded a bonus. There is a mixed picture across 
the group of some increases and some decreases in 
individual gender pay gaps, but all are beneath the 
national average. 

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

Compass Group 
UK and Ireland 17.2 64.4 15.2 73.6

Quadrant 
Catering 5.2 -80.3 5.7 100.0

Integrated Clean-
ing Management 
Limited 5.8 24.0 1.1 70.7

Vision Security 
Group -2.2 -67.1 -1.3 -13.2

dCC
The company DCC submitted six reports.  
They have an unusual pattern of gender pay 
disparity. While the majority of the pay gaps are  
less than the national average, Expertis has a 
29 per cent pay gap and a 52 per cent bonus gap 
in 2017, with the pay gap remaining static and 
the bonus gap getting marginally worse. In their 
commentary on the report, they accept that they 
have made little progress but have developed a 
strategy. This includes: ‘Our recruitment process 
now includes competency-based testing and 
interview questions, to ensure a fair process is 
followed which will help reduce the impact of 
unconscious bias’.84 
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At the other end, however, Thompson and Caper 
has a small gender pay gap, but a remarkable  
(pro-women) gender bonus gap of -44.8 per cent in 
2017 (rising to – 56.5 per cent). 

Meanwhile Laleham Health and Beauty explain 
the bonus gap of 29.9 per cent by saying: ‘The 
management bonus plans are structured as a % of 
salary, therefore as more men are in higher-paid 
management roles the mean and median bonus gap 
is greater’.85 This might be an adequate explanation 
if the bonus gap was comparable to the gender pay 
gap, but, in fact, it is nearly three times as big  
(29.9 per cent as opposed to 11 per cent).  
Meanwhile at Fuel Card Services, a 21 per cent gap 
in favour of women is reported. 

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

Exertis 29 52 29 56

Certas Energy 21.8 22.5 20 13

Laleham Health 
and Beauty 11.6 49.9 11 29.9

Thompson and 
Capper 4.1 -44.8 5.2 -56.5

Flogas 0.6 -17.8 0.5 37

Fuel Card 
Services 9.5 42.9 -1 -21

Rentokil
At Rentokil it is also a mixed picture. The two 
companies that bear the Rentokil name are the 
only companies in the group who have reported 
both years. They have wildly different gender pay 
and bonus gaps. In 2017 overall Rentokil claimed 
a 0 per cent gender pay gap across its companies,86 
although it did accept that across the group it had 
a 23 per cent bonus gap. Rentokil does give the 
extent of the gender pay gap at each of the four 

quartiles.87 This illustrates that it is not just the 
disproportionate distribution of women in the 
lower pay quartiles that influences the gender pay 
gap, but that gender pay gaps can exist within 
these quartiles. Meanwhile in 2018, Rentokil Initial 
(1927)’s figures worsened, both for gender pay and 
bonus. Rentokil UK’s figures saw the elimination of 
a gender pay gap. 

They suggest that part of the reason is: ‘Rentokil 
Initial has had a global grading and reward 
structure in place for several years, which supports 
the principles of fairness and equity, and as a result 
we are confident that men and women are paid and 
rewarded similarly for doing equivalent jobs across 
our UK business.’88

Interestingly, the two companies are extreme in 
their difference, with one the best in the sector and 
the other the worst. 

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

Rentokil Initial 
(1927) 26 40 31 60

Rentokil Initial 
UK 0 4 -2 -2

Rest of the Sector
Of the rest of this sector, the details are below, 
again showing that within the sector, as with groups 
within the sector, there are wide variations in the 
gender and bonus gap.

Sector review continued

Parent Company Employer
% Difference in hourly 
rate (Mean) 2017

% Difference in bonus 
pay (Mean) 2017

% Difference in hourly 
rate (Mean) 2018

% Difference in bonus 
pay (Mean) 2018

Experian (NF) Experian 29.9 60.5 26.5 66.2

Ferguson PLC ITS Testing Services 13 69.3 22.4 57.1

Intertek Ashtead Plant Hire Company Limited 2.8 61.8 4.6 60.4

Ashtead Group Wolseley 2.4 21.9 4.2 32.5
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Rentokil Initial UK

