


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

2.15 Keynote: Paul Drechsler CBE, Chair International Chamber of Commerce

2,45 Panel Discussion

3.00 Chair Closing remarks

3.05 Close

Agenda for the day
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Six things Iôll cover:

ÅNear-constant change (and disruption) over last three years

ÅLonger-running inequalities in accessing work

ÅInequalities in the jobs that we do

ÅUnequal impacts of rising living costs

ÅChanging attitudes and expectations

ÅWhy this matters/ what we do about it

Making work fairer



The changing world of worké



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

2. Bigger picture, long-running inequalities



ÅWide disparities in employment between 
areas

ÅEx industrial, coastal and urban areas 
outside of London/ South East often fare 
worse

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

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

Å(Not just ólevelling upô to attract new 
workers for new jobsé)

óPlaceô matters too (more?)



For thirty years, through thick and thin, labour supply has grown (until now)

Post pandemic, a ómissing millionô



CIPD Employment Outlook (winter 2022/23) finds issues across economy 

ÅOne third of firms (29%) 
anticipate significant problems in 
next six months

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

ÅThree quarters require degree 
level skills or higher

ÅOne fifth are hard to fill due to 
lack of candidates

ÅJust one in seven (14%) of firms 
report no difficulties

Contributing to picture of chronic shortages



ÅPublic debate has all been focused on whoôs left the labour market ï
where have the workers gone?

ÅBut the real story is that people arenôt joining it

ÅFewer young people ïsmaller population plus more students means the 
youth labour force has fallen from 4.7m to 4.2m in just ten years

ÅLower migration ïadded 220k/ year for the decade before Brexit, 
adding just 130k/ year since 2016

ÅMore older people ïin general, and out of work

ÅMore people with long-term health conditions, staying out of work longer

ÅPandemic may be a catalyst for some of these, but all are permanent, 
structural changes

Four big drivers since 2020



Virtually all among those who last worked 3+ years ago or never worked

Changes in inactivity by time since last worked



Ageing workforce (and shortages?) will be defining issue for next Parliament

Longer term, we wonôt have enough workers

A million more people in 

their fifties than in their 

forties or twentiesé



Only major economy with lower employment than pre-pandemic

This just isnôt happening in other countries



Half of all jobs now óhigh skilledô, one in five ólow skilledô

3. Inequalities in the jobs that we do



ÅRoughly three fifths of all employment 
in London and the South East is in 
óhigh skilledô occupations

ÅBelow two fifths in many coastal, ex 
industrial and urban areas (outside of 
London)

ÅOne third of all óhigh skilledô 
employment is in London and the 
South East

ÅBut to reiterate ïwe need to make all
work better, more secure and 
rewarding, not just focus on óhigh skillsô

Again, big spatial differences



Inflation is hurting everyone, but some are less able to deal with it

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

ÅThree fifths of households with no-one in work are in poverty, compared 

with one in ten households where all adults work

ÅNearly half of families with three or more children are in poverty

ÅDisabled people about one third more likely to be in poverty

ÅWhile the impact of large rises in food and energy costs means that larger 

families and disabled people are particularly hard hit

4. Unequal impacts of rising living costs



Virtually no difference between spending and income for the poorest

No breathing space for those on low incomes



4. Changing attitudes and expectations

68% of public support employers allowing 

employees to have a phased return to work 

from sickness ïan increase of 14% since 

2019

. "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

AON Benefits and Trends Survey 2022

British Social Attitudes 38 Work and Health

ECB Economic Bulletin Issue 01/23



This is specifically from over-50s who left during the pandemic, but 

likely applies more broadly ïflexibility and ófitô are key

We see this too in what people out of work want



Public policy ïfive key priorities

ÅMore support for those out of work who may want to work

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

ÅNeed to reach people through the services that they use in the way that they want with support that they 
will trust ïand at scale

ÅAddressing the costs of work

ÅBudget was good on childcare, but huge implementation challenges ïand silent on much else (transport, 
flexibility, transitions etc)

ÅMeeting skills as well as labour needs

ÅThe óGoldilocksô problem ïyou can have any training you want as long as itôs an Apprenticeship or a 
Sector Based Work Academyé

ÅFocus on health and work

ÅBudget continues a theme of piloting and testing ïwe need a new approach, on making work more 
protective of health, supporting people when theyôre ill, and helping those out of work to get back in

ÅEmployers ïrights and responsibilities

ÅSupport to make work better ïthrough intermediaries/ partners, and joined up

ÅExpectations and requirements too ïEmployment Bill protections (as a start)

6. So what do we do about it?!



And for employers

ÅKnow our workforces

ÅJob satisfaction, flexibility are golden threads for keeping people in work and helping those out of 
work

ÅChanging attitudes and expectations ïidentity, relationships, proximity, fairness

ÅEradicate biases ïe.g. on progression for part-time, disabled, older and lower paid staff

ÅAudit and address the drivers of decent work

ÅSecurity, relationships, control, fit with skills, workplace support

ÅInclusive recruitment

ÅMaking work accessible ïcosts, flex, induction and training, health support

ÅThe processes ïclear language, simple processes, pace, diversity, unconscious as well as 
conscious biases

ÅUse data better and differently

ÅTo do all of the above ïwhere are the issues now, who is leaving, why, what jobs are hard to fill

ÅWhat is going well, not just badly ïwhy do people stay, who progresses

ÅLeadership matters ïthis is a business imperative, not just a social one

So what do we do about it?!
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Where is closing pay gaps in your priority list?



Our agenda this morn

ÅWhat is fair pay?

ÅWhere we are on pay gaps

ÅWhat works?

ÅPay transparency progress

ÅAction planning



Is fair pay 
possible? A 

few 
perspectives

Å{ǘǊƛƪŜǊǎΩ ǇŀȅΥ ǿƘƻ ƛǎ ǘƘŜ Ƴƻǎǘ ŘŜǎŜǊǾƛƴƎΚ

ÅNon-ǎǘǊƛƪƛƴƎ ǿƻǊƪŜǊΩǎ ǇŀȅΥ {ƻŎƛŀƭ ǿƻǊƪŜǊǎ 

ÅAre pay awards too high?

ÅEqual pay for all? 

- The parable of the Vineyard

- The philosophy of John Rawls

ÅΧΦΦ!ƴŘ ǘƘŜƴ Ǉŀȅ ƎŀǇǎΗ



Who deserves higher pay and why? 

Source: The Fairness Foundation, 2023 https://fairnessfoundation.com/striking-a-
nerve#block-6c6c31bbe4e74b54af76ba65cf255b7d

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


Are pay awards too high/ 
unaffordable?

ÅAll employers face responsibilities ςΨŎƭŜŀǊ ŘǳǘȅΩ 
Macmillan. 

ÅHalf employers believeƛǘΩǎa workplace responsibility 
to improvefinancial wellbeing beyond legal obligations 
(CIPD) . 

