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Addressing the gender pay gap

Edward Creasy
Executive Chairman
Charles Taylor
Like many others in the insurance industry, we know
that our gender pay gap is going to take time to
overcome, however we are proud to say that we are
making progress – and, after reading this document,
I hope you will agree that we’re taking the right steps
towards trying to close the gap even further.
Over the last year, we have continued to ensure that
our approach to staff recruitment, development,
and retention drives inclusion: irrespective of age,
gender, race, or sexual orientation. We have also
better enabled our colleagues to balance work and
family life - and we continue to focus our efforts
on attracting talented women and to increase their
representation at senior levels.
During 2019 we piloted an exciting high potential
development programme: open exclusively to
women initially. We also launched a new technology
consulting graduate programme: 60% of whose
participants are female. Furthermore, we hosted
two industry events for colleagues and invited
guests that focused on females in business:
“Women in Insurance” and “Women in Technology”.
These saw our senior female employees talking

about their experiences, career journeys and
successes in overcoming challenges. Both events
were highly rated by attendees and we plan to
continue hosting events like these to share ideas
and build networks.
Our latest staff engagement survey is testament
to our success in promoting workplace diversity.
It shows that 80% of our staff feel we are taking
positive steps towards diversity and inclusion: the
highest percentage ever to express this opinion. In
addition, I am delighted to say that we have been
shortlisted for several prestigious diversity awards
each year for the last four years.
However, we know that the gender pay gap is an
industry-wide issue and that there is more to be
done. We are committed to remaining focused on
closing the gap.

Edward Creasy
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Awards
Insurance Insider Honours 2017
The Inclusion & Diversity Award: Finalist
Insurance Insider Honours 2018
The Inclusion & Diversity Award: Finalist

What is the gender pay gap?
The gender pay gap shows the difference in average pay between men and
women. It is important to understand that this is not about equal pay, which
relates to men and women being paid equally for doing the same work,
or work of a similar value.

British Insurance Awards 2019
The Diversity Award: Finalist

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

British Insurance Awards 2020
The Diversity Award: Finalist

At Charles Taylor we are 100% committed to providing equal
opportunities and equal pay to women and men
for work of the same value.

At Charles Taylor we are
100% committed to providing
equal opportunities and
equal pay to women and men
for work of the same value.
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Gender pay is a business issue

Suzanne Deery
Group Human Resources Director
Charles Taylor
I started my career in the insurance industry as a
graduate trainee in a major insurance company and
then went on to spend many years in professional
services before coming back to the industry. I
remember there were virtually no women at a senior
level when I joined the insurance industry and I was
one of very few women to complete the professional
fellowship exams. I had some very supportive male
mentors but there was no doubt I experienced some
challenging behaviours. When I came back into the
insurance industry, I was really pleased to see that
there were more women in senior roles in Charles
Taylor and in the industry more generally at all levels.

It is important to understand that the gender pay gap
is a serious business issue rather than a women’s
issue. We want to employ the best and the most
talented people for every role, irrespective of gender.
We are focusing on how we can attract more women
into our business and improve our talent pipeline,
whilst accelerating the development of the many
talented women that we have within the business.
We want to make sure that we provide a diverse
and inclusive environment that is aligned to the
aspirations we have as a business. This will mean that
we will have to be brave and challenge any processes
that act as a barrier to making this happen.

The historical lack of diversity in recruitment and
outmoded practices that had deterred some women
from joining the industry has, however, resulted in
fewer women progressing through to the very senior
levels. I can see that more recently there have been
many positive changes. In Charles Taylor, we have
some fantastic female role models spread across
our business globally; we would of course, like to see
many more women and more individuals from for
e.g. Black, Asian, and Minority Ethnic (BAME) groups
coming through – we know this will take time, but we
are determined to make progress.

On the following pages you can read more about the
range of actions we are driving to bring about change.

In Charles Taylor we have some
fantastic female role models spread
across our businesses globally; we
would of course, like to see many
more women and other underrepresented groups coming through.
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What is gender pay reporting
The UK Government introduced new rules in 2017, which requires all
UK businesses employing more than 250 staff to report on their gender
pay gap. We must report on the differences in average pay and bonuses
between men and women. There are six reporting criteria:
• Difference between the mean pay of men and women
• Difference between the median pay of men and women
• Proportion of men and women in each salary quartile
(The pay quartiles look at the proportion of men and women in each
pay band when we divide our workforce into four equal parts)
• Difference between the mean bonus pay of men and women
• Difference between the median bonus pay of men and women
• Proportion of men and women who receive bonus pay
This report shows the gender pay gap for all UK staff
employed by Charles Taylor in the twelve months
leading up to 5 April 2018.