Vision Security Group

Fuel Card Servcies

Flogas

Integrated Cleaning Managment Limited

Wolseley

Ashtead Plant Hire Company Limited

Thompson and Capper

Quadrant Catering

Bunzl UK

Laleham Health and Beauty

Compass Group UK and Ireland

Certas Energy 

ITS Testing Services

Experian 

Bunzl Retail and Healthcare

Exertis

Rentokil Initial (1927)

GEndER PAY And BonuS GAP In ThE SuPPoRT SERvICES SECToR 2018

■ % Difference in bonus pay (Mean) 2018 %         ■ Difference in hourly rate (Mean) 2018
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TRAvEL And LEISuRE
There are seven FTSE 100 companies in the Travel 
and Leisure sector: Carnival Corporate, EasyJet, 
GVC Holdings (NF), InterContinental Hotels Group, 
International Airlines Group, Paddy Power Betfair 
(NF) and TUI Group (NF). 

The ratio of the highest paid CEO to the lowest paid 
in this sector is 24:1, while the ratio of the highest 
paid CEO to that of a minimum wage worker 
is 1,286:1, they earn more in two hours than a 
minimum wage earner receives in a year. 

Company CEO Annual 
Remuneration

CEO Hourly pay Ratio to 
minimum wage

GVC Holdings (NF) £18,331,854 £10,072.45 1,286 

Carnival Corporate 
and PLC

£8,618,831 £4,735.62 605 

InterContinental  
Hotels Group

£4,306,000 £2,365.93 302 

TUI Group (NF) £4,166,885 £2,289.50 292 

International  
Airlines Group

£3,954,000 £2,172.53 277 

Paddy Power  
Betfair (NF)

£3,203,000 £1,759.89 225 

EasyJet £1,500,000 £824.18 105

Trade union Recognition and Real  
Living Wage
Every company in the sector has a relationship with 
a trade union and in many cases there are multiple 
recognition agreements. Despite there only being 
eight companies in the sector there are in fact 
nine recognised trade unions: Balpa, Community, 
GMB, Nautilus, Prospect, RMT, TSSA, Unite, and 
USDAW. None of the employers in the sector are 
Living Wage accredited. 

Gender Pay Equality

Carnival 

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

Carnival 44.1 86.3 43.5 82.5

Fleet Maritime 
Services 
International 
Limited 8.1 -0.8 10.9 -18.4

Carnival Corporate and PLC is comprised of 
two companies dual-listed on both the FTSE 
and the New York Stock Exchange. It is a luxury 
cruise company that operates both the P&O and 
Cunard lines. Carnival reports on two companies, 
unfortunately it has not been possible to access  
their commentary, so we do not have any 
explanation for the substantial differences between 
the two companies. 

EasyJet
In 2017, EasyJet had a gender pay gap of 51.7 per 
cent and a bonus gap of 43.8 per cent.  In 2018 
those figures increased to 54.1 per cent and 57.8 
per cent respectively. It argues (presumably with 
some justification) that a major contributor is the 
gendered profile of predominantly male airline 
pilots (who are paid well) compared with other 
less well-paid employees. They explain: ‘Pay rates 
for cabin crew and pilots (79% of the total) are 
negotiated collectively which ensure all pilots and 
cabin crew are paid the same rate of pay per rank 
regardless of gender. However, like most airlines 
around the world some 95% of our UK pilots are 
male and some 71% of cabin crew are female, with 
the average pay rates for pilots significantly greater 
than those paid to cabin crew.’89

Easyjet have however devised an innovative way 
to tackle the challenge posed by the low number 
of women pilots. ‘EasyJet is the sponsor of 
GirlGuiding’s Aviation badge for Brownies.  
The badge was announced in March 2018 to get 
more girls interested in aviation, to challenge 
gender stereotypes, and to encourage more girls to 
consider a career as a pilot.’90 

Sector review continued
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GvC holdings
GVC Holdings (as with Paddy Power Betfair) report 
as part of this sector. They have reported in both 
years on two companies.