ÅHow far to redress impact? 

- Stagflationaryeffect vs suffering of low/medium paid? 

- Who pays?

ÅRaising key questions:

1. Whether or not to respond? 

2. How to respond?

3. Is pay really too high and driving inflation?



Lǎ Ǉŀȅ ǘƻƻ ƘƛƎƘΧΧ ƻǊ ǘƻƻ ƭƻǿΚ

ÅNominal pay growth is significantly higher than the long-run 
trend, regular pay 6.1% higher January 2023 than Jan 2022; 
but very high inflation keeps real-terms pay negative ς
down by 3.0% year-on-year for regular pay in February

ÅOver 4 million not paid enough to live

ÅIs pay really driving inflation?



Ψ!ƭƭ ƛƴ ǘƘƛǎ ǘƻƎŜǘƘŜǊΩΚ /ƻǾƛŘ

Å36 FTSE 100 firms made temporary executive pay cuts ςtypically 20% - in 2020

ÅAlmost all of these pay cuts had been restored by 2021

Å11 firms cancelled bonuses for executives, though only one scrapped a bonus scheme. 

ÅAlmost no action on LTIPs, bar delay in grants ςthis is driving current escalation

ÅParticular controversy where firms received government help. 

Å19 companies in the FTSE 100 used JRS/furlough and/or the CCFF. Mean CEO total pay £3.23m. 

ÅSome firms repaid furlough money egBunzl. 

ÅBut some did not: Foxtons annual CEO bonus ofalmost £400,000ǘƻ άǊŜǿŀǊŘ ƘŀǊŘ ǿƻǊƪέ ƛƴ нлнл 
(£4.4m in furlough aid, £2.5m in business rates relief).

ÅIf a wage redistribution policy targeted the top 1% of earners, then 9 million of low and middle 
income workers could have their wages boosted (High Pay Centre)

30

Ψ!ƭƭ ƻǾŜǊ ƻǳǊ ǇƭŀƴŜǘΣ ǿŜ ŀǊŜ ŀƭƭ 
pulling together in a massive way to 
beat the health threat that has 
ǘǳǊƴŜŘ ƻǳǊ ǿƻǊƭŘ ǳǇǎƛŘŜ ŘƻǿƴΩΦ 
Bernard Looney, CEO, BP, 23.4.20

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


Ψ!ƭƭ  ƛƴ ǘƘƛǎ ǘƻƎŜǘƘŜǊΩΚ ¢ƘŜ ǊŜŎƻǾŜǊȅΧ ŦƻǊ  ǎƻƳŜ

ÅAfter 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%.

ÅMedian FTSE 100 CEO package up by 12% last year ς£3.72m in 2021 to £4.15m in 2022.

ÅCEO annual bonuses remained high 2022, median pay out of 76% of the maximum award. 

ÅMedian long-term incentive vesting 58% of maximum, reflecting strong share price 
performance at the end of 2022 across most sectors. 

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

Åά¦Y-listed 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 in the UK, as a challenge. This is being raised 
ŀǎ ŀ ŎƻƴǘǊƛōǳǘƛƴƎ ŦŀŎǘƻǊ ƛƴ ǘƘŜ ŘŜōŀǘŜ ŀǊƻǳƴŘ ǘƘŜ ŎƻƳǇŜǘƛǘƛǾŜƴŜǎǎ ƻŦ [ƻƴŘƻƴΩǎ ŎŀǇƛǘŀƭ 
ƳŀǊƪŜǘǎΦέ

ÅUS Economic Policy Institute: CEO Pay 1978-2021 +1460%, 18% in average worker pay

ÅUS Pay gap 20x 1965 to 399x 2021

ÅUK 50x 2000 to 109x 2021 (High Pay Centre)

ÅOil buybacks and dividends  vastly exceeds investment in renewables

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

ÅFair?



Equal pay for all

ÅEqual, unequal or less rather than 
more unequal

ÅThe parable of the vineyard

ÅJohn Rawls

- ΨWǳǎǘƛŎŜ ŀǎ ŦŀƛǊƴŜǎǎΩ

- Principle 1: basic liberties principle -
everyone equal right/opportunity

- Principle 2: difference principle ς
justify difference if can benefit the 
worst off

ҵHqt"vjg"mkpifqo"qh"jgcxgp"ku"nkmg"c"ocuvgt"qh"c"jqwug"yjq"ygpv"qwv"gctn{"
in the morning to hire laborers for his vineyard. After agreeing with the 
laborers for a denariusc"fc{."jg"ugpv"vjgo"kpvq"jku"xkpg{ctfҿCdqwv"vjg"
gngxgpvj"jqwt"jg"ygpv"qwv"cpf"hqwpf"qvjgtuҿ"Cpf"yjgp"gxgpkpi"ecog."
those hired about the eleventh hour came, each of them received a 
denarius. Now when those hired first came, they thought they would 
receive more, but each of them also received a denarius.They grumbled 
at the master of the house,uc{kpi."ұVjgug"ncuv"yqtmgf"qpn{"qpg"jqwt."cpf"
you have made them equal to us who have borne the burden of the day 
cpf"vjg"ueqtejkpi"jgcv0ҲDwv"jg"tgrnkgf."ұHtkgpf."K"co"fqkpi"{qw"pq"ytqpi0"
Did you not agree with me for a denarius?Take what belongs to you and 
go. I choose to give to this last worker as I give to you. Am I not allowed to 
do what I choose with what belongs to me? Or do you begrudge my 
igpgtqukv{AҲUq"vjg"ncuv"yknn"dg"hktuv."cpf"vjg"hktuv"ncuv0Ҷ



Where are we on pay gaps?

Å There is a strong economic, social and moral case for closing pay gaps, reinforced by recruitment/retention and COL challenges.

Å This has been intensified by the Pandemic and COL crisis, which has highlighted & deepened inequalities, but also a reaction.

ÅGovernment supportive actions/legislation is generally not being pursued at present (unlike EU and US)

Å9ƳǇƭƻȅŜǊǎΩ ǇƭŜŘƎŜǎ ƎŜƴŜǊŀƭƭȅ ŜȄŎŜŜŘ ŀŎǘƛƻƴǎΣ ŜȄƛǎǘƛƴƎ 95L ǇƻƭƛŎƛŜǎ ŀǊŜ ƻŦǘŜƴ ǇǊƻǾƛƴƎ ǘƻ ōŜ ƛƴŜŦŦŜŎǘƛǾŜκǾŜǊȅ veryslow.

ÅCauses of pay gaps are often multi-factorial, complex and deep-rooted

ÅwŜǎŜŀǊŎƘ ǎǳƎƎŜǎǘǎ ŀ ōǊƻŀŘΣ ǎǘǊŀǘŜƎƛŎΣ ǎǳǎǘŀƛƴŜŘ ǇǊƻƎǊŀƳƳŜ ƻŦ ΨǎƻŦǘΩ ŀƴŘ ΨƘŀǊŘΩ ƛƴƛǘƛŀǘƛǾŜǎΣ ƛǎ ǊŜǉǳƛǊŜŘΧ                     
but quick(er) wins are possible

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

Rationale > Data > Reporting > Action.

