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On the 30th of March, all public sector companies in the UK with over 250
employees will be required to post a series of datapoints regarding
their gender pay gaps. The annual deadline for large private and voluntary 
sector employers is the 4th April. This is the second year running for 
this reporting requirement, and those companies that have not yet 
disclosed are diligently assessing their data and preparing reports and 
communications plans.

Gender pay gap reporting:
The looming deadline and the days, weeks and months that follow

In FTI Consulting’s People & Change practice, we have been advising companies across a range of 
sectors on their plans for gender pay gap (GPG) reporting and have observed differences in the run-up 
to the 2019 reporting deadline vs. last year. 

State the reality 
and give hope. To 

fully understand GPG is 
to appreciate that it will 
take time to address. 
Your people won’t 
expect an overnight 
change, but they will 
expect to see actions 
follow words.

Considering GPG in the context of International 
Women’s Day
This year, we noted that, in the coverage surrounding International Women’s Day 

(IWD), there were ongoing references to gender pay gap. As expected, during IWD, 

organisations took varying approaches to statements or gestures about female 

economic parity. A particularly bold move was made by Berlin’s Metro operator, 

BVG, which offered women a 21% discount on tickets for the whole month to reflect 

Germany’s gender pay gap. This discount was a headline grabber and a tangible 

example of an organisation actively putting money back into the pockets of women. 

Another notable initiative was launched by Amazon, which commissioned research 

into barriers for women in innovative careers. It used the results to kick-start a new 

series of initiatives called Amazon Amplify, designed to further boost diversity across 

its UK business. This is the type of quantifiable initiative that neatly reflects the brand 

while also seeking to target the barriers faced in improving diversity. Given Amazon’s 

relentless focus on measurement and innovation, it will no doubt be rigorously tracking 

progress in this effort to attract top talent and grow the diversity of its employee base. 

https://www.politico.eu/article/berlin-offers-women-21-metro-ticket-discount-to-highlight-pay-gap/
https://www.telegraph.co.uk/technology/2019/03/07/gender-diversity-innovation-not-just-right-thing-do-also-makes/
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For many companies, the run-up to IWD stirred similar 

questions around GPG reporting. How do diversity and gender 

fit into our broader strategy? How do we acknowledge these 

moments in a way that is credible and respectful? Most 

importantly, what do our employees need from us – and what 

do they want to hear? The bottom line for one HR director of 

a leading UK retailer, was simply “our employees want this 

recognised and that makes it important for us.” 

The approaches to ‘moments’ like IWD and GPG reporting are 

similar: they give companies the platform for a call to action. 

They compel organisations to take stock of what they have 

accomplished while sharing progress and plans. 

In the news: the run-up to gender 
pay gap reporting 
50% have improved their pay gap so far
According to analysis in The Guardian earlier this month, half of 

companies who had released their figures managed to reduce 

their pay gap from the previous year.

Looking at the 20% of companies who had filed figures for the 

year, 756 (50%) improved their gender pay gap. The article 

makes no mention of the level of improvements, but from our 

research it seems that most variations were small. That said, 

Monzo, the digital bank, showed one of the biggest changes by 

closing the gap from 48% to 14%. A spokesperson commented 

that a tripling of staff alongside workplace initiatives such as 

flexible working and mentorships have helped reduce the gap. 

That said, the top quartile of earners was still heavily male-

dominated, The Guardian reported.

A further 11% of businesses made either no progress on closing 

the gap or reported no gap for both years. Significantly, a figure 

that didn’t feature in the headline of this story was that 39% 

(592 companies) reported a worse gap than last year. 

How is your sector performing?
The Financial Times also looked at the data in early March, 

which drew some parallels with The Guardian article. However, 

some interesting insights emerge. The reports in early March 

showed a slight narrowing in the overall median gender pay 

gap: 11.1%, compared to 11.8% the previous year. 

The article then goes on to look at the data sector by sector 

– highlighting the best and worst performers this year. 

Construction, financial and insurance and professional, 

scientific and technical had the biggest gap, while education, 

energy and accommodation and food showed some of the 

biggest increases in pay disparity. 

No industry paid women more than men on average. However, 

the biggest improvements are seen in: transportation 

and storage, water supply and waste management, 

arts, entertainment and recreation and information and 

communication. Companies have not been required to publish 

action plans or share context but have been encouraged to 

do so by the government. It will be interesting to note after 

this reporting cycle completes how many companies take this 

action. The article includes a couple of graphs worth reviewing.

Financial firms are struggling
Bloomberg reviewed the financial sector specifically and found 

that over 77% of the country’s financial firms had yet to file 

their reports just weeks before the deadline. For those that 

had, the results have been discouraging. Many top banks had 

released data showing a bigger pay gap than the previous year. 

Commenting in the Bloomberg piece, former Virgin Money 

Chief Executive Jayne-Anne Gadhia said “Let’s get on with it, 

and quicker.” Gadhia leads a government task force on the 

representation of women in senior roles in the financial service 

industry. She went on to add, “Companies are not yet making 

this the priority it needs to be.”

Rachel Reeves, chair of the Business, Energy and Industrial 

Strategy Select Committee, said the industry needs to fix itself. 