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

Coral Racing 14 74 15.5 65.2

Ladbrooks 
Betting and 
Gaming 15 70 12.7 68.6

Overall this is a marginally lower gender pay gap 
than the national average but with very significant 
bonus gaps. While their commentary on the figures 
is largely unexceptional (they want to develop 
female leaders, review policies, provide unconscious 
bias training, etc.) they also suggest that on pay, 
they will: ‘review detailed benchmarking and ensure 
consistent salary positioning upon appointment to 
key roles in the new enlarged Group organisation.’91 
This is a very interesting statement. On the one 
hand, anything that involves consistency in pay 
practice is probably a good thing, but benchmarking 
is seriously problematic. If you benchmark, you 
are assuming that the market is not gendered, 
whereas all the evidence is that gendered roles 
that are characterised or perceived as ‘women’s’ 
are historically undervalued. Benchmarking can 
actually import gender bias into a pay system, 
so this review may not achieve the employer’s 
objective.

Intercontinental hotels
Intercontinental Hotels reports on two companies. 

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

InterContinental  
Hotels Group  
Services 
Company 38.0 76.8 37.8 69.4

Six  
Continents 41.4 78.4 39.8 69.4

These are truly disappointing figures, and it is 
explained, as so many are, as simply a consequence 
of the greater number of men in more senior roles. 

Despite these poor figures, IHG has won awards: 

 ■ Accredited as a Top Employer ‘for providing 
an exceptional environment for employees to 
develop’.

 ■ Recognised globally as an Aon Hewitt Global 
Best Employer with a best-in-class scores for 
diversity and inclusion and, 

 ■ Recognised by The Human Rights Campaign 
Foundation as a Best Place to Work for LGBTQ 
equality.92

International Airlines
International Airlines (owners of the British 
Airways brand) submits four reports.

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

BA CityFlyer 41 61 43.0 51.0

British Airways 
PLC 35 20 39.7 33.0

British Airways 
Holidays 18 35 13.9 27.8

British  
Airways 
Maintenance  
Cardiff 14 0 11.0 -19.0

There is a remarkable difference between the best 
and the worst in this group with the maintenance 
company’s figures in 2017 showing a 14 per cent 
pay gap and a zero bonus gap (although this was 
achieved, because there were no bonuses for either 
men or women) moving to an 11 per cent pay gap 
and a negative bonus gap of 19 per cent. Illustrating 
the impact of pilot pay, British Airways explains: 
‘When pilots are excluded from the calculations, the 
median pay gap reduces to 2%’.93

Meanwhile at BA CityFlyer, again the gap is largely 
described as a consequence of a disproportionate 
number of male pilots and: ‘We are confident that 
pay is not influenced by gender. Our cabin and 
flight crew are on pay scales that are agreed with 
unions, ensuring that pay between the genders is 
equal.’94 But they also say: ‘When flight crew are 
excluded from the calculations, our pay difference 
drops to 28%.’95 Which seems higher than would be 
expected, having discounted the pilot influence. 
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Paddy Power Betfair
Paddy Power Betfair reports on two companies:

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

Betfair Limited 13 32 12.7 34.6

Power Leisure 
Bookmakers 10 50 10.4 30.2

Here the companies are both below the national 
average, but still have significant gender pay gaps, 
and a substantially worse gender bonus gaps, albeit 
one that is improving at Power Leisure Bookmakers. 

In the 2018 report, they state: ‘Due to the 
differences between retail and online businesses, we 
operate different organisational and pay structures 
relevant to each business. These are reflective 
of the market in which we operate. We regularly 
benchmark our pay across both our retail and online 
businesses to ensure that we remain competitive 
and pay our people fairly.’96 While the aspiration 
should be applauded, it is unfortunately not the 
case that benchmarking to the wider employment 
market will ensure that a company is paying its 
people fairly. Indeed, benchmarking has nothing to 
do with equal pay. 

TuI
Finally, in this sector, we have TUI where the three 
companies have a remarkable range of gaps.

Employer

% 
Difference 
in hourly 
rate (Mean) 
2017

% 
Difference 
in bonus 
pay (Mean) 
2017

% 
Difference 
in hourly 
rate (Mean) 
2018

% 
Difference 
in bonus 
pay (Mean) 
2018

TUI Airways 56.9 2.9 56.8 -65.6

TUI Ltd 31.2 69.5 31.7 75.3

TUI Retail 10.4 22.7 3.8 22.7

It is likely that the Airways pay gap will be 
influenced by the gender profile of pilots, but no 
explanation is offered for the significant negative 
(i.e. in favour of women) gender bonus gap at 65.6 
per cent.  Here, as with International Airlines, the 
trade union negotiates for flight staff: ‘Salaries for 
pilots, cabin crew and engineers are collectively 
agreed and we operate a transparent basic salary 
and variable pay framework that is applied equally 
irrespective of gender.’97 This implies that staff in 
the shops do not have a collectively agreed pay 
structure. The departmentalisation of staff may 
actually conceal an even larger pay gap. 