Charles Taylor staff
in numbers
On 5 April 2019 we employed 696 staff in the UK.
Gender split of our UK staff on 5 April 2019:
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Why do we have a gender pay gap?
We believe that the gender pay gap in insurance is largely due to historical reasons and
reflects the higher proportion of men traditionally employed in the insurance industry, who
then moved into senior roles.
In the past, insurance (and the other sectors from which we typically recruit) has attracted
fewer women than men and it was difficult to attract and recruit sufficient women into
certain roles. We still have more men than women 63.5% compared to 36.5% women so
as a result we have a smaller pool of internal female talent to draw upon and to develop
and promote. This is why we are spending so much time on improving our recruitment
practices to ensure we are attracting more women into the business.
At present, a higher number of women than men also work part-time, often in support
functions, which are typically lower paid roles. In the past year we have been working hard to
address a previous lack of flexibility in working hours, which has made roles less attractive
to both women and men with family and caring responsibilities. During the Corona Virus
pandemic we have all had to adapt to working more flexibly and hopefully this will help
change old attitudes, behaviours and assumptions that previously had a negative impact that
we believe no longer play an acceptable part in our business or more widely.

Achieving progress across our
businesses
Charles Taylor was established over 130 years ago. This means that our business is long
established and has developed alongside the traditional insurance industry.
We are also innovators and are continually developing new services and solutions to meet
our clients’ changing needs and challenges.
Our data shows that our newer operations have a lower gender pay gap than our wellestablished businesses.
We believe that this shows that our approach to recruitment and career development are
gradually encouraging and delivering improved diversity in the workplace and that this will
help deliver improvements in gender equality across our entire business over time. We
want to try and do everything we can to accelerate the pace of change, although we accept
this is not easy.

Seven out of ten of our staff agree that our
leadership team encourage and support
diversity and inclusion and are willing to
challenge inappropriate behaviours.
Charles Taylor Staff Engagement Survey 2019.
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What are we doing to help reduce the gender pay gap?
Diversity & Inclusion remains a key part of our business strategy at Charles Taylor, our mission is to promote
an inclusive and diverse environment, in which we actively appreciate and celebrate difference and all our
employees can bring their best selves to work. This truly is of paramount importance to us, so much so that
we have added this to the heart of our company’s recently refreshed core values.
Since our last gender pay gap report, female employees from across Charles Taylor Group came together
to launch our women’s network. This was supported by focus groups where female colleagues were asked
questions around their experiences of being a Charles Taylor employee, and importantly gave us some
valuable insight into changes that we could make.
Based on this, over the last year, we have launched several changes which aim to close our gender pay gap.
These fit across our newly restructured pillars of our Diversity & Inclusion strategy, these are:
• Recruitment
• People Development
• People Engagement
By restructuring our diversity and inclusion strategy in the above way, we hope to ensure
we are looking at ways in which we can close our gender pay gap at all levels of the
employee lifecycle.
We are serious about our commitment to significantly closing the gender pay gap –
by 2025, we are aiming for the top quartile of our staff to be 30% female. With a low
staff attrition rate at Charles Taylor, this will be difficult, but we are committed to
doing all we can do to drive this.
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Recruitment:
Interviewing
We have implemented compulsory interview training for all
hiring managers within the business to ensure that they
understand best practices in recruitment, this includes
knowing how to conduct an appropriate and efficient
interview and understanding how to manage any potential
biases that we all have.
The recruitment team have created a tiering system for
when a new recruitment requisition is raised. The tier is
dependent on the base salary and bonus on offer for the
vacancy. For roles which are either Tier 2 or 3 (i.e. offer
a higher base salary and bonus) we do our best to have
a female on the interview shortlist, to ensure that we are
providing opportunities for females to secure senior roles.
We have a largely in-house recruitment model, however
when we need to use external agencies and head-hunters,
we are committed to only use those who can provide us
with quality females candidates.
Graduate Recruitment
In 2019 we launched our technology graduate programme
with the aim of 60% of the hires being female so that we
could develop a mixed group of future leaders for our
business. The recruitment process steered away from
the more traditional approach of selecting candidates
based on the university they attended and the subjects
they studied, particularly STEM subjects which remain
male-dominated. We also created an interview process
based on skills and competencies to ensure we hired
those demonstrating the right values and behaviours for
our business, regardless of gender. In September 2019,
our first intake of the graduate programme joined Charles
Taylor, 60% of which are females. The same recruitment
approach was used for the 2020 graduate programme
which is expected to have a 100% female in-take.