ÅDifferent equality strands are at different stages & may need different solutions: but intersectionality vital and can help progress



Recent Progress?

Å/ƻǾƛŘ ǿŀǎ ƴƻǘ ǘƘŜ ΨƎǊŜŀǘ 
ƭŜǾŜƭƭŜǊΩ

ÅContinuing evidence of 
discrimination and unequal 
treatment in recruitment, 
talent management and pay

ÅGender pay gap widened with 
suspension of reporting

ÅMajority of UK employers 
continue to refuse to publish 
ethnicity pay/ ǊŜǇǊΩƴdata: 2/3 
ŘƛŘƴΩǘ ǇǳōƭƛǎƘ ǘƘŜƛǊ ƎŜƴŘŜǊ 
gaps in 2020. 

ΨMost of the minority ethnic groups analysed 
continue to earn less than White British employees 
ƛƴ нлмфΩΣ    όhb{Σ нлнлύ 

Ψ! ϻоΦн ōƛƭƭƛƻƴ όŜǘƘƴƛŎƛǘȅύ Ǉŀȅ ǇŜƴŀƭǘȅΩ     ¢¦/Σ нлнл

óBlack women junior surgeons were 42% less likely to be 

promoted than white men, while women of Indian and Pakistani 

ethnicity were 28% less likely to be promotedô UOS, 2021.

Ψ.ƭŀŎƪ ǇŜƻǇƭŜ ŀǊŜ пл҈ ƳƻǊŜ ƭƛƪŜƭȅ ǘƻ ŀŎŎŜǎǎ ǘǊŜŀǘƳŜƴǘ ǘƘǊƻǳƎƘ ŀ ǇƻƭƛŎŜ 
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 population for Black Caribbean as against 16.2 per 100,000 
ǇƻǇǳƭŀǘƛƻƴ ŦƻǊ ǿƘƛǘŜύΦΩ Mind on mental health discrimination



Employees, especially protected 
groups, are really suffering now.. 
ÅΨ¢ƘŜ ǿƻǊǎǘ Ǉŀȅ ǎǉǳŜŜȊŜ ŦƻǊ нлл ȅŜŀǊǎΩ CǊŀƴŎŜǎ hΩDǊŀŘȅΣ ¢¦/ΦΣ лфΦ нлнн

Å Record real pay cuts c3%, person on ave.earnings £1600 ς£1750pa worse off, 
c£3k in 2 years. State benefits at lowest real level for a decade

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

Å JRF: low-income families living through aΨŦǊƛƎƘǘŜƴƛƴƎ ȅŜŀǊ ƻŦ ŦƛƴŀƴŎƛŀƭ ŦŜŀǊΩ: 
inflation rate 50% higher.

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

Å Women, as well as disabled people and those from ethnic minorities or less 
affluent backgrounds, are over-represented among the low paid

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

Å 1/4 of Scottish children are in poverty. Two-thirds of those in families where an 
ŀŘǳƭǘ ƛǎ ǿƻǊƪƛƴƎΦ Ψ¢Ƙƛǎ ƛǎ ǇǊŜŘƻƳƛƴŀƴǘƭȅ ŀ ǇǊƻōƭŜƳ ǿƘŜǊŜ ǇŀǊŜƴǘǎ ŀǊŜ ǿƻǊƪƛƴƎΦέ

ÅΨ/ƘƛƭŘǊŜƴ ŦŀŎŜ ŀ ǿŀǾŜ ƻŦ ǊŜǎǇƛǊŀǘƻǊȅ ƛƭƭƴŜǎǎ ǿƛǘƘ ƭƻƴƎ-term consequences, 
ŀŎŎƻǊŘƛƴƎ ǘƻ ŀ ǊŜǾƛŜǿ ōȅ {ƛǊ aƛŎƘŀŜƭ aŀǊƳƻǘΣ ŘƛǊŜŎǘƻǊ ƻŦ ¦/[Ωǎ LƴǎǘƛǘǳǘŜ 
of HealthEquity, and Prof Ian Sinha (2022).

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

ÅΨ²ƛǎŜ ƳŀƴŀƎŜǊǎ ǘƘƛƴƪ ǿƘŀǘ ǘƘŜƛǊ ǎǳŎŎŜǎǎƻǊǎ ǿƻǳƭŘ ǿŀƴǘ ǘƘŜƳ ǘƻ Řƻ ŦƻǊ ǘƘŜƛǊ ŦǳǘǳǊŜΦ ¢ƘŜ άŀƴǘƛ-ǿƻƪŜέ 
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 
ŀƴŘ ŦŀƛǊΩΦ dan.thomas@ft.com. 18.12.22

ÅΨ!ǎ ǘƘŜ ¦Y ŀǇǇǊƻŀŎƘŜǎ ǊŜŎŜǎǎƛƻƴΣ ǘƘŜ ǎƭƻǿ ōǳǘ ŘŜŦƛƴƛǘŜ ǇǊƻƎǊŜǎǎ ƳŀŘŜ ƛƴ ǊŜŎŜƴǘ ȅŜŀǊǎ ƻƴ ŀǊŜŀǎ ǎǳŎƘ 
ŀǎ ƎŜƴŘŜǊ Ǉŀȅ ŀƴŘ ŘƛǾŜǊǎŜ ǊŜǇǊŜǎŜƴǘŀǘƛƻƴ ƻƴ ōƻŀǊŘǎ ƛǎ ƴƻǿ ǎŜŜƴ ŀǎ ŀǘ ǊƛǎƪΩΦ

Å Economic pressures widen inequalities. Jonathan GeldartΣ 5D ƻŦ ǘƘŜ LƴǎǘƛǘǳǘŜ ƻŦ 5ƛǊŜŎǘƻǊǎΥ άƛƴ ǘƘŜ 
ŦŀŎŜ ƻŦ ŜŎƻƴƻƳƛŎ ǳƴŎŜǊǘŀƛƴǘȅΣ ǘƘŜǊŜ ƛǎ ŀ Ǌƛǎƪ ƻŦ ǘƘŜ ǇǊƻƎǊŜǎǎ ƻŦ ǊŜŎŜƴǘ ȅŜŀǊǎ ōŜƛƴƎ ŜǊƻŘŜŘέΦ

ÅtƻƭƛǘƛŎŀƭ ǘǳǊƳƻƛƭΥ wƛƎƘǘΥ 59L ǎŜŜƴ ŀǎ ΨwokeismΩ ǿƘƛŎƘ ŎƻƴǎǘǊŀƛƴǎ ōǳǎƛƴŜǎǎ ŀƴŘ ƳŀǊƪŜǘǎ