TUI Airways employs pilots, cabin crew and 
engineers.  Within the company, 94 per cent of 
pilots are male, and they have an average salary of 
£119,553, meanwhile 80 per cent of cabin crew are 
female, with an average salary of just £26,721, and 
94 per cent of engineers are male, whose average 
salary is £43,998. This is a good illustration of  
how occupational segregation impacts on a gender 
pay gap. 

TUI Retail employs the travel agent staff, 94 per 
cent of whom are female (no figures are given for 
their salary, but interestingly, 59 per cent of them 
are part-time). 

Meanwhile TUI UK with a more balanced 61 per 
cent of the workforce being female, employs ‘the 
majority of our managers’.98 If it were not for  
this artificial vertical organisational division,  
where a manager is nominally working for a 
different company to those they manage, then  
the statistics would quite possibly be starker than 
they already are. 

Sector review continued
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TUI Retail
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As early campaigners for transparency and pay 
ratio disclosure, we celebrate the publication of the 
data that we have compiled in this report. However, 
it is clear that transparency on its own will not 
be sufficient to effect change. There needs to be 
sufficient pressure, through public opinion, the 
law, consumer choice, from trade unions and from 
shareholders to convince those running our leading 
companies that fair pay has to be higher up their 
agenda. We cannot solve it without them, and so 
the following is a very brief review of the levers of 
change available to them.

CoRPoRATE SuBSIdIES
Corporate Welfare Watch99 estimates that over half 
a billion pounds has been awarded in contracts and 
grants to the FTSE 100 companies in recent years. 
In a sense the Government is both a consumer of 
services and a funder. It would not be difficult for 
the Government to implement additional criteria for 
awarding grants/contracts. For example, it might 
decide that it would only award grants/contracts 
to companies whose gender pay gap was below a 
certain level, where they have agreed to undertake 
a gender pay audit and/or where CEO pay does not 
exceed an agreed multiple of average salaries. 

STATuToRY ACTIon
The Government could take the next step in 
reforming corporate governance by introducing a 
mandatory cap on the maximum ratio of CEO pay to 
that of the median worker in the company. 

As a follow-up to gender pay reporting, the 
Government could require each company with a 
significant or high gender pay gap to undertake an 
equal pay audit. Such audits are not particularly 
expensive, as the analysis can be done by 
statisticians reviewing payroll data and working 
with consultants to exploring the causes of any 
unequal pay. However, given that pay equality is 
a legal requirement already, asking for companies 
who assert that they do not have an equal pay 
problem to evidence that assertion is little more 
than asking for a reassurance test, itself an example 
of best practice.

ShAREhoLdER InTERvEnTIonS
While there has been a lot of talk about shareholder 
rebellions, there have in fact been very few 
occasions where shareholders have defeated their 
Board on remuneration issues (the Investment 
Association records ten occasions in 2018 when 
shareholders defeated motions on remuneration, 
only one of them, Royal Mail, was in the FTSE 100 
at the time).100 Of course this does not mean that 
it is irrelevant if the Board wins a vote but with a 
significant minority vote against them. Such votes 
can be a strong indication that the Board needs 
to rethink its strategy to avoid further challenges 
going forward. There is growing interest and activity 
by shareholders around these issues, evidenced 
by for example, the recent St Paul’s Institute 
report and their recommendations for fair pay 
frameworks in particular.101 Shareholders should 
press remuneration committees to develop and 
publish a fair compensation framework that covers 
the pay, incentives and conditions of all company 
staff. Meanwhile ShareAction has led a Workforce 
Disclosure Initiative, which seeks to improve 
disclosure to enable shareholders to assess and 
engage with companies. Some large shareholders 
are involved in this initiative and more and more 
companies are being engaged. 102  

