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9.40 Opening Chair Remarks
9.45 Keynote: Tony Wilson, Director, IES

10.15 Fair Pay: How Is the pay transparency and pay equity agenda affecting pay gaps, and what works In
closing them? Dr Duncan Brown, IES Principal Associate

10.45 Coffee

11.00 Enabling employee voice to create a climate of fairness. Nita Clarke OBE, Director IPA

11.45 Future of Inclusion. Heledd Straker, People Evolution Consultant, And Digital

12.30 Lunch

1.30 Designing flexible working that removes barriers to progress. Nicola Smith, Interim CEO, Timewise

Drechsler CBE, Chair International Chamber of Commerce
n

emarks
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WHY CAN'T T STAY UP o
LATE? YOU GUYS CAN! I e S netitute of

studies

I KNOW, BUT WHY ISN'T

T ENER UNFAR IN
MW FANOR?
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Making work fairer

N\

SI x things | o0l cover .
ANear-constant change (and disruption) over last three years
ALonger-running Inequalities In accessing work
Alnequalities INn the Jjobs that we do

AUnequal Impacts of rising living costs

AChanging attitudes and expectations

AWhy this matters/ what we do about It
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2. Bigger picture, long-running inequalities ies

Especially for disabled people, but gaps widening post-pandemic for many

Figure 2.1: Employment, unemployment and economic inactivity for selected
disadvantaged groups (2019) m Employed Unemployed

100%
80%

| I I I

B Economically inactive

60%
50%
40%
30%
20%

10%

Total Disabled Qualified at Ethnic Lone parents Deprived People aged
population people Level 2 or MINority areas S0-64
[16-64) below groups

0%

Source: IES analysis of LFS, Annual Population Survey (APS) and Index of Multiple Deprivation (IMD).
All gaps use LFS Oct-Dec 2019, except for ‘most deprived areas’ which uses APS data for Jan-Dec 2019.
Deprived areas are defined as the bottom quintile of local authorities on IMD income deprivation

medasure



Figure 2.4: Employment rates by local authority district, Great Britain (2019)
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Pl aced0 mat:t er?

AWlde disparities in employment between -'t

areas

AEX Industrial, coastal and urban areas
outside of London/ South East often fare
worse

AI\/Iany areas also have more people
disadvantaged due to their health or age,
or by being disabled or from an ethnic
minority group

ARange of research showing that people
want decent, secure, rewarding and local
work

t ol evell In
for new | ob
85

Source: Annual Population Survey. Data for Northern Ireland local authorities not currently available. Map N7 abrdn
data © Crown ight and database right 2021. Created with Datawrapper. ?(\4 Financial Fairness Trust
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Post pandemic, a Omi ss ||e5
For thirty years, through thick and thin, labour supply has grown (until now)

Size of labour force (employed plus unemployed): pre-crisis trend and outturn

35.0

34.0

33.0

o
N
o

W
—
o

30.0

29.0

Millions of people aged 16 and over

28.0

Quarter ending

Source: Labour Force Survey and IES estimates
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CIPD Employment Outlook (winter 2022/23) finds Issues across economy

A\One third of firms (29%)
anticipate significant problems in
next six months

ATwo fifths to four fifths of
vacancies are hard to fill wholly
or partly due to lack of skills

AThree guarters require degree
level skills or higher

AOne fifth are hard to fill due to
lack of candidates

AJust one Iin seven (14%) of firms
report no difficulties

Primary and utilities

Healthcare

Education

Public administration and other public sector

Business services (eg consultancy, law, PR,
marketing, scientific and technical services)

Information and communication
Finance and insurance

Voluntary

Administrative and support service
activities and other service activities

Manufacturing

Construction

Hotels, catering and restaurants/
Arts, entertainment and recreation

Wholesale, retail and real estate

Figure 7: Employers with hard-to-fill vacancies, by industry (%)

Proportion of employers

B No

Hard-to-fill vacancies [} ves B Don't know
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Four big drivers since 2020 ies

APubI | ¢ debate has al lefttheeabour marketiu s e d
where have the workers gone?

AButtherealstoryisthatpeoplear enot J ol ning 1t

AFewer young people i smaller population plus more students means the
youth labour force has fallen from 4.7m to 4.2m In just ten years

A_ower migration i added 220k/ year for the decade before Brexit,
adding just 130k/ year since 2016

AMore older people 1 In general, and out of work
A\/Iore people with long-term health conditions, staying out of work longer

A:’andemic may be a catalyst for some of these, but all are permanent,
structural changes
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Changes in inactivity by time since last worked | @§
Virtually all among those who last worked 3+ years ago or never worked

Change in economic inactivity by duration and reason given, 2019 to Q2 2022

300,000
250,000 —
200,000
150,000
100,000
50,000 -
0 . S— . .
-50,000
-100,000
-150,000
-200,000
Less than 2 years 2-3 years Three or more years Never worked
m Long-term sick/ disabled = Retired m Temporarily sick m Student
Do not need to work m Other reasons m Lking after family/ home « Total

Source: IES analysis of Labour Force Survey. Data is for any reason given by respondents, not just the
main reason, so total changes in reasons will be greater than changes in number of people.
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Longer term, we wono6t h|@S§
Ageing workforce (and shortages?) will be defining issue for next Parliament

Age and sex of the population, 2011 to 2021, England and Wales

Females Males
O 2027 = 2011 ® 2021 = 2017

90 and over
85to 89
80 to 84
/5t0 79
70to 74
65 to 69
60 to 64
55to 59
50 to 54
45 to 49
40 to 44
35to 39
30to 34
251029
20to 24
15t0 19
10to 14

5to 9
4 and under

2,000 1,500 1,000 500 0 0 500 1,000 1,500 2,000
Population (000s) Population (000s)

A million more people In
their fifties than in their
f orti es or t

Source; Office for National Statistics - Census 2021
Source: Office for National Statistics - Census 2021
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This just isnot happen||e5

Only major economy with lower employment than pre-pandemic
Employment rates (15-64) in Q4 2019 (yellow) and latest (blue)

Canada 74.1 ) 76.7

France 66.5 @ 68.3
Italy 59 g 60.7
European Union 68 =g 69.6

Germany 758 =y /7.3
OECD 68.9 =@ 69.6

Japan /8 0@ 78.6
G7 712.2 @ 72.6
United States 71.7 @ 71.8

United Kingdom 75.6 @@ /6.5
60 65 /0 /9 30

Created with Datawrapper

Source: OECD Stat. Data for Canada and United States is Q1 2023, all other data is Q4 2022

\

> < N7 abrdn
AN Financial Fairness Trust
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3. Inequalities in the jobs that we do ie

Hal f of all Jobs now ohi gh skil Il edo, o

Proportion of all those in work employed by broad occupation group, 2019 and 2021

=
=
-y
=

10.0 15.0 20.0 25.0

1 Managers, directors, senior officials
2 Professional occupations

3 Assoc professional and technical

4 Administrative and secretanal

o SkKilled trades

6 Canng, leisure and other services

{ Sales and customer service

& Process, plant and machine ops

9 Elementary occupations

m January-December 2019 Januany-December 2021

Source: Annual Population Survey




Again, big spatial differences

ARougth three fifths of all employment
IN London and the South East is In
Ohi gh ski |l |l edd occu

ABeIow two fifths In many coastal, ex
Industrial and urban areas (outside of
London)

Aone third of all 6h

employment is in London and the
South East

ABut to reiterate 1 we need to make all
work better, more secure and
rewar dil ng, nNot | ust

Proportion of employment in ‘high skilled' jobs

N
25 84

Map data: © Crown copyright and database right 2021 « Created with Datawrapper
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4. Unequal impacts of rising living costs 1S

Inflation Is hurting everyone, but some are less able to deal with It

ASome people and groups far more likely to be poor than others:

AThree fifths of households with no-one In work are In poverty, compared
with one In ten households where all adults work

ANearIy half of families with three or more children are in poverty
ADisabIed people about one third more likely to be In poverty

AWhiIe the impact of large rises in food and energy costs means that larger
families and disabled people are particularly hard hit
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No breathing space for those on low incomes |@S§
Virtually no difference between spending and income for the poorest

Figure 2.3: Average household spending and disposable income by income quintile,
2020/21

£2,000

£1,800
£1,600
£1,400
£1,200
£1,000

£800

£600

£400
- . .
£0

Bottom fifth Top fifth

B Average weekly household spending Average weekly household disposable income

Source: Office for National Statistics — Living Costs and Food Survey




4. Changing attitudes and expectations

Figure 1

Workers want it all
Employee expectations extend well beyond compensation.

