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Welcome
Message
Welcome to Experian UK’s fifth annual
Gender Pay report. In the coming pages, you
can read about the ways in which 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 all our employees.
Our Gender Pay Gap statistics offer continued signs
of progress, aligning with the positive outcomes our
wider DEI initiatives are producing. This report
outlines the steps we’ve taken, and plan to take,
to achieve our DEI goals.
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The Journey
So Far
Since the introduction of Gender Pay reporting, we’ve
worked hard to address the challenges of gender pay
equality. We have taken some significant steps on our
journey and are encouraged by the impact these have had
on the trend we see forming in the year on year results.
We are starting to see small shoots of progress within our
senior population which is positive, although we recognise
more movement is needed. We continue to be clear on our
DEI objectives and are committed to addressing any
concerns highlighted by the Gender Pay analysis. We are
confident we can continue to improve and believe in
building a better tomorrow for women, and all people,
throughout our organisation.
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Gender Pay at Experian 2021
Part 1 – Pay
These figures show how Gender Pay looked across our UK organisation in 2021.
Gender Pay statistics compare
the mean 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 which are in
high demand may command
higher salaries as a result of
market forces.

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

We are encouraged by the decrease in the
gender pay gap figures and believe this
clearly illustrates the positive impact of
the steps we have taken in recent years.
We are, of course, sensitive to future
fluctuations but believe meaningful
changes made have put us in good stead
to further decrease the gap over the
medium-term. We are conscious of the
effect ongoing transformation activities
may have on future results and continue
to monitor gender representation at all
levels, setting clear internal targets
aimed to improve gender balance,
particularly in senior positions.

FY17

FY18

FY19

FY20

FY21

YOY Movement

Difference in mean
hourly rate of pay

29.94%

26.50%

27.60%

24.77%

19.29%

- 5.48%

Difference in median
hourly rate of pay

24.57%

24.78%

20.05%

18.56%

14.97%

- 3.59%
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Gender Pay at Experian 2021
Part 2 – Bonus & Quartile Splits
FY17

FY18

FY19

FY20

FY21

YOY Movement

Difference in mean
bonus payment

60.53%

66.19%

65.30%

67.27%

66.04%

-1.23%

Difference in median
bonus payment

46.22%

42.11%

40.83%

27.11%

22.29%

-4.82%

Experian operates a strong pay for
performance philosophy. Particularly at
senior levels, we highly incentivise our
workforce through the use of short and
long-term variable pay. As a result, we
expect to see movement in the bonus
statistics linked to financial performance
and changes in Experian’s share price.
We are encouraged by the significant
decrease in the median bonus payment
gap. We believe in the importance of the
bonus statistics; however, we see the
bonus gap as a symptom of the gender
imbalance so do not expect to significantly
close the gap until the proportion of
females and males throughout the
organisation is more evenly distributed.

The proportion of men and women in each quartile has seen no significant
movement compared to previous years. We recognise the need to do more here
and we are closely monitoring trends in this area.
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Actions We
Have Taken
Our DEI Strategy enables our colleagues to bring their
whole selves to work. We have clear objectives which aim
to reduce female gender disparity and have set specific
targets which we believe will reduce the Gender Pay Gap
in coming years.
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A clear and measurable gender action plan was instigated upon the appointment of Jose Luiz
Rossi, MD, for the UK & Ireland region. A selection of notable actions are outlined below:
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