EThICAL ConSuMER PRESSuRE
Some companies will be more susceptible to 
consumer pressure than others. A company with 
a branch visible on the high street may be more 
vulnerable to consumer pressure following evidence 
of unfair pay practices than say an international 
arms manufacturer. A good case study is that 
of Unite the Union’s successful mobilisation of 
consumer pressure to resolve concerns at Sports 
Direct. They sought to associate the brand with 
unethical workplace practices, which coupled with 
interventions at the company’s AGM saw many of 
the concerns successfully resolved.103 

Levers of Change
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FTSE 100 CoMPAnIES RAnKEd BY LATEST PAY RATIoS (hIGhEST To LoWEST)

Appendix A

Ratio to  
mini-
mum 
wage 
(7.83)

Hours 
to earn 
mini-
mum 
wage 
salary

Ratio to 
national 
mean 
hourly 
(14.46)

Hours 
to earn 
annual 
mean 
wage 

Ratio to 
national 
lower 
quartile
(8.5)

Hours 
to earn 
lower 
quartile 
salary

Ratio 
national 
median
(11.83)

Hours 
to earn 
median 
salary

Ratio 
national 
upper 
quartile 
(17.71)

Hours 
to earn 
upper 
quartile

Company CEO Pay CEO Hourly 
pay

1 Persimmon PLC  £47,086,676 £25,871.80 3,304 0.6 1,789 1.0 3,044 0.6 2,187 0.8 1,461 1.2

2 Melrose Industries £42,764,000 £23,496.70 3,001 0.6 1,625 1.1 2,764 0.7 1,986 0.9 1,327 1.4

3 GVC Holdings (NF) £18,331,854 £10,072.45 1,286 1.4 697 2.6 1,185 1.5 851 2.1 569 3.2

4 WPP PLC £13,930,000 £7,653.85 978 1.9 529 3.4 900 2.0 647 2.8 432 4.2

5 Coca-Cola HBC AG 
(NF) £13,645,075 £7,497.29 958 1.9 518 3.5 882 2.1 634 2.9 423 4.3

6 Reckitt Benckiser £12,480,357 £6,857.34 876 2.1 474 3.8 807 2.3 580 3.1 387 4.7

7 Intertek £11,683,000 £6,419.23 820 2.2 444 4.1 755 2.4 543 3.4 362 5.0

8 British American 
Tobacco £11,423,000 £6,276.37 802 2.3 434 4.2 738 2.5 531 3.4 354 5.1

9 Unilever £10,346,939 £5,685.13 726 2.5 393 4.6 669 2.7 481 3.8 321 5.7

10 BP £10,119,693 £5,560.27 710 2.6 385 4.7 654 2.8 470 3.9 314 5.8

11 RELEX Group £9,920,000 £5,450.55 696 2.6 377 4.8 641 2.8 461 4.0 308 5.9

12 Prudential PLC £9,622,000 £5,286.81 675 2.7 366 5.0 622 2.9 447 4.1 299 6.1

13 AstraZeneca £9,435,000 £5,184.07 662 2.7 359 5.1 610 3.0 438 4.2 293 6.2

14 Carnival Corporate 
and PLC £8,618,831 £4,735.62 605 3.0 327 5.6 557 3.3 400 4.5 267 6.8

15 Berkeley Group 
Holdings £8,256,000 £4,536.26 579 3.1 314 5.8 534 3.4 383 4.7 256 7.1

16 Vodafone Group £7,984,000 £4,386.81 560 3.2 303 6.0 516 3.5 371 4.9 248 7.3

17 Royal Dutch Shell £7,811,000 £4,291.76 548 3.3 297 6.1 505 3.6 363 5.0 242 7.5

18 CRH PLC £7,683,229 £4,221.55 539 3.4 292 6.2 497 3.7 357 5.1 238 7.6

19 3i £7,544,000 £4,145.05 529 3.4 287 6.3 488 3.7 350 5.2 234 7.8

20 Schroders £7,059,000 £3,878.57 495 3.7 268 6.8 456 4.0 328 5.6 219 8.3

21 Anglo-American 
PLC £6,693,000 £3,677.47 470 3.9 254 7.2 433 4.2 311 5.9 208 8.8

22 Lloyds Banking 
Group £6,422,000 £3,528.57 451 4.0 244 7.5 415 4.4 298 6.1 199 9.1

23 Burberry £6,330,000 £3,478.02 444 4.1 241 7.6 409 4.4 294 6.2 196 9.3

24 HSBC Holdings £6,086,000 £3,343.96 427 4.3 231 7.9 393 4.6 283 6.4 189 9.6

25 Experian (NF) £5,852,000 £3,215.38 411 4.4 222 8.2 378 4.8 272 6.7 182 10.0

26 London Stock 
Exchange Group £5,564,000 £3,057.14 390 4.7 211 8.6 360 5.1 258 7.0 173 10.5

27 Compass Group £5,315,000 £2,920.33 373 4.9 202 9.0 344 5.3 247 7.4 165 11.0
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Ratio to  
mini-
mum 
wage 
(7.83)