1% O

Work-life 4 3 %

balance
Career

advancement
opportunities

41%

« Compensation
and benefits

= Employer ethics
and values

36%

Continuous
learning
opportunities

3290\O

Organizational
stability

Q: What organizational attributes do you think are most important for an employer to engage employees?

. "Workers are more willing to change jobs if they have remote work
preferences that exceed those they perceive their employers to
have," 30% of workers had work from home preferences that
exceeded what they expected their employers to offer." European

Central Bank Research

ECB Economic Bulletin Issue 01/23

institute for
employment
studies

Ies

UK employers seeing significant changes in what
employees expect at work: Aon Benefits and Trends
survey 2022

+ 93 percent of employers believe their employees’ expectations at work are changing

« The number of employers that think their employees expect better handling of mental health has risen by 44
percentage points in a year

« ESG a "board-level issue” as employers recognise changing expectations around environmental issues

» Higher expectations around employer approach to DEI

AON Benefits and Trends Survey 2022

68% of public support employers allowing

BRITISH employees to have a phased return to work
SOCIAL from sickness i an increase of 14% since
ATTITUDES 2019

British Social Attitudes 38 Work and Health
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We see this too in what people out of work want|@S§
This I1s specifically from over-50s who left during the pandemic, but
likely applies morebroadly 1T f | ex1 b1 Il 1ty and o6fi1 to ar

What’s important for those in their 50s who have left work and would consider returning

0% 10% 20% 30% 40% 20% 60% 0% 60%

in the right location |
suits my skills and experiences _
pays enogn [
Offers working from home _
Permanent employment _

Fewer responsibilities _
Lower coviD-19 risks || KGN

Source: ONS Over-50s Lifestyle Survey, Wave 2 (10-29 August 2022)
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6. SO what do we do about 1t?!
Public policy 1 five key priorities

IeS

A More support for those out of work who may want to work

A Budget was a start, but too reliant on DWP commissioning and on JCP work coaches, with too much focus
on conditions

A Need to reach people through the services that they use in the way that they want with support that they
will trust i and at scale

A Addressing the costs of work

A Budget was good on childcare, but huge implementation challenges i and silent on much else (transport,
flexibility, transitions etc)

A Meeting skills as well as labour needs

AThe 0Gol di |l ghsocpnohbhhem
Sector Based Work Academ

A Focus on health and work

A Budget continues a theme of piloting and testing T we need a new approach, on making work more
protective of health, supporting people when theyol

A Employers 1 rights and responsibilities
\i A Support to make work better 1 through intermediaries/ partners, and joined up
| \\\\ A\ Expectations and requirements too i Employment Bill protections (as a start)

\\\
. .

\xs ‘ ™~

any trailning you want as |
y e

",
\\\ ‘\‘\“a.

\\ o,
-, o e,

\ \\\\ \\“\.‘\ ‘H“H""--.._
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So what do we do about 1t?!
And for employers

IeS

A Know our workforces

A Jobksatisfaction, flexibility are golden threads for keeping people in work and helping those out of
Wor

A Changing attitudes and expectations 1 identity, relationships, proximity, fairness

A Eradicate biases i e.g. on progression for part-time, disabled, older and lower paid staff
AAudit and address the drivers of decent work

A Security, relationships, control, fit with skills, workplace support
A Inclusive recruitment

A Making work accessible i costs, flex, induction and training, health support

AThe processes 1 clear language, simple processes, pace, diversity, unconscious as well as
conscious biases

A Use data better and differently
A To do all of the above I where are the issues now, who is leaving, why, what jobs are hard to fill
N\ AWhat IS going well, not just badly T why do people stay, who progresses

NN | o - | . |
\\\\ eadership matters 1 this Is a business imperative, not just a social one
NN

Rt
e
‘\.\‘ '-,“__““‘H“‘-
M \\\\‘

, S

e, i
o
o
\\\‘ "\,““‘- o
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Where Is closing pay gaps in your priority list?

Figure 3.10: Top workforce issues that firms want help with

0% 5% 10% 15%  20% 25% 30% 40%

Lxl
LN
e

Responding to cost of living increases

Finding right skills and experiences

Retaining current staff

Tackling shortages/ filling vacancies
Workforce planning

Workforce diversity

Embedding hybrid/ flexible working
Supporting disadvantaged workers
Tech., demog. or environmental change
Other

Don't know

Noworkforce issues

Source: YouGov polling for Commission on the Future of Employment Support, 22-29 September 2022, Respondents could list up
to three issues. Base: 537 respondents.



Our agenda this morn

AWhat is fair pay?

AWhere we are on pay gaps
AWhat works?

APay transparency progress

AAction planning
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AAre pay awards too high?

AEqual pay for all?

- The parable of the Vineyard

- The philosophy of John Rawls

IS fair pay
possible? A
few

perspectives

AXOP! yR GKSY LJ & 3 LJaH




Who deserves higher pay and why?

Do you support or oppose current or potential strike action over pay or working
conditions by the following groups of workers?

FILTER BY VOTING HISTORY (2019) ORINTENTION (2023) All

@ strongly support [ Moderately support [ Neither support nor oppose [ Moderately oppose [ Strongly oppose @ Don't know

Murses
Ambulance staff
Firefighters
Teachers
Headteachers
Postal workers
Bus workers
Rail workers
Border force
University staff
Civil servants
Highway workers

AVERAGE

Source: Opinium « Based on nationally representative survey of 2,000 GB adults conducted on Jan 18-20 2023

0%

v lawe e e Lew e
S S - S S P S Y
E - S [ R T
e ™ S [ S T T
N S - e S
S S s S T
S S - S S L
S S S S T
S T S £ o PP P PR
Ton e [ e
S S - S S S

In your view, do you feel that any of the following are issues in the UK today?

FILTER BY VOTING HISTORY (2019) OR INTENTION (2023) All -

@ | think this is a majorissue @1 think thisis a moderate issue [} think this is a minorissue @1don't think thisis anissue
@ Don’t know / not sure

People not being able to meet their basic needs due to low pay, inadequate housing, etc
o e e e

People not being able to meet their basic needs because of the cost of living crisis

S S - £

People not having equal opportunities to succeed in life

S A [ T T

N - S T TS
10% 20% 30% 40% 50% 60% T0% 80% 90% 100¢

People not being able to access decent public services
N S T

People not being treated with equal respect for their contribution to society
S - S S - S

AVERAGE
5% % Ju% 5% (5%
Source: The Fairness Foundation, 202Bs://fairnessfoundation.com/strikinea- 0% 10% 20% 30% 20% 50% 60% 70% 80% 90%

nervet#tblockbecoc31bbede74b54af76bab5cf255b7d

100%


https://fairnessfoundation.com/striking-a-nerve#block-6c6c31bbe4e74b54af76ba65cf255b7d
https://fairnessfoundation.com/striking-a-nerve#block-6c6c31bbe4e74b54af76ba65cf255b7d

Are pay awards too high/
unaffordable?

