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Welcome
Welcome to Experian UK’s fourth annual Gender Pay
report. Over the coming pages, you’ll see how we’re
working to build a workforce as diverse and varied as the
customers we serve, and our continued efforts to achieve
a better, more inclusive Experian for every employee.
It’s fair to say that 2020 offered a lot of time for reflection. In times
of crisis, having an environment where we value and treat each other
with respect, trust and integrity couldn’t be more important. We’re driven
by our goal of delivering a better future for everyone, both inside and
outside of Experian, and we’ll use this time of disruption to focus even
more so on investing in our people, so they can thrive and grow.
Our Gender Pay Gap statistics show continued signs of progress,
aligning with the positive outcomes our wider Diversity & Inclusion
(D&I) initiatives are producing. That being said, we know there
is a lot more to do. This report outlines the steps we’ve taken
and what we’re doing to achieve our strategic goals.

We’re investing
in our people, so
they can thrive
and grow.

2

Hello
The story this report tells is encouraging.
It is clear that we are reducing our gender pay gap, we’re
making strides in reducing gender disparity and it’s reassuring
to see that the median bonus payment gap is decreasing.
We know we need to do more to increase the level of female
representation at senior levels and are working to address this.
We will continue our journey with the steps we have already put in
place, such as delivering accelerated female development programmes
in Decision Analytics and EITS, growing our support network groups,
such as Women in Experian and Working Families, and continuously
working to educate and raise awareness, allyship and understanding.
Because of COVID-19 the year gone past has been challenging, but
our people have stepped up admirably, in both their productivity as
well as balancing working life with personal circumstances. Experian
has supported them every step of the way, seeing us externally
recognised in the UK’s top 10 of Employers for Working Families 2020.
I’m confident that by remaining steadfast in our commitment to nurturing
a culture that values diversity in all its forms we will be stronger for it,
with a workforce as diverse and varied as the customers we serve.

Jacky
Simmonds
Chief People
Officer
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The journey so far
Since Gender Pay reporting was introduced,
we’ve worked hard to close any gaps.
We’ve already taken significant steps on our journey, and are encouraged
by the trends in our year-on-year results. However, the level of female
representation at senior levels shows there is still more work to be done.
We’re actively addressing these challenges to increase the pace of change.
There is a lot to be proud of, which we’ll discuss in more detail
over the coming pages. We’ve made good progress on introducing
more female leaders to the business, promoting from within and
supporting our future leaders. We’re confident that we can continue
to improve and maintain our strong belief in building a collaborative
environment for women, and all people at Experian. We’re clear on all
our D&I objectives including those which are gender pay related.
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Gender Pay at Experian
Part One: Pay

Gender Pay statistics
compare the average and
median rates of pay between
men and women in an
organisation. Different jobs
are paid at different levels,
for example, higher graded
roles tend to be paid more
than lower graded roles, and
different job families with
skills in high demand may
result in increased salaries
due to market forces.

These figures
show how Gender
Pay looked
across our UK
organisation
in 2020.

A Gender Pay gap exists where the
proportion of men and women at each
level doesn’t match. It’s important to
distinguish between this and equal
pay, which is the difference in pay
between men and women who are
carrying out the same or equivalent
jobs. We are confident the pay gap
is not caused by unequal pay for
jobs of a similar nature, instead, the
statistics reflect the gender imbalance
at higher levels of our organisation,
which we’re continuing to address.

FY17

FY18

We’re pleased with the gap decrease
in both the average and median
hourly rate of pay, which illustrates
the positive impact of the steps
we’ve taken in recent years. We
believe the meaningful changes
we’ve made will put us in good stead
to further decrease the gap over
the medium-term. We’ll continue to
monitor gender representation at all
levels and set clear internal targets
aimed to improve gender balance,
particularly in senior positions.

FY19

FY20

YOY Movement

Difference in average
hourly rate of pay

29.94% 26.50% 27.60% 24.77%

-2.83%

Difference in median
hourly rate of pay

24.57% 24.78% 20.05% 18.56%

-1.49%
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Gender Pay at Experian
Part Two: Bonus and quartile splits
We operate a strong pay for
performance philosophy using
both short and long-term variable
pay. As a result, we expect to see
movement in our bonus statistics,
linked to our regional financial
performance and changes
in Experian’s share price.

We’re encouraged by the significant
decrease in the median bonus payment
gap and remain conscious of the
average bonus payment gap, which has
seen a slight increase. We believe in
the importance of the bonus statistics,
but we see the gap as a symptom of
gender imbalance.

FY17

All employees
participate in
either a bonus or
commission plan.