Hours 
to earn 
mini-
mum 
wage 
salary

Ratio to 
national 
mean 
hourly 
(14.46)

Hours 
to earn 
annual 
mean 
wage 

Ratio to 
national 
lower 
quartile
(8.5)

Hours 
to earn 
lower 
quartile 
salary

Ratio 
national 
median
(11.83)

Hours 
to earn 
median 
salary

Ratio 
national 
upper 
quartile 
(17.71)

Hours 
to earn 
upper 
quartile

Company CEO Pay CEO Hourly 
pay

28 RSA Insurance 
Group £5,077,000 £2,789.56 356 5.1 193 9.4 328 5.5 236 7.7 158 11.6

29 GlaxoSmithKline £4,883,000 £2,682.97 343 5.3 186 9.8 316 5.8 227 8.0 151 12.0

30 Tesco £4,874,000 £2,678.02 342 5.3 185 9.8 315 5.8 226 8.0 151 12.0

31 Associated British 
Foods £4,855,000 £2,667.58 341 5.3 184 9.9 314 5.8 225 8.1 151 12.1

32 Ashtead Group £4,834,000 £2,656.04 339 5.4 184 9.9 312 5.8 225 8.1 150 12.1

33 Standard Chartered £4,683,000 £2,573.08 329 5.5 178 10.2 303 6.0 218 8.4 145 12.5

34 NMC Health £4,477,718 £2,460.28 314 5.8 170 10.7 289 6.3 208 8.8 139 13.1

35 Rentokil Initial £4,367,800 £2,399.89 306 5.9 166 11.0 282 6.4 203 9.0 136 13.4

36 Aviva £4,334,000 £2,381.32 304 6.0 165 11.1 280 6.5 201 9.0 134 13.5

37 Direct Line Group £4,332,000 £2,380.22 304 6.0 165 11.1 280 6.5 201 9.0 134 13.5

38 InterContinental 
Hotels Group £4,306,000 £2,365.93 302 6.0 164 11.1 278 6.5 200 9.1 134 13.6

39 Informa £4,278,925 £2,351.06 300 6.1 163 11.2 277 6.6 199 9.2 133 13.7

40 Micro Focus £4,226,000 £2,321.98 297 6.1 161 11.3 273 6.7 196 9.3 131 13.9

41 TUI Group (NF) £4,166,885 £2,289.50 292 6.2 158 11.5 269 6.8 194 9.4 129 14.1

42 Evraz £4,152,780 £2,281.75 291 6.2 158 11.5 268 6.8 193 9.4 129 14.1

43 Ferguson plc (NF) £4,138,300 £2,273.79 290 6.3 157 11.6 268 6.8 192 9.5 128 14.2

44 DS Smith £4,045,000 £2,222.53 284 6.4 154 11.8 261 7.0 188 9.7 125 14.5

45 BAE Systems  
(see note) £3,957,000 £2,174.18 278 6.6 150 12.1 256 7.1 184 9.9 123 14.8

46 International 
Airlines Group £3,954,000 £2,172.53 277 6.6 150 12.1 256 7.1 184 9.9 123 14.8

47 Imperial Brands £3,935,000 £2,162.09 276 6.6 150 12.2 254 7.2 183 10.0 122 14.9

48 Barclays £3,873,000 £2,128.02 272 6.7 147 12.4 250 7.3 180 10.1 120 15.1

49 National Grid PLC £3,847,000 £2,113.74 270 6.7 146 12.5 249 7.3 179 10.2 119 15.2

50 Segro £3,832,000 £2,105.49 269 6.8 146 12.5 248 7.3 178 10.2 119 15.3

51 Taylor Wimpey £3,809,000 £2,092.86 267 6.8 145 12.6 246 7.4 177 10.3 118 15.4

52 Smith and Nephew £3,788,712 £2,081.71 266 6.8 144 12.6 245 7.4 176 10.3 118 15.5

53 Rio Tinto Group £3,686,000 £2,025.27 259 7.0 140 13.0 238 7.6 171 10.6 114 15.9

54 BHP £3,516,874 £1,932.35 247 7.4 134 13.6 227 8.0 163 11.1 109 16.7

55 Royal Bank of 
Scotland Group £3,487,000 £1,915.93 245 7.4 132 13.7 225 8.1 162 11.2 108 16.8

56 Legal and General £3,451,000 £1,896.15 242 7.5 131 13.9 223 8.2 160 11.4 107 17.0

57 Croda International £3,430,462 £1,884.87 241 7.6 130 14.0 222 8.2 159 11.4 106 17.1

58 Sainsbury’s £3,429,000 £1,884.07 241 7.6 130 14.0 222 8.2 159 11.4 106 17.1

Appendix A continued
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Ratio to  
mini-
mum 
wage 
(7.83)

Hours 
to earn 
mini-
mum 
wage 
salary

Ratio to 
national 
mean 
hourly 
(14.46)

Hours 
to earn 
annual 
mean 
wage 

Ratio to 
national 
lower 
quartile
(8.5)

Hours 
to earn 
lower 
quartile 
salary

Ratio 
national 
median
(11.83)

Hours 
to earn 
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salary

Ratio 
national 
upper 
quartile 
(17.71)