A All employers face responsibilities?Of S NJ Rdzi & Q
Macmillan.

A Half employers believé (a®@érkplace responsibility
to improvefinancial wellbeing beyond legal obligations
(CIPD) .

A How far to redress impact?
- Stagflationaneffect vs suffering of low/medium paid?
- Who pays?

A Raisingkey questions

1. Whether or not to respond?

2. How to respond?

3. Is pay really too high and driving inflation?
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. Fugurc_- .I'q- Yenr‘un‘ynnr change in regular and total pay = nominalterms and adjusted for
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A Nominal pay growth is significantly higher than the loog
trend, regular pay 6.1% higher January 2023 than Jan 2022;
but very high inflation keeps re&grms pay negative

Percentage change year-on-year

down by 3.0% yeamn-year for regular pay in February .
QOO RO 00NN T TN OEOOMPR~F OO OHOOO ™= D0
e e ORI R i i b b A R
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A Over 4 million not paid enough to live
p g Regular pay - nominal esaesa Total pay - nomina
Regular pay - real terms Total pay - real terms

A |s pay really driving inflation?
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%
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shown Is year-on-year change In singile month e stim ate,

SDUFEE.‘ C}NS MI‘JHIHI’}" WEQES and SEJEFJE'S SUFVE'_','. E‘EQUJEF pay excludes bonuses and .:'H'J'E'EFE.-. measure

Figure 28 Proportion of employeas that are low paid [:DE|DW two thirds median hourly pay}

Hospitality

Residential/ social care

Retail/ wholesale

Creative/ sport

Business support

Manufacturing

Education

Others

P

SDurce.' Suppartjng progression out of low pay. a call to action, DW.'D EU.ET

Z
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pulling together in a massive way to

beat the health threat that has

0dzN) SR 2dzNJ g2NI R dzZLJAARS R246Yy QO
Bernard Looney, CEQO, BP, 23.4.20

A 36 FTSE 100 firms made temporary executive paycaytsically 20% in 2020

A Almost all of these pay cuts had been restored by 2021

A 11 firms cancelled bonuses for executives, though only one scrapped a bonus scheme.

A Almost no action on LTIPs, bar delay in graritss is driving current escalation

A Particular controversy where firms received government help.

A 19 companies in the FTSE 100 used JRS/furlough and/or the CCFF. Mean CEO total pay £3.23m.
A Some firms repaid furlough moneg Bunz!.

A But some did not: Foxtons annual CEO bonwdmbst £400.000 2 G NB Sl NR KI NR 4 2
(E4.4m In furlough aid, £2.5m In business rates relief).

PR A If a wage redistribution policy targeted the top 1% of earners, then 9 million of {ow and middle
iIncome workers could have their wages boosted (High Pay Centre)



https://www.theguardian.com/business/2021/apr/14/foxtons-faces-backlash-by-shareholders-over-ceo-near-1m-bonus-covid-support

V 4 o
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A After investor guidance, over 90% 2023 salary increases for CEOs have been below average
of their workforce- 3.5% to date, versus median workforce salary increase of 6%.

A Median FTSE 100 CEO package up by 12% lagt§@d2m in 2021 to £4.15m in 2022.
A CEO annual bonuses remained high 2022, median pay out of 76% of the maximum award.

A Median longterm incentive vesting 58% of maximum, reflecting strong share price
performance at the end of 2022 across most sectors.

A Over 90% of FTSE 100 companies now incorporate ESG measures into incentive plans.

A & ! -Msted multinational companies competing for both talent and business in the US are
Increasingly citing the disparity in pay levels between the UK and US, as well as more
stringent remuneration governance standards Jjn the UK, as a ch_alle%qe. This is be_gng raised L
Q?N\]Iiég)gaf)uNJ\odzu)\YEl TFEOUZ2NJ AY 0K RSOl U I NBdzy R UKS O2

- Ua de

A US Economic Policy Institute: CEO Pay 928 +1460%, 18% in average worker pay
A US Pay gap 20x 1965 to 399x 2021

A UK 50x 2000 to 109x 2021 (High Pay Centre)

A Oil buybacks and dividends vastly exceeds investment in renewables

A BP CEO Looney pay doubled last year to £10mn, Shell CEO +53% to £9.7mn

A Fair?




Equal pay for all

Debating Equal
Pay for All
Economy, Practicability and Ethics

Edited by
Anders Ortenblad

A Equal, unequal or less rather than

moreunequal ITHgt "vjg"mkpi fgo"qgh"jgcxgp"ku"nkmg"c"ocuvgt " gt

In the morning to hire laborers for his vineyard. After agreeing with the

AThe parable of the Vineyard laborers foradenariusc " f c{ . "jg"ugpv"vjgo"kpvg"jku"xkpg{c

gngxgpvj] "jgwt"jg"ygpv'qgwv® cpf"hqgwpf"qgv)jgtue"Cyg
A JOhﬂ RaW|S those hired about the eleventh hour came, each of them received a
denarius. Now when those hired first came, they thought they would

- W\Wdza l:l A CV) é I a F I A NMe@ivémére&Qut each of them also received a denarius. They grumbled
at the master ofthe house,uc { kpi . "yVjgug"ncuv"ygtmgf"qpn{" q]

_ ' ' - Tel I ' ' ' you have made them equal to us who have borne the burden of the day
Principle 1: basic liberties principle * e o e e e co ko

everyone equal right/opportunity Did you not agree with me for a denarius? Take what belongs to you and
_ _ _ _ _ go. | choose to give to this last worker as | give to you. Am | not allowed to
- Pr|nC|p|e 2 difference prmmpke do what | choose with what belongs to me? Or do you begrudge my
justify difference if can benefitthe ' 9P 9" dtaewiiAgt neuvyknnodgmhict v, mepiovig hktuy

worst off



Where are we on pay gaps?

A There is a strong economic, social and moral case for closing pay gaps, reinforced by recruitment/retention and COls.cdffallenge
A This has been intensified by the Pandemic and COL crisis, which has highlighted & deepened inequalities, but also a reaction.
A Government supportive actions/legislation is generally not being pursued at present (unlike EU and US)

AOYLI 28SNBQ LI SRISE 3ASYSNIffeé SEOSSR [OlAzyawerySowAaldAy3d 95L

A Causes of pay gaps are often méaittorial, complex and deemoted

AwSaSI NOK adza3sada I oNRPIFIRX A0N)YOGS3IAOT adzadl AYySR
but quick(er) wins are possible

A We need an overlapping continuous action cycle over a sustained period to make real progress:

Rationale > Data > Reporting > Action

A Different equality strands are at different stages & may need different solutions: but intersectionality vital and carobgedp




Recent Progre

Al 20AR 61| &
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A Continuing evidence of
discrimination and unequal

treatment In recruitment,
talent management and pay

A Gender pay gap widened with
suspension ofeporting

V 2

A Majority of UK employers
continue to refuse to publish
ethnicity pay/NB L. /3
R A R)/Qu LJdzO0 f A a
gaps in 2020.