External Events
The recruitment team continue to utilise a gender decoder
on all our job adverts to ensure the language is gender
neutral and attracts quality candidates, regardless
of gender. In addition, we are seeing more managers
being open to roles being fulfilled, by working flexibly,
reduced hours and/or by working remotely when raising
a recruitment requisition. Having said this, there is more
we can do here, and we want to carry on challenging
managers to think about this. In addition, we have added
an inclusion statement to our job descriptions to ensure
potential applicants know that we are a business that
takes this seriously.
In 2019, we also hosted two industry events around
females in business. The first was an event on “women in
insurance” where our Group HR Director talked to females
across the industry about the commitments Charles Taylor
have made to close our gender pay gap and encouraged
attendees to share ideas that they could take away and
implement within their own businesses. The second event
was around “women in technology”. Here, two senior
females within our technology business talked about
their career journeys and how they have had to overcome
certain challenges. By doing so, we hoped to encourage
other females with tools and methods which they can

use to overcome any obstacles they may be facing. We
are proud that 82% of the attendees rated the women in
insurance event as very good or excellent. We are planning
to continue hosting such events to share ideas and build
networks focusing on all aspects of diversity and inclusion,
as well as the gender pay gap which continues to be an
issue in the industry.
		

The culture at Charles Taylor is so friendly
and inclusive and I feel that I’m in an
environment where I’m encouraged to reach
my full potential. So far, I’m really enjoying
my time on the graduate programme and
I look forward to creating a rewarding and
lasting career with Charles Taylor InsureTech.
Constance Saunders, Graduate Analyst,
joined Charles Taylor InsureTech in 2019
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Staff Development:
High Potential Staff
2019 saw the launch of our first ever high potential
programme which for its first year was female only. This
in-house global programme was created specifically to
develop our high potential staff into business leaders through
a series of workshops and executive coaching. Participants
also collaborated on a business project over several months
which resulted in a presentation to members of our company
executive team. Feedback from this programme has been
extremely positive, whereby female colleagues feel they have
developed skills which will enable them to drive their career
further. In addition, many project proposals which were put
forward have been implemented within the business. We are
aware that we will only nurture a gender diverse environment
if we have inclusive leaders and staff.
We have therefore made changes within our approach to staff
development and integrated a strong focus on inclusion and
diversity into all our programmes

Reward Strategy
We continue to ensure we reward and recognise our people
fairly. Our global reward strategy is designed to deliver a fair and
consistent approach for women and men. Job families set out
consistent pay scales, irrespective of gender and offer target
bonus and career development opportunities to all our staff.
We have reviewed our internal processes to ensure they do not
impact upon our stated commitment to provide opportunities
for all our people. For instance, during our annual performance
review and reward processes we challenge and monitor
decision making. We identify and challenge any unusual themes,
indicating potential bias, regarding performance ratings,
promotions and salary increases for example by gender.

our internal Core Learning & Development Curriculum, but

Diversity & Inclusion Training
We have already trained our executive teams on unconscious
bias and how it can have an impact on everyday interactions
and decision making within business. In 2019, we launched
an interactive unconscious bias training session as part of

supports learning. We encourage building career development

also integrated this into our New Manager Programme.
This workshop is aimed at managers and helps them
understand more about their unconscious biases and how they
can challenge themselves to change any such biased behaviour.
So far over 50 of our managers have completed this training
and we are aiming to train further managers throughout 2020.
Our mission is to encourage reflection as well as challenge
and influence decision making, whilst driving long-term
changes in behaviours where appropriate. Furthermore, all
staff have access to the wider Core Learning and Development
curriculum, which encourages career development and
plans for all our people and have career development plans for
our high potentials and key talents. We have also invested heavily
in LinkedIn learning, to ensure all staff, regardless of gender, can
drive their professional and personal skills development.