- [ŜǘǘŜǊ ŦǊƻƳ пл atǎ ǘƻ ŎƘŀƴŎŜƭƭƻǊ WŜǊŜƳȅ Iǳƴǘ ŘŜƳŀƴŘŜŘ Ŏǳǘǎ ǘƻ άǿƻƪŜέ ŎŀǳǎŜǎ ǎǳŎƘ ŀǎ 95LΦ

- UBT stopped in NHS and government departments

Å Left: Inequality/class-drivenΥ Ψaŀƭƛƪ ǉǳŜǎǘƛƻƴǎ ƭŀȊȅ ŀǎǎǳƳǇǘƛƻƴǎ ŀōƻǳǘ ǊŀŎŜΦ IŜ ǊŜǘŜƭƭǎ ǘƘŜ ƘƛǎǘƻǊȅ ƻŦ ŀ 
ǊŀŎƛŀƭƛǎŜŘ ǿƻǊƪƛƴƎ Ŏƭŀǎǎ ǿƘƛŎƘ ǎƛǘǎ ǳƴŎƻƳŦƻǊǘŀōƭȅ ǿƛǘƘ ǘƻŘŀȅΩǎ ƻōǎŜǎǎƛƻƴ ǿƛǘƘ ΨǿƘƛǘŜ ǇǊƛǾƛƭŜƎŜΩΦ

Å FTSE 100 ŎƘŀƛǊΥάǇǳōƭƛŎcompany is broken.. 70% of the [board] agenda is governance, directors have 
ǘƻ ǿƻǊǊȅ ǿƘŜǘƘŜǊ ǘƘŜƛǊ ƎŜƴŘŜǊ Ǉŀȅ ƎŀǇ Ƙŀǎ ƎƻƴŜ ǳǇ ƻǊ ŘƻǿƴΣ ǿƘŀǘ ǿƛƭƭ ōŜ ǿǊƛǘǘŜƴ ƛƴ ǘƘŜ 9ȄǇǊŜǎǎΦέ 

Å Lord ShinkwinάŘƛǎƳƛǎǎƛƴƎ 95L ŀǎ ǇŀǊǘ ƻŦ ǘƘŜ ǿƻƪŜ ŀƎŜƴŘŀ ƛǎ ǘƻ ǘǳǊƴ ŀƎŀƛƴǎǘ Ŝǉǳŀƭ ƻǇǇƻǊǘǳƴƛǘȅέΦ

/ƻƴǎŜǊǾŀǘƛǾŜ at 5ŀƴƛŜƭ IŀƴƴŀƴΥ Ψ²ƘŜƴ ŀ Ƴƛƭƭƛƻƴ ƳƻǊŜ ǇŜƻǇƭŜ ŀǊŜ ƻƴ ǘƘŜ ŘƻƭŜΣ 
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 universities 
having bequests from the wrong 19th-century donors?  April, 2020

mailto:dan.thomas@ft.com


IƻǿΩǎ ƛǘ ƎƻƛƴƎ ƻƴ Ǉŀȅ ƎŀǇǎΚ

ÅPay 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 reporting it is soooimportant! )

ÅSlow 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 Covid-19

- Ψ¢ƘŜ DŜƴŘŜǊ tŀȅ DŀǇ wŜǇƻǊǘƛƴƎ wŜƎǳƭŀǘƛƻƴǎ ƘŀǾŜ ŘǊƛǾŜƴ ŀƴ ƛƳǇƻǊǘŀƴǘ ƴŀǘƛƻƴŀƭ ŘŜōŀǘŜ ƻƴ ŦŀƛǊƴŜǎǎ ŀǘ 
ǿƻǊƪΣ ŀƳǇƭƛŦƛŜŘ ōȅ ǘƘŜ ǳƴŜǉǳŀƭ ƘŜŀƭǘƘ ŀƴŘ ŜŎƻƴƻƳƛŎ ƛƳǇŀŎǘ ƻŦ ǘƘŜ ǇŀƴŘŜƳƛŎΩ 9Iw/Σ нлнл

- ²Ŝ ƘŀǾŜ ŦƛǾŜ ȅŜŀǊǎΩ ǿƻǊǘƘ ƻŦ Řŀǘŀ ƻƴ ƎŀǇǎ ƻƴ Ŏ млΣллл ŜƳǇƭƻȅŜǊǎ ǘƻ ōŜǘǘŜǊ ǳƴŘŜǊǎǘŀƴŘ ƴŀǘǳǊŜ ϧ 
causes. Compliance is high (probably above NLW),significant number reporting voluntarily

- 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 groups - 900+ 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 data 
& growing numbers extending EPGR voluntarily



IƻǿΩǎ ƛǘ ƎƻƛƴƎ ƻƴ Ǉŀȅ ƎŀǇǎΚ

ÅCovid and lockdowns, combined with the 18-month suspension 
have generally widened gender and probably other gaps. 
Nationally they have recovered but are still above 2019. 

Å2022 14.9% all employee, 8.3% full timers (17.9% 2021) - ONS

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

ÅPension gaps starting to be an area of focus 

- ΨLǘΩǎ ƴƻǘ ǎǳǊǇǊƛǎƛƴƎ ƳŜƴ ŀǊŜ ƳƻǊŜ ƭƛƪŜƭȅ ǘƘŀƴ ǿƻƳŜƴ ǘƻ ƘŀǾŜ 
pension saving rates above the cash LP benchmarks: 23% of 
ƳŀƭŜ ǿƻǊƪŜǊǎ ƳŜǘ ǘƘŜ ΨǿƘƻƭŜ ŎŀǊŜŜǊΩ ōŜƴŎƘƳŀǊƪΣ ŎƻƳǇŀǊŜŘ ǘƻ 
мр҈ ƻŦ ŦŜƳŀƭŜ ǿƻǊƪŜǊǎ Ψ wŜǎƻƭǳǘƛƻƴ CƻǳƴŘŀǘƛƻƴΣ нлнм

- ¢ƘŜ tŜƴǎƛƻƴ tƻƭƛŎȅ LƴǎǘƛǘǳǘŜκbƻǿ όнлннύ ŦƻǳƴŘΥ Ψ.ȅ ŀƎŜ срΣ ǘƘŜ 
ƳŜŘƛŀƴ ǿƻƳŜƴΩǎ ǇŜƴǎƛƻƴ ǿŜŀƭǘƘ ƛǎ ϻсфΣлллΣ ƳŜƴΩǎ ƛǎ ϻнлсΣлллΩ