. f 1 O0O1 LIS2LX S

I NB n gz

Y 2 NB
or criminal justice route, more likely to be on a medium/high secure

ward and be more likely to be subject to seclusion/restraint (56.2 per

100,000 popullation for Black Caribbean as ggainst 16.2 per 100,000 W
LJ2 LJdzt | 4 A 2 Wind dh MeéntaldalinSligscarination '

0Bl ack women jJunior surgeons wer
promoted than white men, while women of Indian and Pakistani
ethnicity were 28% |l ess |1 kely t
Figure 1: The gender pay gap has been declining slowly over time,
falling approximately a quarter over the last decade
Gender pay gap for median gross hourly earnings (excluding overtime),
UK, April 1997 to 2021
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Wiost of the minority ethnic groups analysed
continue to earn less than White British employ
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Employees, especially protectt

groups, are really suffering no

eS|

AWEeKS ¢g2NRG LI & &41jdzSSTS F2NJ HAan BFQ CN}YyOSa hQDNYRéxX ¢!/ oX

A Record real pay cuts c3%, personame.earnings £160@Q £1750pa worse off,
c£3k in 2 years. State benefits at lowest real level for a decade

A 80% worried re financial wellbeing (YouGov), 47% affects performance.

A JRF: lovincome families living through®F NA I KU SYAY I &SI NI 2F FAYEFYOALT TSI N
Inflation rate 50% higher.

A Citizens Advice helped 120,000 access support pm, now 2 per min.

A Women, as well as disabled people and those from ethnic minorities or less
affluent backgrounds, are oweepresented among the low paid

A Trussell Trust UK 2.1 million emergency food parcels in first half 2022, up by 14%,
832,000 of these parcels went to children.

Percentage of employees reporting they are keeping up with their bills and credit commitments without

A 1/4 of Scottish children are in poverty. Tshurds of those in families where ar
I Rdzt G Aa 92Nl AYyIDP WeCKAaAa Aa LINBRZY

any difficulties at the moment, by sector.

A W/ KA f Eg NB V Tl OS | N @ S -tenF coridé&ydehde g\ J (1 | Period All Private Public Voluntary
FOO2NRAY3 G2 + NBOASSH o6& { AN ahOK sector sector sector
of HealthEquity, and Prof lan Sinha (2022). Winter 2022 | 61% 62% 57% 64%

Winter 2023 48% 48% 47% 49%



https://www.jrf.org.uk/press/new-evidence-%E2%80%98year-financial-fear%E2%80%99-being-endured-uk%E2%80%99s-low-income-families
https://www.theguardian.com/society/health

The ReaCtIOn | 2y aSNBIF GABS at S5FyASt | FyylyyYy W2

does anyone think it will be a priority to publish gender pay gaps? When a
generation of children is going unschooled, will anyone be fussed about u
having bequests from the wrong 19tentury donors? April, 2020

W2 AaS YIyYyF3ISNAR GKAY]l 6KIFIG GKSAN 4dzOO0Sa-da2NB£g2dzf R ¢l yiad GKSY G2
group of MPs is right that money will be more constrained in a UK recession. But that makes focus on

areas where progress can easily be lost more important if business Is to emerge at its most productive
I Y R dah.thoks®@ft.com18.12.22

AW & U0KS Y FLILINR2EOKSa NBOSaaAzyr UKS afz2¢g o0dzi RSTAYAUS LINBINBS
Fa ISYRSNI LI & YR RAOSNES NBLINBaSyidlraraAzy 2y o021 NRa Aa y26 asSsy
A Economic pressures widen inequalities. JonatBafdar 5D 2F UKS LyauAddziS 2F 5ANBOUZNAY dA)
Tl OS 2F¥ SO2Yy2YAO dzy OSNUl AyluezZ UKSNB Aa | NRa]l] 2+ UKS LINEP3INHaa
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A

UBT stopped in NHS and government departments

Left: Inequality/classlriveny  Wa I £ A1 _ || dzSauirzya fFl1 & FaadzylLliAa2ya Fo62dzi N} OS® | S
N} OAlf AA8R 62Nl AYy3I Oflaa 6KAOK arita dzyO2YTF2NIlote sAGK G2RES QS

FTSE 100K I A NMmlphbm i§ Broken.. 70% of the [board] agenda Is governance, directors have
02 62NNE KSIKSNI 0KSANI ISYRSNJ LI & 3IFL) KIFa 3J2yS dzLd 2NJ R26y S gKI

LordShinkwint RAAYAadaAy3 95L Fa LINILO 2F O0KS ¢621S F3IASYRI Aa (2 Gdz2NY | =
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Protected Characteristics under the

Equality Act 2010
* Age * Pregnancy & maternity
* Disability * Race
* Gender reassignment ¢ Religion and/or belief
* Marriage and civil * Sex
partnership » Sexual orientation

Pay gaps are a good proxy measure for inequality and disadvantage. But beyond gender, even on
ethnicity the data Is weak/not available (which is why gathering and reportingaosimportant! )

A Slow but steady decline in gender gaps after 1976, plateaued in the mid 2010s, resumed with the

passage of the compulsory reporting regulations finally implemented in 2017, before {3vid Search and compare gender paygap
A A ~7 A « A ,. A .,. o @ Employer name O Employer type or SIC code
- Y¢e K S DS)/'RSNJtI;g DI LJ W§L32N‘IJ7\)/'EI WSEAIdzf. |-u)\2y@ [ | —
-2S KI@GS FAOGS 8SINRQ ¢2NIK 2F RIFEGLF 2y 3JF LA 2= 27
causes. Compliance is high (probably above NLW),significant number reporting voluntarily
LsDzvslg:ENL/.l\Eﬁ?LPLANMNGAND _
- Driven actions to close gaps despite lack of compulsion, with c2/3 publishing action plans

- The government initially consulted on compulsory ethnicity pay reporting in 2018, 2022 against it

- Growing number employers report EPGs, small but growing other grd(iis+ BITC race charter

- But the majority dropped reports when compulsion removed, national gender gap widened
- Why? did you?



We now have five/six years comparative gender C

& growing numbers extending EPGR voluntarily

#:GOV.UK Gender pay gap service The Childrem's Society - Py Gap Report 2022 [y g
Search andcompare Download Closethegap Signin
;.’
m Thisis a new service — your feedback will help us to improve it. =
_ . i
Fmiovercemparier Results and analysis ~
Your comparison list contains 5 employers.
Hourly rate differential: ethnicity,
Add another employer 2 — A . = - %
disability, and sexual identity analysis ——
Clear list and return to Search and Compare
Read more about actions to close the gap -~ '
: T Mean ethnicity 1
> About mean and median / pay gap 2022 .
» About pay quarters . . G .
7 0 ;
201718 201819 2019420 2020/21 2021122 2022/23 = 2 /o 3 ; A AR
(improved by -0.8%)
Employer Matureof Employee  Difference in hourly Percentage of women in 2ach pay quarter Whao racaived Differancain M“n dimhty
business  headcount pay bonus pay bonus pay p.y g.p 2022
Mean + Median 3+ Llowsr & Lower + Upper = Uppsr 3 Women s Men s Means Median
Ihourly middls middle houwrly o
pay hourly hourty pay - o
quarter pay pay quarter 2 2022
guarter quarter : QI p‘, gap
{pay advanta;lqe = N ‘;g&.  dis. '
Middiesex: | Education improved by -11.3%) § ay gap 2022 o
University , 1000t | 93 | moz 84.7% 64.3% 57.4% 43.5% 01% 01% | 285% | -111% P Y L(;r..;}‘... J@":_é; . - ONE TWO THREE FOUR FIVE
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f:::gi e | amae | 188% | 80X 536% | So4m | 481% | 319% 55% | e4% | 547% | &7% \‘ :'2_““‘:“""' s ' improved by -4.4%) - p —
sector ' ) J ’/ o\ ", s ‘\
Remaove \ | ) / ( |
o / \ )
ME';’”““FW Education \ '/ y
Unilp;w e | aoeel | 7% sem B1e% | S53% | 542% | 455% 758% | 796% | 107% | 19.2% ) “) / 7
sector M r” / =
Remowe
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Protected Characteristics under the
Equality Act 2010

* Age * Pregnancy & maternity
* Disability * Race
* Gender reassignment ¢ Religion and/or belief
* Marriage and civil * Sex

partnership » Sexual orientation

A Covid and lockdowns, combined with the-d®nth suspension
have generally widened gender and probably other gaps.
Nationally they have recovered but are still above 20109.

