
Charles Taylor continues to benefit from a diverse workforce and is deeply committed to supporting its people to be 
successful. Diversity, equity and inclusion (DE&I) is essential to our company’s success; and, as part of our DE&I strategy, 
we are serious about closing our gender pay gap. To ensure that our current DE&I strategy remains effective in driving our 
growth agenda, at the end of 2021 we reviewed it to determine whether our objectives remain fit for purpose. This year we 
will be applying what we have learnt to evolve the strategy and will prioritise our inclusive culture where everyone working 
at Charles Taylor feels recognised and valued for their unique contribution to the organisation, connecting to our ethos that 
we are unique but united. 

Our ongoing commitment to DE&I is reflected in our growing portfolio of affirmative actions for 2022 and includes our hire 
of a Culture & Inclusion Advisor. Our commitment to make the top quartile of our staff 30% female by 2025 is also making 
headway with the hire of three new female executives in 2021. In the same vein, we are focussing on hiring and training 
female colleagues who are at the start of their careers where there tends to be a larger talent pool. As a development of 
this thinking, 33% of participants in our forthcoming high potential leadership programme are female and we will continue 
to champion female careers. Of a total of 224 new staff in the business since 5 April 2021, 112, were female.

Whilst there is still work to do, we are proud of our progress which is also being recognised in very tangible ways:

Robert Brown, 
Group Chief Executive Officer,  
Charles Taylor 

Robert Brown, Group Chief Executive Officer

• Insurance Insider Honours
Awards 2021
Diversity & Inclusion Award: 
Finalist

• Insurance Times Awards 2021
Diversity & Inclusion Excellence 
Award: General Finalist

• Women In Insurance Awards 2021
Role Model of the Year - Helena 
Evans: Finalist

• British Claims Awards 2021
The Diversity & Inclusion Award: 
Finalist 

•  British Insurance Awards 2020
The Diversity Award: Finalist

•  British Insurance Awards 2019
The Diversity Award: Finalist

How our people feel about Charles Taylor is extremely important to us; we measure engagement on a granular and regular 
basis (three group-wide surveys in 2021) and making sustained improvements to working life is the key to our success. As 
a continuation of our efforts in this field, I want to drive as hard and fast as we can and, as such, gender pay will remain on 
our company’s agenda and my personal one too.

Diversity, Equity and Inclusion and Actions to Address 
our Gender Pay Gap
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What is the Gender Pay Gap?
This report shows the gender pay gap for UK staff employed by Charles 

Taylor in the twelve months leading up to 5 April 2021. It measures the 
differences in average (mean and median) pay between men and women. 

The gender pay gap reflects the difference in the proportion of men and 
women in roles at different levels of seniority in companies (rather than 

differences in pay for men and women in the same roles). At Charles 
Taylor, we are 100% committed to providing equal pay to women and men 

for work of the same value and have reward systems in place that ensure 
this happens.

.
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Our Gender Pay Data
 

Charles Taylor’s gender pay gap information relates to its UK businesses 
employing entities that have 250 or more employees. These are: Charles 

Taylor Administration Services Limited and Charles Taylor Assistance 
and, for the first time, combines this data with that of Criterion Adjusters 

Limited and Charles Taylor General Adjusting Services Limited, to provide 
a full picture of the gender pay gap for all UK employees in Charles Taylor. 

Our UK Managed Services business (MSUKI) separated from the Group 
over the course of 2021, so has not been included in this year’s figures.
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In 2020 (prior to the current snapshot date) 40% 
of women in the upper quartile and 27% of the 
women in the upper middle quartile worked 
within our UK Managed Services business 
(MSUKI). These females are not included in our 
2021 figures as MSUKI is no longer part of the 
Charles Taylor Group. This change has directly 
impacted our latest gender pay gap figures.

The modest increase in females in the lower 
quartile reflects our drive to introduce female 

talent into Charles Taylor who will develop 
into more senior roles in future. Whilst 

our mean hourly pay gap has grown 
by almost 4%, the gap for mean bonus 

pay and median bonus pay has reduced 
significantly. This is partly because last 

year’s bonus gap figures were distorted by the 
accelerated vesting of outstanding share awards 
under various Charles Taylor plans when the 
business was acquired by Lovell Minnick Partners 
in January 2020. In line with UK Government 
guidance for the calculation of bonus pay, these 
figures were included in this year’s calculations. 
It also reflects the separation of our Managed 
Services business (MSUKI) from the Group on 1 
April 2021. 

Charles Taylor
Mean hourly pay gap 

£1.00

55.4p

44.6% 
mean hourly 

pay gap

Median hourly pay gap

£1.00

61.5p

38.5% 
median hourly 

pay gap

Bonus pay difference 
between men and women

Mean: 52.2%

Median: 47.5%

Pay quartiles

38.2%    61.8%

Lower quartile

59.5%    40.5%

Lower middle quartile

72.5%    27.5%

Upper middle quartile

87.0%    13.0%

Upper quartile

Proportion of employees 
receiving a bonus

72.4% 74.3%
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Charles Taylor Assistance
Charles Taylor Assistance continues to be 
proud of its ability to attract female talent, many 
of whom work flexibly to blend personal and 
professional commitments. This flexibility is 
extended to all staff, irrespective of gender.

57% of managers in the business are female, 
a modest increase on last year’s figures, and 
generally representative of the number of 
females in the business. This is also reflected in 

the modest increase in females in the upper 
quartile. 

Significantly reduced levels of hiring 
took place in our Assistance business 

during the snapshot period due to the 
impact of Covid19. Of four new hires, none 

were female. However, as many females as 
males were promoted during the last reporting 
period. Furthermore, the succession plans 
for the Assistance business demonstrates a 
propensity of female talent being developed 
for senior roles. The business did not award 
bonuses in 2021 which accounts for the lack of 
data in this respect.