- ¢¦/ ǊŜǎŜŀǊŎƘ όнлннύ ƛŘŜƴǘƛŦƛŜŘ ŀ Ψоу҈ ƎŜƴŘŜǊ ǇŜƴǎƛƻƴ ƎŀǇΩΦ

ÅExperiences internationally appear to be broadly similar



LǘΩǎ ŀ ǎƛƳƛƭŀǊ ǇƛŎǘǳǊŜ ƻƴ ŜǘƘƴƛŎƛǘȅΥ 
ǎƻƳŜ ǇǊƻƎǊŜǎǎΧ
Å There now 954 signatories to the BITC race at work charter
Å 79 employers are reporting GPG annually using the Invest in Ethnicity framework



LǘΩǎ ŀ ǎƛƳƛƭŀǊ ǇƛŎǘǳǊŜ ƻƴ ŜǘƘƴƛŎƛǘȅΥ ƭŀŎƪ ƻŦ ƎŀǇ 
closure and some worsening

ÅΨ¢ƘŜ ŜǘƘƴƛŎƛǘȅ Ǉŀȅ ƎŀǇ ōŜǘǿŜŜƴ ²ƘƛǘŜ ŀƴŘ ŜǘƘƴƛŎ ƳƛƴƻǊƛǘȅ ŜƳǇƭƻȅŜŜǎ Ƙŀǎ ƴŀǊǊƻǿŜŘ ǘƻ ƛǘǎ 
ǎƳŀƭƭŜǎǘ ƭŜǾŜƭΩ ǎƛƴŎŜ ŦƛǊǎǘ ƳŜŀǎǳǊŜŘ ōȅ ǘƘŜ hb{ ƛƴ нлмн ƛƴ 9ƴƎƭŀƴŘ ŀƴŘ ²ŀƭŜǎΦ

Å.ǳǘ ΨƳƻǎǘ ƻŦ ǘƘŜ ƳƛƴƻǊƛǘȅ ŜǘƘƴƛŎ ƎǊƻǳǇǎ ŀƴŀƭȅǎŜŘ ŎƻƴǘƛƴǳŜ ǘƻ ŜŀǊƴ ƭŜǎǎ ǘƘŀƴ ²ƘƛǘŜ .ǊƛǘƛǎƘ 
ŜƳǇƭƻȅŜŜǎΩΦ Lƴ нлмфΣ ǘƘƻǎŜ ƛƴ ǘƘŜ /ƘƛƴŜǎŜΣ ²ƘƛǘŜ LǊƛǎƘΣ ²ƘƛǘŜ ŀƴŘ !ǎƛŀƴΣ ŀƴŘ LƴŘƛŀƴ ŜǘƘƴƛŎ 
ƎǊƻǳǇǎ ŘƛŘ ŜŀǊƴ ƘƛƎƘŜǊ ƘƻǳǊƭȅ Ǉŀȅ ƻƴ ŀǾŜǊŀƎŜ ǘƘŀƴ ²ƘƛǘŜ .ǊƛǘƛǎƘ ŜƳǇƭƻȅŜŜǎΩ

ÅΨaŀƧƻǊ ǾŀǊƛŀǘƛƻƴǎ ŀǊŜ ŜǾƛŘŜƴǘ ōȅ ƎǊƻǳǇ ŀƴŘ ƎŜƴŘŜǊΣ ƭƻŎŀǘƛƻƴ ŀƴŘ ōƛǊǘƘǇƭŀŎŜΩΦ !ƭǎƻ ǾŜǊȅ ŘƛŦŦŜǊŜƴǘ 
sizes of the populations can present challenges even with measuring differences nationally. 

ÅΨ¢ƘŜ ŜǘƘƴƛŎƛǘȅ Ǉŀȅ ƎŀǇ ƛǎ ƭŀǊƎŜǊ ŦƻǊ ƳŜƴ ǘƘŀƴ ǿƻƳŜƴ όǘƘƻǳƎƘ ŦƻǊ Ƴƻǎǘ ŜǘƘƴƛŎ ƎǊƻǳǇǎΣ ƳŜƴ 
ŎƻƴǘƛƴǳŜ ǘƻ ŜŀǊƴ ƳƻǊŜ ǘƘŀƴ ǿƻƳŜƴύΩΦ

ÅΨ¢ƘŜ ǎƛȊŜ ƻŦ ǘƘŜ ŜǘƘƴƛŎƛǘȅ Ǉŀȅ ƎŀǇ ŦƻǊ ǘƘƻǎŜ ŀƎŜŘ ол ȅŜŀǊǎ ŀƴŘ ƻǾŜǊ ƛǎ ƭŀǊƎŜǊ ǘƘŀƴ ŦƻǊ ǘƘƻǎŜ ŀƎŜŘ 
16 to 29 years, and for foreign-born versus UK-ōƻǊƴ ǇŜƻǇƭŜΩ

ÅΨ¢ƘŜ ŜǘƘƴƛŎƛǘȅ Ǉŀȅ ƎŀǇ ŘƛŦŦŜǊǎ ōȅ ǊŜƎƛƻƴΩ - largest in London (23.8%), smallest in Wales (1.4%).

Å Adjusting for pay-determining characteristics narrows the pay gap for many (though not all) 
ethnic groups, helping us to better understand differences in earnings.

Å The ONS 12-factor model explains 40% of  gap, incl age, gender, birthplace, sector, occupation

Å Although the government accepted {ŜǿŜƭƭΩǎ ǾƛŜǿ on compulsion there is still strong political 
debate eg²9/ ΨƴƻƴǎŜƴǎƛŎŀƭΩΣ ŀƴŘ Ƴŀƴȅ ŜƳǇƭƻȅŜǊκǇǊƻŦŜǎǎƛƻƴŀƭ ōƻŘƛŜǎκ ¢¦ǎΣ ǎǘƛƭƭ ǎǳǇǇƻǊǘ ǘƘƛǎ

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 
actionsς



What about your existing EDI 
policies: much impact?

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

Å Ψ¢ƛƳŜ ŦƻǊ ŀ ƴŜǿ ƎŜƴŘŜǊ Ŝǉǳŀƭƛǘȅ ǇƭŀȅōƻƻƪΧƎƭŀŎƛŀƭ ǇǊƻƎǊŜǎǎΩ όнлмтύ

Å Iris Bohnetvs Dobbin and Kalev(2016), no impact on key dials, - but 
ΨƘŀǊŘΩ ƻǊ ΨǎƻŦǘΩ ǊŜǎǇƻƴǎŜΚ

Å Warmingtonand Kline (2016) similar on UBT in NHS.

Å CIPD research paper: only 10% in HR feel their policies are effective, a 
ǘƘƛǊŘ ƻŦ ǎŜƴƛƻǊ ƳŀƴŀƎŜǊǎ ŘƻƴΩǘ ŦŜŜƭ ǘƘŜ ƎŜƴŘŜǊ Ǉŀȅ ƎŀǇ ƛǎ ŀƴ ƛǎǎǳŜ



Why the lack of progress?