A 2022 14.9% all employee, 8.3% full timers (17.9% 202NS

A Employer gender pay gaps are more varied than ever, with a
higher percentage reporting an increase.

A Pension gaps starting to be an area of focus

- WLOQA yv20 A4dzZNLINAAAY3I YSY IINB Y2NB tA1Steée UKy ¢g2YSy (2
pension saving rates above the cash LP benchmarks: 23% of -
YItS ﬂzNJLSNﬁ YSUO 0KS WYWgK2fS OF NBSNX
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A Experiences internationally appear to be broadly similar
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A There now 954 signatories to the BITC race at work charter

V 4
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1. Main points 6. Modelling the factors that affect pay Print this article &
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Home > Employment and labour market > Peopleinwork > Earnings and working hours > Ethnicity pay gaps

Ethnicity pay gaps: 2019

Earnings and employment statistics for different ethnic groups, using
regression analysis to provide more insight into factors that affect pay.

n This is the latest release.
View previous releases

Contact:
Tom Evans 12 October 2020

Release date:

5. Pay gaps by region 10. Related Links

View all data used in this article

Contact details for this article

1. Main points

79 employers are reporting GPG annually using the Invest in Ethnicity framework

Figure 1: The hourly median pay gap between White and the ethnic minority group has narrowed to the
smallest since 2012

Pay gap between the White group and the ethnic minority group, England and Wales, 2012 to 2019

Figure 1: The hourly median pay gap between White and the
ethnic minority group has narrowed to the smallest since 2012

Pay gap between the White group and the ethnic minority group, England and Wales, 2012 to

2019
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Source: Office for National Statistics - Annual Population Survey (APS)

Figure 4: For all years 2012 to 2019 the ethnicity pay gap is larger for men than for women

Pay gap between the White group and the ethnic minority group by sex, England and Wales, 2012 to 2019

Figure 4: For all years 2012 to 2019 the ethnicity pay gap is
larger for men than for women

Pay gap between the White group and the ethnic minority group by sex, England and Wales,
2012 t0 2019
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closure and some worsening

A WeKS SUKYyAOAUe LI e 3L 6SUsSSYy 2KAUS YR SUKVAO YAV2NRUEe SYLX :
é_ Y. I f f S é_ u f S @ S f Q é_ A y- O S -'F A N \E u Y. S I é dZN B R 6 é u Kmouranalysuswe model the logarithm of hourly pay against the following explanatory variables: y- 9 y-E

A . dz wy2ada 2F 0KS YAYy2NARUeée SUKYyAO 3ANRdzIA |y a2
SYLX 28SSaQd LYy HampEZ UK2aS Ay UKS [/ KAYySasSs KAOS
ANR dzLJA RAR SINYy KAIKSNI K2dzN¥I & LI & 2y | GSNF NJA (0 A &

AWal22Nl gFNRIFGA2ya FNB SOARSYd 6é& 3INRBdzL) | yR ‘= 2y by
sizes of the populations can present challenges even with measuring differences nationally.

AWYeKS SGKyAOAGE LI& 3L A& £FNBSNI F2N) YSy (G .. AK ¥
O2Yy UAYydzS (G2 SIFENY Y2NB GKFIYy 4g2YSYyo0Qod

AWEKS aAT S 2F GKS SOGKYAOAGE LI @& 3IJF L) F2N) OK2 oo B |yl

* working in the public or private sector

16 to 29 years, and for foreigsorn versus U 2 Ny LIS2 LJ S Q

* whether they have children or not

AWEKS SUKYAOAUE& LIlérged in Londei (F3B%)Ndmallest in \Wated (1.2%).Q

A Adjusting for paydetermining characteristics narrows the pay gap for many (though not al
ethnic groups, helping us to better understand differences in earnings.

Policy paper
Inclusive Britain: government response

A The ONS Xactor model explains 40% of gapclage, gender, birthplace, sector, occupatic ’Bqthe %pmmission on Race and Ethnic
Isparities

A Although the government acceptédS g S foﬁaomﬂ:h@nahere is still strong political EErESTaETeEs
debateeg? 9 / LIJyz)/aS)fa)\OlfQZ |)/R Y I Ye SYLJEzeSIVd\LdIVIToaaI\ZyI L Uz NN oa K



https://www.gov.uk/government/publications/inclusive-britain-action-plan-government-response-to-the-commission-on-race-and-ethnic-disparities/inclusive-britain-government-response-to-the-commission-on-race-and-ethnic-disparities

Most common
actiong

Provide unconscious bias training

Mental health and wellbeing initiatives

Encourage female applicants for male dominated
roles or vice versa

Encourage flexible working culture

Review job adverts and job descriptions for bias

Support for return to work

Analysis of pay review promotion outcomes

Proactive support for promotion

Mentoring

90.7%

86.4%

80.4%

78.7%

78.7%

77.6%

77.9%

77.3%

76.4%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%100%

% of respondents



What about your existing EDI

policies: much impact?

A McKinsey: greater equality worth $28 trillion globally, 21% GDP in
EU(PWC).

WeAYS F2NJ I yS¢ 3IASYRSNI Sljdzr ft AGé L IFéeoz221X3tFOAFTE LI

Iris Bohnetvs Dobbin andalev(2016), no impact on key dialshut
WKIFNRQ 2N WazFiQ NBalLRyaSK

Warmingtonand Kline (2016) similar on UBT in NHS.

CIPD research paper: only 10% in HR feel their policies are effective,a o S
UKANR 2F aSYA2NJ YFYylFI3ISNBR R2y Qi FSStf (GKS 3IASYRSNJI LJ &

Do o Do I»



Why the lack of progress?

A HR
- Lack of prioritisation

- C20dza 2y WYaz2F¥iQ G2fdzyiulF NBE FYR RSOSt2LIYSYUlrf AYAOUALFOAOSAE
- Wt dzit AG Ay (GKS SljdzZt ft AGékRAGSNBEAGE O02EQ

- [ POl 2F FAIYYSYyd 6AUK UKS 0dz@AYySadakf SFRSNAQ F3ISYyRLaA

- EXcessive legal focqgortuous legislation, failure to act without legal pressure, excessive focus on
confidentiality. EPAs: friend or foe?