The proportion of men and women in
each quartile has seen no significant
movement compared to previous years.
We need to do more here and are
closely monitoring trends in this area.
Increasing female representation at all
levels is a crucial focus area.

FY18

FY19

FY20

YOY Movement

Difference in average
bonus payment

60.53% 66.19% 65.30% 67.27%

+1.97%

Difference in median
bonus payment

46.22% 42.11% 40.83% 27.11%

-13.72%

% of
Quartile

Whole
Organisation

Lower

Lower
Middle

Upper
Middle

Upper

Male

65.5%

55.8%

63.6%

69.0%

73.8%

Female

34.5%

44.2%

36.4%

31.0%

26.2%
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Diversity and Inclusion at Experian
Our strategy aims to ensure
everyone can bring their
whole selves to work.
To support our strategic aims,
we’ve introduced a strong
governance and operating
model, which includes a Diversity
Council. This critical step will
support the meaningful change
we are committed to achieving
through enhanced visibility and
action. We’ve also relaunched
Women in Experian, a global
network whose mission is to
foster a gender-diverse and
inclusive culture and workforce
at all levels of our organisation.

We’ve recently launched Black
at Experian, a new network for
colleagues. Throughout 2021,
TOP
in partnership with Black at
10
Experian, to improve race and
ethnicity inclusion, we’ll create an
ethnicity reporting framework.
We also launched the Experian
Reach (Recognising ethnic and
cultural heritage) Network.
This is an Employee Resource
Group to celebrate and share
experiences of colleagues from
different ethnic and cultural
heritage backgrounds. Experian
Reach will create opportunities
to develop greater understanding
of our differences as well as
our strengths, making Experian
a more diverse and inclusive
place to work for everyone.

There's still work to be done, but
we're proud of our achievements
over the past year:
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T
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2020

Milestones

DD
D

I

II I

Top 10 Employer

Winner of Best D&I Strategy

for Working Families

at the Employee Benefits Awards

Financial
Launched our –
Certified Excellence in Times Diversity
Transitioning
Leaders
Employee Conditions
at Work Policy

Top Employer UK –

35%
of new hires
are women
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Building on our
family-friendly culture
Every family’s dynamic is different,
and we believe those differences
should be respected and celebrated.
We’ve continued to support working parents,
reviewing our parental and carer leave
entitlement policies and embracing a familyfriendly approach to flexible working, so our
colleagues can continue to thrive in their work
throughout the COVID-19 pandemic and beyond.

2020

Milestones

Increased parental
TOP
and carer leave
10
entitlement

TOP
10

Enhanced flexible
working policies

TOP
10

Top 10 Employer
for Working
Families in the UK
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Organisational
Education
Over the last year, we’ve focused on building
awareness and understanding of the various
experiences and issues that may impact our
colleagues. We covered events such as Pride
Month, Black History Month, International Women’s
Day and Non-binary People’s Day, and topics
including mental health and the menopause.
We have continued to expand and increase the
number of employee networks at Experian. How
these groups support intersectionality across
our female colleagues will be a key focus.

2020

Milestones
We’ve also continued to support and
empower the following networks:

UK&I Pride

Autism Network

Menopause
Network

Working Families
Network
901

Nurturing and developing talent
Last year, we continued to support
high potential females on their
journey up through Experian.
– 	We’ve continued our work with Women
Ahead, run by Moving Ahead, a pioneering
cross-company mentoring scheme
partnering Experian’s high potential
women with C-suite mentors from external
businesses across different sectors.
– 	We ran our ‘Twenty in Experian’ campaign,
spotlighting the most inspiring and
influential women making a difference
to our business. Colleagues were
invited to nominate women in the
business who fit these criteria, with the
winners selected by three leaders and
a high-potential graduate, who were
celebrated across Experian. We’ll be
running this campaign again in 2021.

Here’s what our colleagues say about
their experiences with Women Ahead:
‘Great open and honest
discussions in a safe
environment. We’ve
established clear goals
and actions, and it’s always
interesting to gather a
different perspective
and take time out to talk
about things. It’s good
to feel invested in.’
Jayne Coulson
Customer Servicing
Director

2020

Milestones

‘I have an excellent relationship
with my mentor. We meet face to
face (by video since the pandemic)
every six weeks for a few hours and
have calls in between. I was clear
about my professional goals, and in
our first session, we identified and
agreed on three focus areas. Usually,
we agree what each meeting will
focus on, and she’ll ask me to share
or prepare something specific. She
wants to learn about what I do and
the business I’m in, and I want to
learn about her role, situations and
experiences. It’s a very good match.’
Nicola Mather
Head of CRM
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Building our
gender diverse
workforce
Here, you’ll hear
from some of our
female leaders
of today and
tomorrow…
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Bringing in new female leaders
I started my career in the
telecommunications sector as a
fresh-faced 21-year-old who was
very determined and would never
take no for an answer. I stayed in the
sector for 17 years, working for four
different global telco providers during
some of the most exhilarating and
challenging times that defined the
connected telephony and technology
world. Nine years ago, I switched my
focus to technology transformation
and business organisational
effectiveness, and a year ago,
I joined Experian. I saw working
with data as an exciting challenge,
and the opportunities to enhance
business agility and accelerate
growth and value drew me in.