The High Potential Programme is a truly
outstanding programme that any member
of Charles Taylor would be privileged to
attend
High Potential Programme Graduate, 2019
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Engagement:
Flexible Working
To ensure our existing staff remain engaged, we have
improved our flexible working arrangements, and in
partnership with “Working Families” we have reviewed
our materials around flexible working to deliver a more
consistent approach across our business. We want to
encourage formal and informal flexible practices that help
our staff to combine their work with their family and caring
responsibilities.
Staff Updates
Based on feedback, we have also begun updating our
colleagues on the progress of our diversity and inclusion
strategy, and any changes this could mean for them. For
instance, we recently revised our adoption leave policy
to be the same as our maternity leave policy. By sharing
regular updates, we hope to drive more transparency
and conversation around inclusion and what we, as an
organisation, are doing to support our people.
Our Diversity & Inclusion forum
We have also reviewed our global diversity and inclusion
forum and its members. This is now an established part
of the business and we are pleased to have many senior
managers involved in the forum. With their involvement,
we have seen that there has been a true top down
approach to diversity and inclusion, as these individuals
are key decision makers who can drive change. Forum
members help identify areas of development within their
respective divisions. They take ownership and provide
support in organising events to celebrate and to improve
understanding of different religions and cultural events
as well as acting as advocates within their respective
business areas.

We also carefully monitor our progress in improving
diversity and inclusion in our annual engagement survey,
which shows us that diversity and inclusion continues to
grow in importance for our people.

80% of staff say that Charles Taylor is

taking positive steps towards diversity and
inclusion, an increase of 4% since 2018

83% of staff feel comfortable in being

themselves and expressing their views and
beliefs in front of peers and more senior
colleagues, an increase of 6% since 2017.
Source: Charles Taylor staff engagement
survey 2019
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The future – what are we planning to do next?
We believe there is much more we can do to recruit,
develop and retain the most talented staff. Our plans
include:
Recruiting more females into the business: Our
technology programme has created a great pathway for
female graduates to join the organisation and to nurture
their careers a traditionally male dominated sector.
However, we want to do more than this. As mentioned
previously, we hope our tiering system will see the
recruitment of more females into senior positions. To
supplement this we are also exploring opportunities
with female centric job boards. By doing so we hope to
establish our presence with senior females within the
professional services market, as well as support any
females who may have taken an extended career break to
return to the workplace.
Language and bystander intervention: Based on
feedback from our women’s network, we are currently
creating a workshop around language in the workplace.
We understand that in a complex business environment
colleagues develop both personal and professional
relationships. We want to equip our staff with tools and
methods on how they can challenge any inappropriate
behaviours in the best way possible.
Assessing exit data: We have amended our exit interview
process to ask colleagues if they have been treated fairly
during their time with us. Once we have enough data, we
hope to analyse this to identify whether there are issues
around inclusion and whether there are any differences
between the experience of men and women.

Supporting career development: We are currently
reviewing the business need for another global high
potential development programme. Future cohorts will
be mixed in gender and we will be ensuring there is wider
diversity within these groups. This programme is aimed at
encouraging greater future diversity at a senior level and
accelerating the development of staff. All participants will
have access to senior mentors from across the business.

Engaging with diversity and inclusion organisations:
We continue to seek guidance from organisations we
are partnered with, such as “Working Families” and
“Stonewall”.

Coaching for return to work parents: By working with our
women’s network, we realise that there is a need to ensure
female colleagues continue to receive opportunities on
returning from maternity leave. In order to do this, we are
currently exploring a return to work coaching programme
for parents, to provide the opportunity to discuss their
career development plans, career ambitions or any other
topics that may support integration back into the office and
thus driving their career on returning to work.
Build further awareness: our engagement calendar has
been immensely successful, and colleagues continue
to enjoy learning about different religions, cultures
and perspectives. We will continue with such events to
celebrate our people, globally.

I am a member of Charles Taylor’s
Diversity & Inclusion Forum and the
‘Women in Charles Taylor Group’. Lack of
diversity and gender equality are issues
generally in the workplace, but what I like
about Charles Taylor is that the company
is making a real effort to put it right.
Anastasia Grimaldi, Senior Investment
Manager, Charles Taylor Investment
Management.
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T: +44 203 320 8888
E: headoffice@charlestaylor.com
www.charlestaylor.com
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