- Overfocus on formal base pay mechanexgob evaluation

W IDWersity, Inc.awardwinning journalist
Pamela Newkirk explores three industries,

- underpinning structural issues showing how the vast majority of their diversity
efforts are all optics. For example, between 2014

A95L &aLISOAIIfAAGAY WeKS Ydzt (0 BiAngelotafdro2eyGooRsfeft $208MIRAMDISNE A U & Ay Rdza G N

some of the most common tactics for diversifying

- WiloisMQk aAy 3t S AadadzsS FyR AYAGAL OA @S ok2Ozden percentage of black

- C20dza 2y 4KHGQ& Shae Ny aKSN G KEPPOGRIFE SN L " TNE Y e u

- Lack of attention to: underlying cultural and process issues

- Falilure to engage leaders and line managers

- Fallure to involve people



Ethnicity Pay Gaps: put the effort oAy REPORTING

A guide for
UK employers

Y 3 B LJ2 NJi lsadicxchiak EHRC KL% E.20) $0S §| ( |
We¢KS [/ Lt5 K)\EIKfZ\EIK"'é 0 KS SSR., F2NJ 2 N. AaloAazya 02 0S_Y2NB
OlFldFteaid FT2NJ ONBFIFuAYy3d Y2ZN Re”te@(&h&E‘EeEDZLO]?B)/ f dza A @S o 2 NJ L | OSaQo /

WEovernment should introduce
A It ShOUId be mandatory UC, CBI, UCEA, REC, CIPD, IES, etC, etc mandatory ethn|c|ty pay gap

reporting by April 2023 for all
A{$s8tt0Qa /2YYraarzy (SR 320SNYYSyl (2 NBOSNASIRTAOES PN

for gender. Legislation shou
Include the requirement for

A In the meantime, employers should voluntarily repgmecent numbers up, then down employers to publish a supportin
VI NN UGADS 3 | Ol

A Acknowledge the difficulties WOGKYAOAGSE LI & 3FFHLEMBLRNIAYI o
be the most appropriate tool for every House of Commons
- . . A P ~ . pe of employer see to ensure . Women and Equalities
A 5 7\ O d I y R a K I NUS u K S / L t 5 Q a -'F NJ Y g|ﬁ]és he W-BH%ﬂMj \,%%\/%t to U z Committee

avoid imposing new reporting burdens  Ethnicity pay gap
on businesses as they recover from the reporting

A Explain and discuss how to use it to act to drive racial equality pandemic and so we will not be
legislating for mandatory reporting at
l-j K 7\ é é l:l I 3 S Q fg;;g;t; et;gretther with formal minutes relating
Government response to Sewell,2022

Fourth Report of Session 2021-22

Ordered by the House of Commons


https://www.personneltoday.com/hr/black-lives-matter-ethnicity-pay-gap-reporting/
https://www.peoplemanagement.co.uk/news/articles/businesses-may-required-report-ethnicity-pay-gap-prime-minister#gref

What works: IES researched factors which impact

on the gender, ethnicity and disability pay gap

WhiKSNJ NSaSkNDK Kl a akKk
retain women see increased productivity and

A Representation and Recruitment:

- Slow but steady progress on Women on Boaydsw 40% target in private sector innovation and that consumeiacing companies risk

- Smaller pay gaps in femaled firms Hensvik2014)

- Blind interviewing and rep selection panels impa&iversity by DesigriBpohnel, some evidence too in Europe
- Controlling pay setting and reducing manager discretion/pay ranges reduces gaps (Menino, 2013)
A Education and skills:

brand erosion and loss of business if they fail to m
the moment by enacting diversity and pay equity

- Some studies show positive impact of mentoring and role modelling YSIH adINBaoQ

- DA NI & GI-°)\{EI H {O¢9a 3dz0 2S00 W' Q fSUSft&a KIR 41 3Sa 00’ KAIKSNI 6
Olsen, 2010)

with 6% higher wages
- WAVE upskilling and multiskilling lower paid female employees in Welsh local authorities td&srgned jobs.
A Flexible working:
- Association at the moment with lower earnings
- EU directive on WLB and support for parents and carers; and 44 MPs proposal to increase paternity leave
- Germanyklterngeldallowance came in 2007, % fathers taking leave rose from 3% to 20%

- I\D/Iy Family Care Survey: 2% take up of shared parental leave by oudtmire and pay barriers. Voluntary take ag
lageo

- https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment data/file/705820/Parents  deci
sions_about returning to_work _and child _caring_responsipilities.par

Source: IES report Tackling Pay Gaps, availablég@t://www.equalityhumanrights.com/en/publicatioislownload/researchreport-110-tacklinggender
disability-and-ethnicity-pay-gapsprogress

Equality and Human Rights Commission
Research report 110 | Pay gaps research

Tackling gender,
disability and
ethnicity pay
gaps

a progress review



https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/705820/Parents__decisions_about_returning_to_work_and_child_caring_responsibilities.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/705820/Parents__decisions_about_returning_to_work_and_child_caring_responsibilities.pdf
https://www.equalityhumanrights.com/en/publication-download/research-report-110-tackling-gender-disability-and-ethnicity-pay-gaps-progress
https://www.equalityhumanrights.com/en/publication-download/research-report-110-tackling-gender-disability-and-ethnicity-pay-gaps-progress

Actions: what we know

A HR focuses most on training/voluntary/soft initiatives that have a questionable impact on equality and pay gaps
A A broad range of initiatives across a full range of HR/employment areas for a sustained period is most effective
ALY Of dzZRS WK NRk O2Ww & yaRANENHZAS/Q UTA | WAATAASYER S N NB O N.CIPD
A EHRC recommendations:

1. Address differences In subject and career choices, educational attainment and access to apprenticeship
2. Improve work opportunities for everyone, unemployment rates vary significantly by ethnicity

3. Make jobs at all levels available on a flexible basis, encourage sharing childcare responsibllities.

Our ethnicity
pay report
2020

4. Reduce prejudice and bias in recruitment, promotion and pay decisions.

5. Report on progress in reducing pay gaps.

A IES ResearcRay reporting and transparency, plus

L Recruitment and taking actioegprocesses anonymous,

: Providing training and nurturing talent from undespresented groups;

3. RaiSing minimum Py levels and progression for all, 3 PROGRESSION IN s-:mPLc:umsn‘r_k

AN EMPLOYER TOOLKIT

. Targeting Increases In representation at senior levels;

; The implementation of wide ranging diversity and inclusion policies;



Pay transparency and salary history bagihe new front for
progress? USA

A Thelnc. MagazinR SEONA O SR HANAHH &4 AGO0KS @SINI2F LI é& UGN)ryaLl NByoOeéezx
A By December 2020, 19 states had some version of a salary history ban in place.

- Alabamanarrow law that prohibits employers from declining to hire an applicant
because of their refusal to disclose prior salary.

- Coloradacomprehensive law that prohibits employers from asking about prior salary,
and relying on prior salary in hiring/pay decisions.

A Emerging research on bans indicates that these policies are having the intended effect’ & USHNAy3 R24y | F2N¥
Istory bans can help break the cycle of wage
- A California study (April 2020) found that when employers were prohibited from discrimination that can follow women and workers of
-4 | g rfronx jgb tesjob.
aSS1Ay3 k220 OFYyRARFGSQE LINA2NI &t F NEZTHR G 3 BRI To s ¥

_due to mcreas_ed earnings for womaftomen qlder than 35 saw the greatest earnings  point in the f|ght for equal pay, but more is needed tc
INncrease partlcularly women who were married and had children older than age 5. close the stubborn gender wage gap. Policymakers
must pursue a robust, comprehensive effort to comb

- . 2402 y y AODSNBRAUOE QA { OK 2 2 f 2 T g O Wdzy' ga;mscﬂrlmﬁaﬂrbnﬂirid ens_,ure-'Ecan@IZM.s,E%untjdfof<
came in, Workers who changed jobs saw their pay increase by 5% more than 62YSy Qo

comparable workers, with even larger benefits for women & African Americans https://www.americanprogress.org/article/salaty
hlstorv-bansmatter securlnqequatpay/

A Major companies A Y Of dzZRAY 3 . Iyl 2F ! YSNAOISE / Aa02 {eéaidsSvyaz [|lyYyRaAc
etc.t have already pledged to limit their use of salary history as a measure to address
gender and racial equity in the workpla@&it some reversadgNetflix



https://www.americanprogress.org/article/salary-history-bans-matter-securing-equal-pay/
https://www.americanprogress.org/article/salary-history-bans-matter-securing-equal-pay/

Pay transparency and salary history bagihe new front for
progress? Europe

APYEeKS VS RANBOUAOGS adlddsa GKIFGO it O2YLI yASa ALK
disclose information that makes it easier for those working for the same employer
to compare salaries and expose any pay inegualities. Pay includes bonus,
overtime, allowances, sick pay and occupational pensions.