Pay quartiles

42.2%    57.8%

Lower quartile

50.0%    50.0%

Lower middle quartile

50.0%    50.0%

Upper middle quartile

47.7%    52.3%

Upper quartile

Mean hourly pay gap Median hourly pay gap

£1.00 £1.00

98.9p 97.1p

1.1% 
Mean hourly pay gap

2.9% 
Median hourly pay gap
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All UK Employees 
(Charles Taylor Administration Services Limited,  
CT Assistance, CTGAS and Criterion)

This is the first year that we have published 
gender pay gap figures encompassing all Charles 
Taylor employees in the UK. We recognise that 
Charles Taylor operates in traditionally male-
dominated industries which explains our gender 
pay gap. In spite of this, we will strive to improve 
this though ongoing reviews of our strategies 

and affirmative actions, some of which are 
explained below.

Pay quartiles

34.2%    65.8%

Lower quartile

50.8%    49.2%

Lower middle quartile

70.4%    29.6%

Upper middle quartile

81.0%    19.0%

Upper quartile

Mean hourly pay gap 

£1.00

54.3p

45.7% 
mean hourly 

pay gap

Median hourly pay gap

£1.00

52.8p

47.2% 
median hourly 

pay gap

Bonus pay difference between men and women

Mean: 54.5%

Median: 50.0%



The gender pay gap in the UK’s financial industry and insurance sectors is typically wider 
than many others due to historical factors. It remains an ongoing challenge to attract 
and recruit women into roles traditionally dominated by or associated with male careers. 
Charles Taylor’s approach to recruitment is gradually delivering an improved male versus 
female gender profile across its entire business. Where female leadership talent pools are 
limited, we are addressing this through the in-house development of female talent.
We continue to assist female staff to secure senior roles by providing our hiring managers 
with compulsory interview training that aims to minimise bias. We also ensure that the 
language we use in job adverts is gender neutral. In addition, we are working closely with 
Working Families to ensure that, where possible, job opportunities are available to part-
time staff.

We are increasing our investment in recruiting and training people at the start of their 
careers, so that we are less reliant on recruiting experienced hires where there are typically 
fewer female candidates.]  In our 2021 technology graduate programme, 100% of our hires 
were female and, for 2022, we expect 75% of our intake to be female. This will result in a 
greater number of females in the lower quartile initially, but as they develop in their careers 
and progress through the organisation, we hope that that this will improve our gender pay 
gap over time.

Gender Pay and Recruitment
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Inclusive leaders and staff are the cornerstone of gender diversity and because we believe 
this, staff development programmes in Charles Taylor have a strong focus on inclusion and 
diversity. All staff have access to the wider Core Learning and Development curriculum, 
which supports career development and self-managed learning. We encourage building 
career development plans for all our people, regardless of gender.

In 2021 we re-designed our Core Curriculum and introduced new workshops to further drive 
our DE&I agenda. At the heart of this curriculum, Unconscious Bias, Active Bystanders, 
Belonging and Micro-messaging are accessible by colleagues at all levels and geographies.  
We have also invested in LinkedIn learning to ensure that all staff, regardless of gender, 
can drive their professional and personal skills development. There are currently over 40 
courses and learning paths dedicated to women in the workplace and 17 courses on allyship 
which are promoted to all license holders.

As part of Women’s History month in March 2021 we ran Driving Your Career Bus, a two-part 
workshop designed to empower women to navigate their career development. Over 100 
colleagues attended the events and we received 100% positive feedback.

Gender Pay and  
Learning & Development
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• We are recruiting and training female colleagues at the start of 
their careers where there tends to be a larger talent pool; 

• We want to build a culture of inclusivity, and are recruiting 
a Culture and Inclusion Advisor who will develop our DE&I 
strategy, part of which will seek to address gender balance. 

• We will continue to promote female talent which will 
contribute to closing our gender pay gap in the future. 33% 
of participants in our forthcoming high potential leadership 
programme are female and we will continue to champion 
female careers.  

• We will continue to provide all our staff with flexible working 
arrangements, even if that affects our gender pay gap.

What We Are Doing to Reduce our 
Gender Pay Gap
Charles Taylor’s gender pay gap shows that, on average, our male staff earn more than our female staff. This is because 
there are more men in senior roles in the company and more females in support roles, reflecting the historical employment 
patterns in the insurance industry. Of those included in the gender pay figures at the snapshot date, 462 were men and 320 
were female. Of these female staff, around two-thirds occupy junior professional and support roles. Of 134 part-time staff, 73% 
are female which impacts our bonus pay gap. 

In spite of the ongoing challenges, we remain committed to our strategies aimed at closing our gender pay gap:
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In short, Charles Taylor remains passionate about its culture as an inclusive employer, and believes that all 
employees, regardless of gender, benefit from the stance that Charles Taylor takes on diversity, equity 
and inclusion.  We hope that, in time, our gender pay gap will reflect the strides we are making and our 
ambitions for female talent, for the good of our entire company.

• We are re-building our women’s global Employee Resource Group as 
a means of fostering belonging, conversation and alliances.  

• We will continue to seek regular feedback from our employees via our 
engagement surveys so that we can monitor and adapt our strategies. 
This year we are introducing an additional nine questions specific to 
DE&I. 

• We will continue to reward and recognise our people fairly 
through structured job families, development levels and 
bonuses. 

• We will challenge any aspect of working practise 
that could be subject to potential bias such as 
performance ratings, promotions and salary 
increases. 
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T:  +44 20 3320 8888 
E:  headoffice@charlestaylor.com
W: charlestaylor.com


