
 

‘Thank you for your email to our CEO, regarding equal pay issues and the gender pay gap within the 

FTSE100. I have reviewed your report and I absolutely agree with your view that an individual should 

be paid equally for doing work of equal value.  I am also aware that there is a long way to go to 

achieve this, both across society as a whole, and within our own business.  

We welcome the introduction of Gender Pay Gap reporting as a simple metric to help put some 

focus on the gender imbalance that exists in many workplaces. We are a diverse employer, we 

employ over 20,000 employees across our companies and in our support centres and we are totally 

committed to developing a truly inclusive culture that supports diversity. This is important for us as 

we want everyone who works for us to feel included and valued. We know that leveraging such 

diversity will enhance our innovation, enabling us to create better products and services for our 

customers. We are proud of being an inclusive employer and have won many industry awards for 

our commitment to diversity. 

Our workforce has a significant female presence (66% of our hourly paid team members are women) 

and we are working hard to increase female representation within our senior leadership team. 

Our Gender Pay Gap for 2018 is driven by this high level of females in our customer facing roles and 

a smaller proportion of females at our senior levels. As part of our 2018 Gender Pay Gap analysis, we 

applied a 50:50 theoretical gender mix across all of our grades and levels and saw the pay gap 

reduce to less than 8%. This gives us further confidence that our pay practices are fair and balanced.  

We know there is more work to do to promote women into more senior positions in our company 

and have an active strategy in place to achieve a 30% minimum female representation across all 

our functions. We recognise there are some significant shifts needed to reach this ambition and we 

have therefore set ambitious targets. 

You are meeting the CEO of a FTSE 100 company. 

They currently have a 40% gender pay gap and a 60% gender bonus gap. They recently wrote 

in detail to the Equality Trust as below. This meeting is a follow up from their closing 

paragraph which invited you to suggest ways in which they could close their pay gap sooner 

rather than later.   

Individually  

Review the letter and note points that you think are ‘positive’ and others that you feel are 

either blocking or undermining progress or achieving equal pay within this company.  Write 

one positive and one negative on your post it notes.  

In your group  

Consider, the points that each of you have raised and agree which you think are positive and 

which are negatives. 

Consider what proposals you might make to this CEO as to the most urgent changes they may 

wish to make. 



We recognise it will take us some time to tackle the root causes of our gender imbalance which are 

complex and varied but we feel that we are making good progress and have implemented a range of 

policies and programmes designed to improve our gender balance at all levels of the organisation.  

While we will continue to work to create a diverse and inclusive organisation, we also aim to ensure 

fairness and equity in how people are rewarded for their contribution to the organisation - our 

remuneration and benefit policies are designed with this firmly in mind.  

As outlined above, our gender pay gap is not a result of equal pay issues. We do not make this 

statement lightly – we are fully aware of our legal and moral obligations to pay equal pay for equal 

work and we have policies systems and processes in place which eliminate the opportunity for bias 

to occur. 

Examples of the initiatives we are taking to continue our focus on equality of pay within our business 

include:  

• Our remuneration policy states; ‘Basic salary should be set on the principle of equal 

treatment for individuals performing work that is the same or broadly similar. There should 

be no bias towards an individual’s gender, ethnicity, age or any other characteristic.’ 

• Our people function is set up to provide support and guidance to our managers on all 

aspects of pay and reward including the setting of pay at a suitable rate for new hires. 

• We have a structured job architecture which includes job families and pay grades, with 

accompanying pay ranges. These pay ranges are applied on a gender-neutral basis. Our 

employees progress through these ranges based on an assessment of their performance. 

• Our performance related pay system is designed to ensure that all employees are 

appropriately recognised for their individual performance and contribution, and our reward 

managers are trained so as to eliminate unconscious bias. 

• We do have wide salary bands which do cross over, so we are mindful of the fact that this 

could lead to us to inadvertently creating unequal levels of pay, but our reviews (see below) 

help us to mitigate this risk. 

We are facing the biggest skills crisis in our history. Consequently, we do benchmark pay rates to 

ensure we are paying market rates. Whilst I note your concern that this could lead to the importing 

of unequal pay, I am sure you understand the need for us to remain competitive. 

To assure compliance with our obligations under the Equality Act 2010, we conduct robust reviews 

and monitor pay data to reduce the risk of any bias impacting our processes. Indeed, we retain a 

portion of our annual pay budget to address any examples of gender pay inequality that cannot be 

explained by objective factors. On the rare occasion we find there are male and female job holders 

paid differently in jobs of equal value, this is scrutinised, and if there is no logical explanation (for 

example one job holder has 10 years more experience than a comparator), the gap is addressed.  

In summary, we are in no way complacent about the issue of equal pay – and consider it a significant 

challenge we are constantly addressing.  

While we thank you for the invitation to attend your conference, we are confident that we are doing 

everything necessary to address this issue. However, we would be interested in hearing about any 

creative solutions that you believe would work in closing pay gaps sooner rather than later - an 

ambition that both our organisations share. 