- Pay transparency for jebeekersc Employers will have to provide information about
the initial pay level or range in the vacancx notice or before the interview. Employers Commission welcomes the political agreement on new EU

rules for pay transparency

will not be allowed to ask prospective workers about their pay history.

- Rights to information for employeeghe right to request information from their
employer on their individual pay level and average pay levels, broken down by sex,
for categories of workers doing the same work or work of equal value.

- Reporting on gender pay ga;pEmpIo%ers with at least 100 employees Will have tC..... v reved i norwar
publish information on the pay_lc]:jap etween female and male workers. EMPIlOYEcu s saterense e
with at least 250 employees will report every year, with 150 to 249 employees e * ¢«
three years. After five years employers with between 100 and 149 employees w ~
also have to report every three years.

- Joint pay assessmeqdNVhere pay reports reveals a Tgen_cler_pay gap of at least 50 .. / '
and the employer cannot justify the gap on basis of objective gender neutral fac -

employers will'have to carry out a pay assessment, in cooperation with workers' -.

0-11 11-22 22-33 33-44 44-56 56-67 67-78 78-89 89-100

Slope=0.40

representatives. T i
A Denmark: reduced gaps by harmonising up ?
A USNBER study suggests overall pay levels fell in closing gaps in certain states
A Norway: improved happiness of low and medium paid Epn::{l"n.‘.t”y““

. Minister for Women launches initiatives to level up
l l K 7 employment opportunities for women on International
| | | |

Women's Day

From: Government Equalities Office, Equality Hub. and Baroness Deborah Stedman-

tttttttttt
Published 8 March 2022



A Under UK law (Section 172 of the 2006 Companies Act) directors are supposed to

Salary transparency in the UK | 2016 — 2022

80%

Transparency:. not great in the UK currently

report how they serve the interests of stakeholders, including employees

AWw{2F K2g YdzOK R2 UKSé& u0Sfft dza l062dzi UGKSANI S _
WhiKSN) KLY A33dzS3 sKSNB o0daAySaasda _ENB Z0F —reeosma
dSYRSNI LJ e dILI I YyR azZ2ZRSNYy {tlUOSNE ! Oz NBbLIR
Only 3% of businesses revealed their ethnic pay gap, 7% workforce age diversity. P i

A

11% revealed the numbers of panne staff, 6% disclosed the agency staff.
No FTSHEOO firm revealed the number of zetwurs contracts. 8% gave TU %.

LY g NELR2NL&a W ARSYUA]AG tw SESNURAG
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61% 54%

of job ads contained salaries of job ads contained salaries
A Glassdoor (2022) |

A

Only 15% of UK workers know their pay range and/or structure

Over 50% of employers do not advertise vacancies with salary information e
Pay range disclosure: attractive to recruits and employees, especially younger fel
Adzuna(2022)

Salary transparency popular with employees

But use of salaries in job ads at a 6 year low

Why?HR MagazineWybourn 2023)

WAT | O2YLJ [;</e OK22asSa (2 0S 2Ly | o2dzi A
may not be aware of background information such as skills, experience, and level of
responsibility that can influence their pay.

Another disadvantage could be higdlS NF 2 N¥ Ay 3 AYRAOGARdzZI f &4 YI

Yes  33%
No 56%

yyyyyyyyyy
aaaaaaaaaaaaaaaaaaaaa

The dangers of being too open about pay

N 4

2020

- Proportion of job ads without a salary

2021 2022

1 week of August 2022
44°%%
Y S
of job ads contained salaries
lowest in 6 years
Source: Adzuna
@ 2 times
V more clicks on every job ad
8‘ 6 times
more applications
=1 #1
—='¢' important component
e NAal] O



https://www.hrmagazine.co.uk/content/comment/the-dangers-of-being-too-open-about-pay/?utm_term=Autofeed&utm_medium=Social&utm_source=Twitter&s=09#Echobox=1673972121

Some Interesting external
comparisons emerging
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https://equalitytrust.org.uk/fairpay-
campaign/fairpay-ftse

GENDER AND ETHNICITY &
PAY GAP REPORT ‘P@?r

Year on Year view:

Year Lowest Quartile Lower Middle (@2)

2020 88% 12% 0.23%

Median pay gap by group:

Upper Middle (@3)

Highest Quartile

Edack, Aslan, Whita: Asian,

Asian, Mean Whita
othar X DY

0.70% 88% 12% 1.01%

Our maan athninitvy nav nan iz norrently 2 R3%. meaninn athnic minorities are naid on averane 2 R3% lass

C¢{9Q

GENDER AND ETHNIGITY
PAY GAP REPORT

A message from our Chief Executive,
Jonathan Townsend

We are pleased to be moving in the right
direction with eradicating our gender pay gap.
We recognise we have more to do to achieve
gender balance and are fully committed to
this journey.

We encourage flexible and agile working arrangements to support
everyone to build a career and achieve balance with what is important
in their personal life and I'm proud of the progress we have made

as an organisation, but we are not complacent. The impact of global
issues such as Covid-19 has affected everyone, but we know it has
disproportionately affected people from Black and ethnic minority
backgrounds, reminding us of the ineqguality we know already exists.

The Black Lives Matter movement further reminds us that Black people
have continued to report disproportionately negative experiences in
every aspect of society, and this includes the workplace.

| believe it is even more important than ever that we are open and
transparent about the challenges within our own organisation so that
we can tackle the inequalities and make

a difference to society.

At The Trust we want to make sure that all our colleagues have the
opportunity to fully realise their potential. We are actively working

to improve our gender and ethnicity balance. We are fully committed
itz being an inclusive employer.

Jonathan Townsend
UK Chief Executive
The Prince's Trust

Y C

&
g

Prince's Trust

Company

Unilever

Unilever

1,500 K]
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CEC pay
Average employees pay
J 55541 pmar

Minimum wage
I £16, 26/ year

Lower Quartile wage
| E23 059ymar

Median wage
| £31,4670year

Mean wage
I E 36 8365 ymarn

Upper Quartile wage
§ £44.51 iymar

Gender pay gap at subsidiaries owned by Unilever

The chart shows the date in the year where a woman
effectively begins working without pay. The red at the
right of the bar represents the amount of the year that a
woman is effectively working for free as compared with

a male colleague.

22.6% Unilever U K. Central Resources Limited

o I

The chart shows the date in the year where @ man

effectively begins working without pay. The red at the
right of the bar represents the amount of the year that a
man is effectively working for free as compared with a

female colleague.

68.9% Unilever UK Limited

0o 1N

+ Recognises unions

+ Living Wage employer

By 2:49 am each day the
CED has been paid the
S3Me 35 SOmMeonsa on
MINIMUMm wWage esarns in
3 month.

There is 3 1:55 ratio
within the company of
median employes
pay-CEC pay.

