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Introduction – Our strategy & approach
to diversity pay gap reporting
• Inclusion and diversity as an essential part of our Purpose, Culture and
our Values.
• Key to our approach has been putting inclusion first

• … and being data-driven
• The transparency and accountability that our diversity metrics bring including our pay gap data - is crucial in driving equity and fairness
across our company

• In terms of action, we take a data driven approach to setting our Diversity
& Inclusion Plan and to monitoring our progress.

Why do we report and what are diversity pay
gaps?
• Transparency is key for our organisation – voluntarily publishing pay gaps, publicly
setting targets and setting out our plan
• We publish our pay gaps as part of our annual report and the narrative we provide
explains the gaps and actions we are taking to close them.
• We first voluntarily published our gender pay gap for 2018 and ethnicity pay gap for
2020.
• As we have sought to address the increasing social inequality in our country we also
published bonus gaps in 2020 and 2021.
• We are continuing to go beyond the regulatory pay gap reporting requirements
• Diversity pay gaps show the difference in earnings (hourly pay or total earnings)
across the organisation and reflect the fact that we have fewer women, minority
groups, in senior positions within the company.

What do we publish?

Our full data set includes disclosure of both the mean and median pay gap % for both combined pay gap and for
regulatory pay gaps.
As required under the gender pay legislation we also include our bonus gap and our pay quartiles. Whilst we are not
required to publish our ethnicity pay gap, we disclose the same information for our ethnicity pay gap following the
same methodology.

What do we publish?

Our Diversity & Inclusion Plan for next 3 years

Workplace: Environment

Workforce: Colleagues

Marketplace: Customer

Advance Our Culture of
Inclusion

Build a Diverse Workforce for
the Future

Enhance Innovation and
Business Performance

Build Inclusive Leadership
Competencies
Educate on race/cultural differences
and provide resources to enable
empathetic discussions to build
psychological safety
Recognise and reward inclusive
behaviours and inclusive benefits

Drive Leadership accountability
Reimagine sustainable talent systems
to ensure equitable opportunities for all

Strengthen business strategies to better
serve our diverse customers/consumers
to drive innovation and growth
Market Multicultural marketing strategies

Advance development for
diverse/under-represented
colleagues

Amplify and provide D&I thought
leadership and collaborate with strategic
partners to drive a more sustainable
world

What good practices are emerging from gender pay gap reporting that
can be applied to other pay gap reporting?
Data needs to be supplemented by an evidence based action plan

Take steps to evaluate the various reasons why you have a gap

Actions should target the employee lifecycle –recruitment/promotions/salary
negotiations/transparency over pay
Don’t simply list general diversity measures and expect that this will have an impact on the pay gap –
actions need to be targeted

Leadership oversight/sponsorship is necessary to maintain accountability and momentum

Lessons Learned
Lesson 1

No leadership commitment, no accountability,
no progress

Lesson 2

Recognise there is no ‘quick fix’

Lesson 3

Use data and analytics in planning activity and
in executing the activity

Lesson 4

Lesson 5

Focus on Inclusion from day one

Engage the masses
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