Hours 
to earn 
upper 
quartile

Company CEO Pay CEO Hourly 
pay

59 DCC PLC (NF) £3,399,136 £1,867.66 239 7.6 129 14.1 220 8.3 158 11.5 105 17.3

60 Diageo £3,399,000 £1,867.58 239 7.6 129 14.1 220 8.3 158 11.5 105 17.3

61 Smiths Group £3,282,000 £1,803.30 230 7.9 125 14.6 212 8.6 152 11.9 102 17.9

62 Paddy Power 
Betfair (NF) £3,203,000 £1,759.89 225 8.1 122 15.0 207 8.8 149 12.2 99 18.3

63 Mondi £3,199,067 £1,757.73 224 8.1 122 15.0 207 8.8 149 12.2 99 18.3

64 Standard Life 
Aberdeen £3,028,000 £1,663.74 212 8.6 115 15.8 196 9.3 141 12.9 94 19.4

65 SSE PLC  £2,925,000 £1,607.14 205 8.9 111 16.4 189 9.6 136 13.4 91 20.1

66 Bunzl £2,818,000 £1,548.35 198 9.2 107 17.0 182 10.0 131 13.9 87 20.8

67 Barratt 
Developments £2,811,000 £1,544.51 197 9.2 107 17.0 182 10.0 131 13.9 87 20.9

68 Morrisons £2,794,000 £1,535.16 196 9.3 106 17.1 181 10.1 130 14.0 87 21.0

69 Hikma 
Pharmaceticals £2,651,570 £1,456.91 186 9.8 101 18.1 171 10.6 123 14.8 82 22.1

70 Auto Trader Group £2,630,000 £1,445.05 185 9.9 100 18.2 170 10.7 122 14.9 82 22.3

71 St James’s  
Place PLC £2,538,709 £1,394.90 178 10.2 96 18.9 164 11.1 118 15.4 79 23.1

72 Hargreaves 
Lansdown £2,498,000 £1,372.53 175 10.4 95 19.2 161 11.3 116 15.7 78 23.5

73 Whitbread £2,336,000 £1,283.52 164 11.1 89 20.5 151 12.1 108 16.8 72 25.1

74 Rolls-Royce 
Holdings £2,331,000 £1,280.77 164 11.1 89 20.5 151 12.1 108 16.8 72 25.2

75 BT Group £2,307,000 £1,267.58 162 11.2 88 20.8 149 12.2 107 17.0 72 25.4

76 Hiscox £2,287,729 £1,256.99 161 11.3 87 20.9 148 12.3 106 17.1 71 25.6

77 British Land £2,244,000 £1,232.97 157 11.6 85 21.3 145 12.5 104 17.5 70 26.1

78 Spirax-Sarco 
Engineering £2,173,000 £1,193.96 152 11.9 83 22.0 140 13.0 101 18.0 67 27.0

79 Halma £2,152,000 £1,182.42 151 12.1 82 22.3 139 13.1 100 18.2 67 27.3

80 Smurfit Kappa (NF) £2,118,905 £1,164.23 149 12.2 81 22.6 137 13.3 98 18.5 66 27.7

81 Severn Trent £2,084,000 £1,145.05 146 12.4 79 23.0 135 13.5 97 18.8 65 28.1

82 United Utilities £2,075,000 £1,140.11 146 12.5 79 23.1 134 13.6 96 18.9 64 28.3

83 ITV PLC  £2,050,000 £1,126.37 144 12.7 78 23.4 133 13.7 95 19.1 64 28.6

84 Johnson Matthey £1,971,000 £1,082.97 138 13.2 75 24.3 127 14.3 92 19.9 61 29.8

85 Pearson PLC £1,758,000 £965.93 123 14.8 67 27.2 114 16.0 82 22.3 55 33.4

