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At Unum we celebrate the
contributions of every member
of our team, and we value the
diversity of perspectives and
experiences that make us a
stronger company.
Embracing diversity not only brings out the best in our employees, it allows us to better understand
the needs of our customers and reflect the communities around us.
I believe we are creating a workplace that values diversity and inclusion, but the truth is we can always
do more and that is why we welcome the Government’s introduction of the gender pay gap reporting
legislation.
The national median gender pay gap is 18.4%*, Unum’s is 17.5%; this is too high and the underlying
reason is that we, like most of our industry, do not have enough women in higher paid senior, technical
and sales roles. We have a number of initiatives underway to address this issue and we are committed
to closing our gap.
At Unum we already undertake our own pay equity analysis and based on this we are confident that
women and men in our organisation receive equal pay for doing equivalent jobs, but we will continue
to accelerate our actions to build a more diverse workforce and inclusive culture.
*

Source: House of Commons Briefing Paper 7068

Peter O'Donnell, Chief Executive Officer, Unum UK
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Overall pay gap
Gender pay gap

Median

Mean

17.5%

27.3%

The table above shows our overall median (middle figure) and mean (or average)
gender pay gap, based on hourly rates of pay as at the snapshot date of 5 April 2017.
Analysis of our gender pay gap shows that it is predominantly driven by the fact that we have more men
in senior higher paid roles, and a higher proportion of women relative to men in lower level roles. While
this is typical of many financial services companies across the UK, we are committed to addressing this.

Equal pay:

Pay gap:

Is providing equal pay for the same
or similar work, irrelevant of gender.

Is the difference in average pay between
men and women in the organisation.

Pay quartiles
The charts below illustrate the proportion of women and men in each of the four pay quartiles.
Lower
quartile

63.7%

36.3%

Lower middle
quartile

56.5%

43.5%

Upper middle
quartile

49%

The above demonstrates the fact that we have a higher proportion of
women in lower level roles and more men in higher paid roles.
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51%

Top
quartile

35.5%

Women

64.5%

Men
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Bonus gap
Bonus

Median

Mean

35.2%

66.2%

The bonus gap calculation is based on all bonus payments paid between 6 April 2016
and 5 April 2017. This is once again driven by the fact that we have more men in senior
roles which are typically higher paid and attract higher bonuses.
In addition, the majority of our part time opportunities are taken up by women. Employees who work
reduced hours receive pro-rated bonuses reflecting the hours they work and this in turn is reflected in
our gender bonus gap.

Bonus payments
The table opposite shows the
proportion of women and men
receiving a bonus payment.
New employees who joined the business after
30 September 2016 were not eligible to receive
a bonus; during this period we recruited more
women than men and this accounts for the
majority of the 3.4% gap.

Women 90.6%

Men 94%

100%

Contents

Next page
Page 4 of 7

Our actions
We believe in fairness for all our employees and many of our existing workplace processes
and practices already support diversity and inclusion (D&I), but we recognise the need to do
more. Guided by the introduction of our Diversity and Inclusion Strategy, we are prioritising
key initiatives to create a more inclusive business with a focus on our gender pay gap.
Overcoming our challenges
We recognise that we need to do more to address the issues that drive our gender pay and bonus gap,
enabling women to progress into higher paid senior, technical and sales roles. One way we support women
to reach their potential is our Women in Leadership Programme which helps female leaders to take the
next steps in their career. We will build on the success of this by setting up a similar programme for
women in our sales team in 2018.
We already have many senior female employees
who we are supporting so they can compete for
the most senior roles when they become
available. For example, there are approximately
equal numbers of high potential women and
men on our Leadership Team, and our Emerging
Leaders’ development programmes. We also
have a robust succession planning process for
people at this level but we now need to extend
this deeper into the organisation to identify
talent earlier in our people's careers.
As part of our holistic view of supporting women
in the workplace, we continue to evolve our
family friendly policies to ensure that we remain
aligned to the ever changing needs of our
employees. We have also created a series of
employee-led diversity and inclusion working
groups for our employees to act as ambassadors
and early adopters, seeking opportunities to
embrace and improve diversity and inclusion.
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Claire Stockhausen participated in the
first Women in Leadership programme,
and is one of two women from that
group to since be appointed to Unum
UK's Executive Committee:

I'm delighted to be taking up the
role of Chief Risk Officer. Taking
part in the programme has been
invaluable for my own personal
development and has helped me
to take the next step. It’s great
that Unum continue to invest in
supporting women to progress
their career and reach their full
potential in the way that best
suits them.
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What we've put in place so far has been a
positive step in the right direction but we
can always do more to drive our Diversity
and Inclusion programme forward.
Addressing the disparity in representation
of women in senior, technical and sales
roles will take time but is fundamental to
closing our current gender pay gap.
Liz Walker, Human Resources Director, Unum UK

The broader issue
We are proud to be one of the first companies
to sign up to the Women in Finance Charter, a
government-led initiative to increase gender
diversity. As part of this we have committed
that 35% of our Executive Committee will be
women by 2021, we are making steady
progress towards this and both our Chief
Executive Officer and UK HR Director’s pay are
linked to our success in hitting this target.
With our technical roles in mind, we see
encouraging females into STEM (science,
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technology, engineering and mathematics)
related careers as a systemic challenge in our
wider society.
To provide help from a grass roots level, we
support the charity SATRO which works with
schools, businesses and volunteers to inspire
young people into STEM vocations. We recognise
that we still have more to do and we will
continue to look for proactive ways to address
our pay gap, in particular the representation of
women in senior roles.
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We’re fully committed to diversity and inclusion and alongside our key
priorities, our support for D&I includes:

• Enhanced maternity, paternity and
adoption policies

• Continual review of our hiring practices
and processes

• A flexible working policy

• A new careers site to help attract diverse
talent

• Our newly-launched D&I community
site and toolkit
• Online unconscious bias training

• A mentoring programme available to
all employees
• The implementation of a job-levelling
framework across all roles

We are committed to building a more diverse workforce and inclusive culture, we are progressing in the right
direction and are fully committed to doing more to ensure that everyone at Unum has an equal chance to
fulfil their potential.

Peter O'Donnell
Chief Executive Officer, Unum UK

Liz Walker
Human Resources Director, Unum UK
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Unum Limited is authorised by the Prudential Regulation Authority and regulated by the Financial Conduct
Authority and the Prudential Regulation Authority.
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