Å HR

- Lack of prioritisation

- CƻŎǳǎ ƻƴ ΨǎƻŦǘΩ ǾƻƭǳƴǘŀǊȅ ŀƴŘ ŘŜǾŜƭƻǇƳŜƴǘŀƭ ƛƴƛǘƛŀǘƛǾŜǎ

- Ψtǳǘ ƛǘ ƛƴ ǘƘŜ ŜǉǳŀƭƛǘȅκŘƛǾŜǊǎƛǘȅ ōƻȄΩ

- [ŀŎƪ ƻŦ ŀƭƛƎƴƳŜƴǘ ǿƛǘƘ ǘƘŜ ōǳǎƛƴŜǎǎκƭŜŀŘŜǊǎΩ ŀƎŜƴŘŀǎ

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

- Over-focus on formal base pay mechanics egjob evaluation

- Lack of attention to: underlying cultural and process issues

- underpinning structural issues

Å95L ǎǇŜŎƛŀƭƛǎǘǎΥ Ψ¢ƘŜ Ƴǳƭǘƛ ōƛƭƭƛƻƴ ŘƻƭƭŀǊ ŘƛǾŜǊǎƛǘȅ ƛƴŘǳǎǘǊȅΩ wƻōƛƴ DiAngelo

- ΨSiloismΩκǎƛƴƎƭŜ ƛǎǎǳŜ ŀƴŘ ƛƴƛǘƛŀǘƛǾŜ ŦƻŎǳǎ

- CƻŎǳǎ ƻƴ ǿƘŀǘΩǎ Ŝŀǎȅ ǊŀǘƘŜǊ ǘƘŀƴ ǿƘŀǘ ǿƻǊƪǎ

- Failure to engage leaders and line managers

- Failure to involve people 

Ψ

ΨLƴDiversity, Inc.,award-winning journalist 
Pamela Newkirk explores three industries, 
showing how the vast majority of their diversity 
efforts are all optics. For example, between 2014 
and 2016, Google spent $265 million dollars on 
some of the most common tactics for diversifying 
the workforce but their percentage of black 
employees remains stubbornly at 2%. In showing 
ǿƘȅ ǘƘŜǎŜ ŜŦŦƻǊǘǎ ŀǊŜ ŦŀƛƭƛƴƎΣ Ψ



Ethnicity Pay Gaps: put the effort in

Ψ9ǘƘƴƛŎƛǘȅ Ǉŀȅ ƎŀǇ ǊŜǇƻǊǘƛƴƎ ǿƛƭƭ ƘŜƭǇ ŀŎƘƛŜǾŜ ŜǉǳŀƭƛǘȅΩΦ 5ŀǾƛŘ Isaac, ex-chair EHRC, 15.6.20.

Ψ¢ƘŜ /Lt5 ƘƛƎƘƭƛƎƘǘǎ ǘƘŜ ƴŜŜŘ ŦƻǊ ƻǊƎŀƴƛǎŀǘƛƻƴǎ ǘƻ ōŜ ƳƻǊŜ ǘǊŀƴǎǇŀǊŜƴǘ ŀōƻǳǘ Ƙƻǿ ǘƘŜȅ ǊŜǇƻǊǘ ƻƴ ŜǘƘƴƛŎƛǘȅΧ ŀǎ ŀ 
Ŏŀǘŀƭȅǎǘ ŦƻǊ ŎǊŜŀǘƛƴƎ ƳƻǊŜ ŘƛǾŜǊǎŜΣ ƛƴŎƭǳǎƛǾŜ ǿƻǊƪǇƭŀŎŜǎΩΦ /Lt5 /9h Peter Cheese, 10.10.18

Å It should be mandatory ςTUC, CBI, UCEA, REC, CIPD, IES, etc, etc

Å{ŜǿŜƭƭΩǎ /ƻƳƳƛǎǎƛƻƴ ƭŜŘ ƎƻǾŜǊƴƳŜƴǘ ǘƻ ǊŜǾŜǊǎŜ ǇƻƭƛŎȅΣ ΨǎǳǇǇƻǊǘΩ ƴƻǘ ƳŀƴŘŀǘŜΣ ƎǳƛŘŀƴŎŜ ƻǳǘ ƭŀǎǘ ǿŜŜƪ

Å In the meantime, employers should voluntarily report ςrecent numbers up, then down

Å Acknowledge the difficulties

Å5ƛǎŎǳǎǎ ŀƴŘ ǎƘŀǊŜ ǘƘŜ /Lt5Ωǎ ŦǊŀƳŜǿƻǊƪ ŦƻǊ Ƙƻǿ ǘƻ Řƻ ƛǘ

Å Explain and discuss how to use it to act to drive racial equality

ΨGovernment should introduce 

mandatory ethnicity pay gap 
reporting by April 2023 for all 
organisations that currently report 
for gender. Legislation should 
include the requirement for 
employers to publish a supporting 
ƴŀǊǊŀǘƛǾŜ ϧ ŀŎǘƛƻƴ ǇƭŀƴΩΦ 

Ψ9ǘƘƴƛŎƛǘȅ Ǉŀȅ ƎŀǇ ǊŜǇƻǊǘƛƴƎ ΦΦƳŀȅ ƴƻǘ 
be the most appropriate tool for every 
type of employer seeking to ensure 
fairness in the workplace. We want to 
avoid imposing new reporting burdens 
on businesses as they recover from the 
pandemic and so we will not be 
legislating for mandatory reporting at 
ǘƘƛǎ ǎǘŀƎŜΩ
Government response to Sewell,2022

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

ÅRepresentation and Recruitment:

- Slow but steady progress on Women on Boards ςnow 40% target in private sector

- Smaller pay gaps in female-led firms (Hensvik2014)

- Some studies show positive impact of mentoring and role modelling

- Blind interviewing and rep selection panels impact ςDiversity by Design (Bohnet), some evidence too in Europe

- Controlling pay setting and reducing manager discretion/pay ranges reduces gaps (Menino, 2013)

ÅEducation and skills: 

- DƛǊƭǎ ǘŀƪƛƴƎ н {¢9a ǎǳōƧŜŎǘ Ψ!Ω ƭŜǾŜƭǎ ƘŀŘ ǿŀƎŜǎ оо҈ ƘƛƎƘŜǊ ό[ƻƴŘƻƴ 9ŎƻƴƻƳƛŎǎΣ нлмрύΤ ŜƳǇƭƻȅŜǊ ǘǊŀƛƴƛƴƎ ŀǎǎƻŎƛŀǘŜŘ 
with 6% higher wages (Olsen, 2010)

- WAVE ςupskilling and multiskilling lower paid female employees in Welsh local authorities into re-designed jobs.