86 Rightmove £1,728,000 £949.45 121 15.0 66 27.7 112 16.3 80 22.7 54 33.9

87 Centrica £1,694,000 £930.77 119 15.3 64 28.3 110 16.6 79 23.1 53 34.6

88 Land Securities £1,693,000 £930.22 119 15.3 64 28.3 109 16.6 79 23.1 53 34.7
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Ratio to  
mini-
mum 
wage 
(7.83)

Hours 
to earn 
mini-
mum 
wage 
salary

Ratio to 
national 
mean 
hourly 
(14.46)

Hours 
to earn 
annual 
mean 
wage 

Ratio to 
national 
lower 
quartile
(8.5)

Hours 
to earn 
lower 
quartile 
salary

Ratio 
national 
median
(11.83)

Hours 
to earn 
median 
salary

Ratio 
national 
upper 
quartile 
(17.71)

Hours 
to earn 
upper 
quartile

Company CEO Pay CEO Hourly 
pay

89 Sage Group £1,670,000 £917.58 117 15.5 63 28.7 108 16.9 78 23.5 52 35.1

90 Kingfisher PLC £1,582,600 £869.56 111 16.4 60 30.3 102 17.8 74 24.8 49 37.1

91 easyJet £1,500,000 £824.18 105 17.3 57 31.9 97 18.8 70 26.1 47 39.1

92 Wood Group £1,420,000 £780.22 100 18.3 54 33.7 92 19.8 66 27.6 44 41.3

93 Antofagasta £1,354,260 £744.10 95 19.2 51 35.4 88 20.8 63 28.9 42 43.3

94 Ocado £1,164,000 £639.56 82 22.3 44 41.1 75 24.2 54 33.7 36 50.4

95 Next PLC £1,153,000 £633.52 81 22.5 44 41.5 75 24.4 54 34.0 36 50.9

96 Glencore (NF) £1,138,964 £625.80 80 22.8 43 42.1 74 24.7 53 34.4 35 51.5

97 Marks and Spencer £1,120,000 £615.38 79 23.2 43 42.8 72 25.1 52 35.0 35 52.4

98 Admiral Group £1,113,117 £611.60 78 23.3 42 43.0 72 25.3 52 35.2 35 52.7

99 Fresnillo PLC £807,071 £443.45 57 32.1 31 59.3 52 34.9 37 48.6 25 72.7

100 Scottish Mortgage 
Investment Trust £55,806 £30.66 4 464.8 2 858.3 4 504.5 3 702.2 2 1051.2

Appendix A continued
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Appendix B

APPEndIx B - GEndER PAY And GEndER BonuS GAPS

Gender Pay Gap:  
The top five individual companies  
owned by the FTSE 100

HSBC Bank Plc 61.0%

TUI Airways Limited 56.8%

Easyjet Airline Company Ltd 54.1%

Anglo American Services (UK) Ltd 51.9%

HSBC HOLDINGS B.V. 50.0%

Gender Bonus Gap:  
The top five individual companies  
owned by the FTSE 100

Quadrant Catering Ltd 100.0%

WPP 2005 Ltd 98.0%

Barratt Developments Plc 91.4%

St James Group Ltd 90.7%

Mediacom Holdings Ltd 88.7%
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