“It’s clear the financial sector is a guilty party when it comes to 

failing to recruit women to senior jobs,” she added.

Other news
• London’s gender pay gap remains despite fast growth and 

employment

• The roots of the gender pay gap are deeper than 

discrimination

• Construction industry narrows gender pay gap

Notable tweet 

https://twitter.com/ftdata/status/1103997240560046085
 https://www.theguardian.com/world/2019/mar/07/gender-pay-gap-figures-50-percent-made-progress
https://www.ft.com/content/efdf4458-185e-11e9-b191-175523b59d1d
https://www.bloomberg.com/news/articles/2019-03-12/u-k-financial-firms-say-gender-pay-gaps-aren-t-getting-smaller
https://londonlovesbusiness.com/londons-gender-pay-gap-remains-despite-fast-growth-and-employment/
https://londonlovesbusiness.com/londons-gender-pay-gap-remains-despite-fast-growth-and-employment/
https://qz.com/1567008/the-systemic-reasons-why-the-gender-pay-gap-increases-over-time/
https://qz.com/1567008/the-systemic-reasons-why-the-gender-pay-gap-increases-over-time/
https://www.pbctoday.co.uk/news/hr-skills-news/gender-pay-gap-construction/53760/
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Our recommendation: focus on the 
weeks between the deadlines
In the flurry of news coverage, it’s important to remember that 

the GPG reporting deadline (when many companies report) and 

events like IWD are just one day. The conversations and actions 

that are most essential and most likely to effect real change 

need to be happening in the weeks and months between the 

reporting deadlines.

Discussions of gender pay gap over 
the last 12 months

Mentions of gender pay gap from various online sources March 
2018-2019. Data gathered from Crimson Hexagon

The above graph illustrates the volume of social media 

conversation around gender pay – which illustrates vividly the 

inconsistency of discussions around gender parity, at least in 

the social media sphere.  

Reporting in 2019: understanding 
of issues has improved but more 
progress is needed
The biggest difference for most companies is that this year 

there is better understanding and awareness of GPG reporting 

requirements. Last year, most companies were explaining 

to their employees the difference between pay gap and pay 

equality. They were sharing the numbers and explaining the 

underlying causes. 

This year, companies feel less need to educate around the nature 

of GPG – and instead are trying to detail efforts (and progress) 

being made to address the imbalance. The companies who are 

best positioned to face employees’ questions are those who can 

point to actions they’ve taken in the last 12 months. 

Our recommendations 
• Address gender imbalance all year. The GPG reporting 

deadline shouldn’t be the only day your employees hear 

about efforts to bring about more gender parity. Gender 

and diversity initiatives should be part of the ongoing 

engagement, communications and conversational rhythm. 

• Aim to have your GPG report be viewed in the same light 

as your Annual Report. Nothing in the GPG report should 

be a surprise – it should reinforce information that has 

been available all year. Just as an Annual Report clarifies a 

company’s financial health and operational plans – so should 

the GPG report reiterate the cultural health and ongoing 

diversity progress. 

• Be clear on what your employees want to know. Some 

organisations are beginning to combine ethnicity and gender 

reporting together. Some are opting to keep these separate. 

Be mindful of the dynamics within your workforce and ensure 

you are addressing needs across all employee segments. 

• Be selective on your diversity investments. We are 

working with organisations that have chosen to conduct 

benchmarking to isolate one or two initiatives for investment.  

GPG is a challenge that for many companies will take years to 

address – particularly in the most challenged sectors. These 

companies are taking a ‘less is more’ approach to go deep in 

those initiatives that they believe will have the most impact. 

• Ensure your leaders and line managers are equipped to 

lead. Provide practical support to your people on how to get 

the best from leading diverse teams. Help them develop the 

skills they need to engage, mobilise and motivate a team of 

different people to work together to achieve a common goal.

• Clarify the business benefit to win over sceptics. Gender 

initiatives are more likely to be taken seriously if the data is 

reiterated that they are good for business as opposed to just 

‘doing good.’ Support the leaders who want to advocate for 

positive change with a robust, informed business case. 

• Most importantly, state the reality and give hope. To 

fully understand GPG is to appreciate that it will take time to 

address. Your people won’t expect an overnight change, but 

they will expect to see actions follow words. 

Articulate the goal and clarify the actions the organisation 

will be taking. Work to establish a direction of travel and then 

build momentum behind the progress you are making.
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The People & Change practice at FTI Consulting is a 

global team, with decades of experience across a range 

of industry sectors. Our collective expertise enables us 

to provide unique insights and services to our clients.

We bring a wealth of experience in designing and 

implementing compelling leadership, engagement 

and change programmes. We work in partnership with 

you to enhance the performance of your people and 

optimise the efficiency of your organisation.

FTI Consulting’s Diversity & Inclusion (D&I) updates will be 
keeping you briefed on the latest thinking around different D&I 
topics and examples of how companies are fostering more 
diverse and effective workforces. In coming months, we’ll 
be looking at key themes emerging around gender pay gap 
reporting as well as other public and private initiatives geared 
around driving diversity.

Sign up to receive expert insights, event invitations and 
service updates on Diversity & Inclusion and other People & 
Change initiatives.

http://info.fticonsulting.com/peopleandchange