Å 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 

- Germany Elterngeldallowance came in 2007, % fathers taking leave rose from 3% to 20%

- My Family Care Survey: 2% take up of shared parental leave by men ςculture and pay barriers. Voluntary take up eg
Diageo

- https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/705820/Parents__deci
sions_about_returning_to_work_and_child_caring_responsibilities.pdf

Source: IES report Tackling Pay Gaps, available at: https://www.equalityhumanrights.com/en/publication-download/research-report-110-tackling-gender-
disability-and-ethnicity-pay-gaps-progress

ΨhǘƘŜǊ ǊŜǎŜŀǊŎƘ Ƙŀǎ ǎƘƻǿƴ ǘƘŀǘ ǘŜŀƳǎ ǘƘŀǘ ƘƛǊŜ ŀƴŘ 
retain women see increased productivity and 
innovation and that consumer-facing companies risk 
brand erosion and loss of business if they fail to meet 
the moment by enacting diversity and pay equity 
ƳŜŀǎǳǊŜǎΦΩ19

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
ÅHR focuses most on training/voluntary/soft initiatives that have a questionable impact on equality and pay gaps

ÅA broad range of initiatives across a full range of HR/employment areas for a sustained period is most effective 

ÅLƴŎƭǳŘŜ ΨƘŀǊŘκŎƻƳǇǳƭǎƻǊȅΩ ƛƴƛǘƛŀǘƛǾŜǎ -ΨwƻƻƴŜȅ ǊǳƭŜΩ Τ ΨōƭƛƴŘŜǊΩ ǊŜŎǊǳƛǘƳŜƴǘΣ ǎŀƭŀǊȅ ƘƛǎǘƻǊȅ ōŀƴǎ

ÅEHRC recommendations:

1. Address differences in subject and career choices, educational attainment and access to apprenticeships.

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 responsibilities.

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

5. Report on progress in reducing pay gaps.

Å IES Research: Pay reporting and transparency, plus

1. Recruitment and taking action, egprocesses anonymous, 

2. Providing training and nurturing talent from under-represented groups;

3. Raising minimum pay levels and progression for all;

4. Targeting increases in representation at senior levels;

5. The implementation of wide ranging diversity and inclusion policies;



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

ÅTheInc. MagazineŘŜǎŎǊƛōŜŘ нлнн ŀǎ άǘƘŜ ȅŜŀǊ ƻŦ Ǉŀȅ ǘǊŀƴǎǇŀǊŜƴŎȅΣέ

ÅBy 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.

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

ÅEmerging research on bans indicates that these policies are having the intended effect

- A California study (April 2020) found that when employers were prohibited from 
ǎŜŜƪƛƴƎ  ŀ Ƨƻō ŎŀƴŘƛŘŀǘŜΩǎ ǇǊƛƻǊ ǎŀƭŀǊȅΣ ǘƘŜ ƻǾŜǊŀƭƭ ƎŜƴŘŜǊ ǿŀƎŜ ƎŀǇ ƴŀǊǊƻǿŜŘΣ ƭŀǊƎŜƭȅ 
due to increased earnings for women.Women older than 35 saw the greatest earnings 
increaseτparticularly women who were married and had children older than age 5.

- .ƻǎǘƻƴ ¦ƴƛǾŜǊǎƛǘȅΩǎ {ŎƘƻƻƭ ƻŦ [ŀǿ όWǳƴŜΣ нлнлύ  ŦƻǳƴŘ ǘƘŀǘ ŀŦǘŜǊ ǎŀƭŀǊȅ ƘƛǎǘƻǊȅ ōŀƴǎ 
came in, workers who changed jobs saw their pay increase by 5% more than 
comparable workers, with even larger benefits for women & African Americans

ÅMajor companiesτƛƴŎƭǳŘƛƴƎ .ŀƴƪ ƻŦ !ƳŜǊƛŎŀΣ /ƛǎŎƻ {ȅǎǘŜƳǎΣ [ŀƴŘǎΩ 9ƴŘΣ {ǘŀǊōǳŎƪǎΣ 
etc.τhave already pledged to limit their use of salary history as a measure to address 
gender and racial equity in the workplace.But some reversal egNetflix

Ψ.ȅ ǘŜŀǊƛƴƎ Řƻǿƴ ŀ ŦƻǊƳ ƻŦ ǎǘǊǳŎǘǳǊŀƭ ōƛŀǎΣ ǎŀƭŀǊȅ 
history bans can help break the cycle of wage 
discrimination that can follow women and workers of 
color from job to job. Recent evidence shows that 
these bans are an important and effective starting 
point in the fight for equal pay, but more is needed to 
close the stubborn gender wage gap. Policymakers 
must pursue a robust, comprehensive effort to combat 
pay discrimination and ensure economic security for 
ǿƻƳŜƴΩΦ
https://www.americanprogress.org/article/salary-
history-bans-matter-securing-equal-pay/

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 bansςthe new front for 
progress? Europe
ÅΨ¢ƘŜ ƴŜǿ ŘƛǊŜŎǘƛǾŜ ǎǘŀǘŜǎ ǘƘŀǘ ŀƭƭ ŎƻƳǇŀƴƛŜǎ ǿƛǘƘ ŀǘ ƭŜŀǎǘ рл ŜƳǇƭƻȅŜŜǎ Ƴǳǎǘ 

disclose information that makes it easier for those working for the same employer 
to compare salaries and expose any pay inequalities. Pay includes bonus, 
overtime, allowances, sick pay and occupational pensions. 

- Pay transparency for job-seekersςEmployers will have to provide information about 
the initial pay level or range in the vacancy notice or before the interview. Employers 
will not be allowed to ask prospective workers about their pay history.

- Rights to information for employeesςthe 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 gapςEmployers with at least 100 employees will have to 
publish information on the pay gap between female and male workers. Employers 
with at least 250 employees will report every year, with 150 to 249 employees every 
three years. After five years employers with between 100 and 149 employees will 
also have to report every three years.

- Joint pay assessmentςWhere pay reports reveals a gender pay gap of at least 5% 
and the employer cannot justify the gap on basis of objective gender neutral factors, 
employers will have to carry out a pay assessment, in cooperation with workers' 
representatives.

ÅDenmark: reduced gaps by harmonising up

ÅUSNBER study suggests overall pay levels fell in closing gaps in certain states

ÅNorway: improved happiness of  low and medium paid

ÅUK: ?



Transparency: not great in the UK currently
ÅUnder UK law (Section 172 of the 2006 Companies Act) directors are supposed to 

report how they serve the interests of stakeholders, including employees

ÅΨ{ƻΣ Ƙƻǿ ƳǳŎƘ Řƻ ǘƘŜȅ ǘŜƭƭ ǳǎ ŀōƻǳǘ ǘƘŜƛǊ ŜƳǇƭƻȅŜŜǎΚ !ƴǎǿŜǊΥ ƴƻǘ ƳǳŎƘΩΦ tLw/Σнлннύ

- ΨhǘƘŜǊ ǘƘŀƴ ƛǎǎǳŜǎ ǿƘŜǊŜ ōǳǎƛƴŜǎǎŜǎ ŀǊŜ ǎǘŀǘǳǘƻǊƛƭȅ ǊŜǉǳƛǊŜŘ ǘƻ ŘƛǎŎƭƻǎŜΣ ǎǳŎƘ ŀǎ ǘƘŜ 
ƎŜƴŘŜǊ Ǉŀȅ ƎŀǇ ŀƴŘ aƻŘŜǊƴ {ƭŀǾŜǊȅ !ŎǘΣ ǊŜǇƻǊǘƛƴƎ ǎǘŀƴŘŀǊŘǎ ǿŜǊŜ ƘǳƎŜƭȅ ǳƴŜǾŜƴΦΩ

- Only 3% of businesses revealed their ethnic pay gap, 7% workforce age diversity.