The culture at Experian is inclusive;
integrity is vital in how we approach
daily business and there’s a strong
sense of community. The wellbeing
of our colleagues, our partnerships
and our consumers was an important
topic for 2020 and remains at the front
of our minds throughout 2021. I’ve
developed myself and built my career
with both formal and informal support
from several great mentors along the
way, my confidence and self-belief
has grown, and my drive to deliver
change and make a difference in line
with my values has become even
more important. Here at Experian,
we need to continue to support equality
of opportunity at every level and
for all people regardless of gender
– gender equality is a necessary
foundation for a peaceful, prosperous
and sustainable organisation.

Ashley
Somerville
VP CIO Office
& Change
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CASE STUDY

Supporting future leaders
I joined consumer champion Which?
in 2005, where I worked my way up
from Marketing Assistant to Head
of Online Marketing. Since joining
Experian in 2011, my marketing
career has continued to evolve, and
I now have the pleasure of leading
the marketing efforts for Consumer
Services in the UK. My deepest areas
of expertise are digital marketing
and website optimisation, and I’ve
led several advertising campaigns,
including the Experian Boost launch,
which I’m particularly proud of.

Louise Nickson
Marketing Director,
Experian Consumer
Services.

I would tell my younger self to
have more self-belief, trust my
judgement and have faith in my
opinions. I had an opportunity to
make Experian a household name in
a driven and ambitious environment,

where achievement is celebrated,
and accountability is encouraged.
Considering the important role Experian
plays in society, there’s an opportunity
for us to be a bigger part of consumers’
consciousness. The cherry on the
top is leveraging our data assets and
capability – a marketer’s dream!
I love data’s ability to give context.
For our consumers, it helps them
understand where they stand
financially, so they can prepare for the
future. For our business, it enables us to
innovate in a way that’s difficult to copy.
Gender equality is crucial for our
business. Diversity represents
the communities and consumers
we serve, and ensures fair
representation, balanced
perspectives and different views.

Louise is the UK Lead
for Women In
Experian Network
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CASE STUDY

Promoting from within
I love everything about data. The
power of it, the ability to do so
much with it, how it helps us do the
everyday things we take for granted.
I started my career back in 2001 as
a cold caller, confirming companies’
identities and ownership. I then
moved into a call centre sales role,
faxing reports out to companies (for
anyone who remembers faxing),
before progressing from internal
sales to external sales, whilst
juggling being a new mum to two
boys. In 2013, I moved to look after
Banking clients as an Account
Manager, eventually progressing
to Strategic Client Director, where
I’m responsible for three Banks
and £18m p/a of revenue and
have recently been promoted to
Sales Director for Software.

The people are one of the things that
makes Experian such a great company
to work for. I’ve been able to develop,
not only as an individual, but in my
career too, and that’s because the
culture is embracing. People support
each other, and that leads to
confidence, which in turn leads
to great creativity and innovation.
The leadership qualities I most
admire are honesty, accountability
and inclusion; we’re all unique and
everyone has a different lens on
things. By bringing diverse teams
together, we get a more rounded
view, put customer hats on, Experian
hats on, consumer hats on – that
ultimately help us get the best
out of our people and customers,
and we continue to grow.

Laura
Webster
Sales Director
for Software
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We are encouraged by the progress we are
continuing to make to reduce our Gender Pay
gap and remain focused on increasing female
representation at all levels at Experian.
We are committed to creating a truly diverse and
inclusive work environment where everyone can bring
their whole selves to work and have equal opportunities
to grow and succeed. Achieving greater gender balance
across our organisation is an important part of this.
We know that this ambition takes time and will only be
achieved by continued focus and dedicated effort over the
long term. We have made positive steps by building more
flexible and family-friendly working policies, investing in
programmes focused on the advancement of talented
females and supporting gender-focused Employee Resource
Groups. The Covid-19 pandemic has only reinforced the
need for even greater efforts towards gender equity and
to accelerate our plans. In doing this, I’m confident that we
will continue to make meaningful progress going forward.

Brian Cassin
CEO Experian
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