Women's average bonus

at Unilever U.K. Central
Resources Limited (&

subsidiary of Unilever) is

47 7% less than men's.


https://equalitytrust.org.uk/fair-pay-campaign/fair-pay-ftse
https://equalitytrust.org.uk/fair-pay-campaign/fair-pay-ftse

Rewarding fairness

SIAreACUUIN1» A Fair pay through job evaluation/common pay struct

Target pay awards where they will support low-paid workers, who are

disproportionately impacted by the rising cost of living. Recognising this, companies A L . LW - t I h . t t I t
should ensure that the balance of executive remuneration to that of the wider OW pa,y. I n e rn a el I lp aSIS O a, e n I I lan agel I N
workforce is equitable and supports workers to manage inflationary pressures. As far

Z? ii{;;ii-,t;lzj :;u::;.;szarfduzirglrs should receive pay rises that meet the current rate p e rm an e nt CO ntraCtS : n O h I re/fl re

Show long-term commitment to paying at least the real Living Wage through

accreditation as a Living Wage Employer. As well as guarantees for direct employees, . .

we increasingly expect companies to ensure any Living Wage commitments are - CO ntl n ue I\/IW u Ilft Wh nOt at LW Ieve|S7
extended to on-site third-party contracted staff. y .
Provide secure work, through guaranteed working hours, accurate contracts and

decent notice periods for shifts. Where relevant, we will encourage companies to

Compensation & Benefits Review Ei?:ﬁ_-:itrr,am their commitment through becoming an accredited Living Hours A Pay prog reSSion for a”

. The Good Waork Coalition will be engaging, individually and collaboratively, with companies in
Journal Home Browse Journal ~ Journal Info ~ Stay Connected ~ Submit Paper . ) .
our portfolios on these asks. Where companies do not meet these expectations or share an

‘We Are All in This Together’. Collective Bonuses and Incentives in the United K adequate plan for making progress towards them, this will be considered in our voting this A H I g h p ay F Utu re m Od EI : CO m petltlve base pay, COI IeCtlve
and Europe: The Real Performance-Related Pay?

year and as the Coalition plans its escalation approach in 2024. At the end of this year's AGM

g R e bonus/ shares, longerm shareholding (Purposeful Co)

First Published August 18, 2020 | Research Article | | ) Check for updates

https://doi.org/10.1177/0886368720947328 Whilst we acknowledge the challenges companies face in a high inflationary environment, we

Download PDF 7 Article information ~ are calling on them to make choices which not only support their workers in the immediate - - . . . t)
cost-of-living crisis but also serve the long-term interests of the business and society. O eCtlve al nS are ro arl n W SO eW
@ Abstract . .
= ‘We are all in this together’ has been a common leadership cry during the coronavirus crisis. But de SlgﬂEtDTIES

7~ rewards designs generally reinforce collective performance? Why have collective bonus and incen

_ _ _ _ _ _ ACTIAM Legal & General Investment Management A E I
Abstract made little headway in Europe and what is the evidence on their effectiveness? The author presen m O e e W n e rS I S S O C I a I O n S OW e
[ i [ ' jor oi i Aviva Investors MEST p

from a bonus and incentive research review carried out for a major oll company. He found two-thirc

companies operate variable pay plans, with three-quarters of them based on individual performanc Barrow Cad bury' Trust PensionBee
Collective plans are, however, spreading in incidence. The research literature he found replicates t p e r O rI I I al l ‘ e p re I I l I l | I I l

Py American evidence, indicating collective schemes are associated with higher performance across CCLA PIRC
':\j;,:' of metrics. But they are not universally successful. Risks include diminishing effectiveness over tin Guyr's and St Thomas' Foundation Rathbones Greenbank Investments
I,f—;\l Article Metrics lack of employee understanding. The research highlights success depends on tailoring to suit the ¢ o o ) -
~— and using a range of high-performance work practices. The author concludes success is more likel Jesuits in Britain Strathclyde Pension Fund A E m p I Oye e Own e d Tr u StS 5 5 O I n 2 O 2 O to 1 O O O p I u S
collective plans are viewed ‘not just as a vehicle for disseminating incentives but for imparting a se Jascph Rowntree Foundation Trust for London )
@ @ @ shared ownership’.

About ShareAction’s Good Work Campaign:

Cite Share Request

a/ 20AR O2YAYy3I &a0NI AIKU
private sale process was in some ways cathartic.. ¢
1030 OWNED BUSINESSES NBT f SdzNBl1F Y2YSydax2s

INCREASE IN had enabled us to do so well up to that point we
PRODUCIEVITY considered as employees were in fact much more |

' EMPLOYEE OWNED | 2dzNJ T YA T € d¢€ FT, C228zy

BUSINESSES

5.2%

LIKE FOR LIKE 9.4%



https://www.ft.com/content/899b0b7f-a724-4183-ae03-c62c00f33b1e

Action planning: your overall plan

1. What are our major (but realistic) aims and goals on pay gaps; and where does
this fit in our People and DEI Strategy?

2.2 KIFadQa 2dzNI NI GA2Y I fSkOIFAS FT2N)I O2YUAYdzSRK A

3. What are our plans, sheierm (< 1 year) and mediwterm (1-3 years) to
deliver on these aims?



Actions: do you have?

Partially Plans/thou
(for ghts
who)

Y. f AYVRQ
recruitment

Salary history
bans

Pav ranqae



Conclusions: Treat pay gap reporting ags

closure as a continuous process

Set the AiIms

and Scope

Gather and
clean the data

Calculate the
stats

Analyse
causation and
draft narrative

Develop
action plan

ETHNICITY

AAAAAAAAA
eeeeeeeee

Communicate,
iImplement,
monitor and

review
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David Smith, Chair, IES

In conclusion, keep it.. ‘W&~ -
AMulti-pronged et

AMultiple initiatives
AMeasured and monitored
AOver years in most cases

A Comprehensive but focused.

AWith on-going involvement of stakeholders and
communications.

AUse your learning from GPG reporting to progressively extend.t A m . s
reporting and acting on other protected groups %NE ISZ\ : Qé 'E;f SEAa
U
%

R a
au X
S

dzii X Start where you are. Use what you
. . KIdSd 52 K0 @2d:
A Spot/take the emerging opportunities Arthur Ashe

ABe Smart and Sustained



Final

Questions?




Thanks!

Duncan is an independent adviser and researcher on rewards. He has worked
at major HR consultancies and research institutes including Aon, Willis Towers
Watson and IES. He spent 5 years as Deputy CEO at the CIPD.

Duncands c¢clients have i ncluded Shell a
Office and NHS Employers, and major charities including Unicef, t he Pr I n
Trust, Fairtrade and RSPCA.

He has advised government on issues including pay determination for doctors,
the Armed Forces and the judiciary. He was closely involved in developing the
gender pay reporting regs and worked on the gender pay gap in medicine
review.

Duncan is a leading commentator on HR and publishes and speaks widely. He

' s the Joint author with Mseling&andbookofmst r ong
Reward Management. Human Resources magazine placed him in its listing of

the top 10 most influential thinkers in UK HR in 2022.

Duncan has an MA from Cambridge University, an MBA from the London
Business School, his PhD was in reward strategy and he is a Companion of
the CIPD. He is Visiting Professor at the University of Greenwich and Principal
Associate at IES. He is a Board trustee at the Industrial Participation
Association. and Childrendos Society.

Email:duncanibrown54@agmail.com

Twitter: https://twitter.com/duncanbHR

blog: https://www.employmentstudies.co.uk/news/combatinnequality-2-budget
and-levellinglevellingdown-and-levelling

article: https://www.linkedin.com/pulse/neveragainsewhat-could-new-normakook-
like-reward-employment/

presentation:https://www.youtube.com/watch?v=74cimmilal&feature=youtu.be

Recent bookhttps://www.koganpage.com/product/armstrong-handbookof-
reward-managememnpractice9780749484361
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