- 11% revealed the numbers of part-time staff, 6% disclosed the agency staff.

- No FTSE-100 firm revealed the number of zero-hours contracts. 8% gave TU %.

Å!ƴƴǳŀƭ ǊŜǇƻǊǘǎ Ψ ƛŘŜƴǘƛƪƛǘ tw ŜȄŜǊŎƛǎŜǎ Ŧǳƭƭ ƻŦ ōŀƴŀƭ ǎǘŀǘŜƳŜƴǘǎΦΦΦ hƴƭȅ мс҈ ƻŦ C¢{9-100 
ƎŀǾŜ ŀ ōŀƭŀƴŎŜŘ ŘƛǎŎǳǎǎƛƻƴ ƻŦ ǘƘŜƛǊ ǿƻǊƪŦƻǊŎŜΩ

ÅGlassdoor (2022)

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

- Over 50% of employers do not advertise vacancies with salary information

- Pay range disclosure: attractive to recruits and employees, especially younger female

ÅAdzuna(2022) 

- Salary transparency popular with employees 

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

ÅWhy? HR Magazine: (Wybourn, 2023)

- ΨƛŦ ŀ ŎƻƳǇŀƴȅ ŎƘƻƻǎŜǎ ǘƻ ōŜ ƻǇŜƴ ŀōƻǳǘ ƛǘǎ ǇŀȅΣ ƛǘ Ƴŀȅ Ǌƛǎƪ ŎƻƴŦǳǎƛƻƴΣ ŀǎ ŜƳǇƭƻȅŜŜǎ 
may not be aware of background information such as skills, experience, and level of 
responsibility that can influence their pay.

- Another disadvantage could be high-ǇŜǊŦƻǊƳƛƴƎ ƛƴŘƛǾƛŘǳŀƭǎ Ƴŀȅ ŦŜŜƭ ŘƛǎǎŀǘƛǎŦƛŜŘΩΦ

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
Å9ǉǳŀƭƛǘȅ ¢ǊǳǎǘΩǎ ΨCŀƛǊ 
tŀȅ C¢{9Ω 
https://equalitytrust.org.uk/fair-pay-
campaign/fair-pay-ftse

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


Rewarding  fairness
ÅFair pay through job evaluation/common pay structure 

ÅLow pay: LW internal emphasis to talent management, 
permanent contracts, no hire/fire

- Continue MW uplift ςwhy not at LW levels?

ÅPay progression for all

ÅHigh pay: Future model: competitive base pay, collective 
bonus/ shares, long-term shareholding (Purposeful Co)

ÅCollective gainshare/profit-sharing: why so few?

ÅEmployee Ownership Association show the 
performance premium

ÅEmployee Owned Trusts, 550 in 2020 to 1000 plus

ά/ƻǾƛŘ ŎƻƳƛƴƎ ǎǘǊŀƛƎƘǘ ŀŦǘŜǊ ǿŜ ƘŀŘ ŀōŀƴŘƻƴŜŘ ǘƘŜ 
private sale process was in some ways cathartic.. a 
ǊŜŀƭ ŜǳǊŜƪŀ ƳƻƳŜƴǘΧ²Ŝ ǊŜŀƭƛǎŜŘ ǘƘŜǎŜ ǇŜƻǇƭŜ ǿƘƻ 
had enabled us to do so well up to that point we 
considered as employees were in fact much more like 
ƻǳǊ ŦŀƳƛƭȅΦέ       CƻǳƴŘŜǊǎ ƻŦ Dƻ !ǇŜ             FT, 7.2.22

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. ²ƘŀǘΩǎ ƻǳǊ ǊŀǘƛƻƴŀƭŜκŎŀǎŜ ŦƻǊ ŎƻƴǘƛƴǳŜŘκƛƴǘŜƴǎƛŦƛŜŘ ŀŎǘƛƻƴ ƻƴ Ǉŀȅ ƎŀǇǎΚ

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



Actions: do you have?

Action Yes No Partially 
(for 
who)

Plans/thou
ghts

Ψ.ƭƛƴŘΩ 
recruitment

Salary history 
bans

Pay range 
transparency for 



Conclusions: Treat pay gap reporting and 
closure as a  continuous process

Set the Aims 
and Scope  

Gather and 
clean the data

Calculate the 
stats

Analyse 
causation and 
draft narrative

Develop 
action plan

Communicate, 
implement, 
monitor and 
review



In conclusion, keep it..
ÅMulti-pronged

ÅMultiple initiatives

ÅMeasured and monitored

ÅOver years in most cases

ÅComprehensive but focused.

ÅWith on-going involvement of stakeholders and 
communications.

ÅUse your learning from GPG reporting to progressively extend to 
reporting and acting on other protected groups

.ǳǘΧ

ÅSpot/take the emerging opportunities 

ÅBe Smart and Sustained

Ψ¢ƘŜ ǊƻǳǘŜ ǘƻ ǎǳŎŎŜǎǎ ƛǎ ŀ 
ǿƻǊǘƘǿƘƛƭŜ ǎƭƻƎΩ

David Smith, Chair, IES

ΨwŀŎƛǎƳ ŀƴŘ ǎŜȄƛǎƳ ǿƛƭƭ ǇǊƻōŀōƭȅ 
ŀƭǿŀȅǎ ŜȄƛǎǘΧ
Start where you are. Use what you 
ƘŀǾŜΦ 5ƻ ǿƘŀǘ ȅƻǳ ŎŀƴΦΩ
Arthur Ashe



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. 

Duncanôs clients have included Shell and Lloyds Banking Group, the Cabinet 
Office and NHS Employers, and major charities including Unicef, the Princeôs 
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 
is the joint author with Michael Armstrong of the UKôs best-selling Handbook of 
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 Childrenôs Society.

Email: duncanibrown54@gmail.com

Twitter: https://twitter.com/duncanbHR

blog: https://www.employment-studies.co.uk/news/combating-inequality-2-budget-
and-levelling-levelling-down-and-levelling

article: https://www.linkedin.com/pulse/never-againso-what-could-new-normal-look-
like-reward-employment/

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

Recent book: https://www.koganpage.com/product/armstrong-s-handbook-of-
reward-management-practice-9780749484361
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