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W E C O N T I N U E T O D E L I V E R O N T H E A D VA N C E M E N T O F W O M E N AT W O R K
At Mercer, we are committed to accelerating the advancement of
women at work, both inside and outside our firm. We know that when
women thrive, businesses and societies thrive.
We are proud to be delivering on our mission to ensure our colleagues
reach their own full potential – through bringing their whole selves to
work, providing career development opportunities, having diverse
successful role models to look up to, and being rewarded fairly and
equally.
At Mercer we make a difference in people's lives every day around the
world. We know that we can do this only because of the efforts of each
and every one of our colleagues. That is why rewarding our employees
fairly is fundamental to our business.
Our commitment is evident through our EDGE certification, being
on The Times UK Top 50 Employers for Women list again in 2019, and
our extensive global gender parity research project “When Women
Thrive”. In the UK, we introduced targets to increase our senior female
population to 30% by 2020 and we have already exceeded our target.
We have an equal number of men and women on our Board (3 women
and 3 men) with a female Chair and female CEO, and a gender balanced
UK Executive Leadership team. We have a strong culture of adaptive
working and gender balanced Partner promotions.
While you’ll see we’ve made some progress in closing our gender pay
gap, like many organisations, we have more work to do and are on a
continuous journey to further women’s progression in the workplace.
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In this report we highlight some of the activities already undertaken and
those we are planning to further our objectives around gender parity.

UK Gender Pay Gap reporting
The Gender Pay Gap and Bonus Pay Gap analysis looks at the mean and
median earnings across the entire company for women and men. This is
different from equal pay, which relates to any difference in individual pay
between women and men within specific jobs. Our 2019 UK results show
progress to narrowing this gap. Through our detailed analysis, we know that
our gender pay gap is largely caused by our workforce profile – that is, we
continue to have more men than women in senior positions for a myriad of
reasons. That we're heading in the right direction, albeit with more work to
do, tells us that the many actions we're taking to address gender balance in
the workplace are having the right impact and must continue.

Sylvia Pozezanac
CEO, UK, Mercer Limited

O U R 2019 U K G EN D ER PAY G A P R EPO RT

O U R G E N D E R PA Y G A P
The Gender Pay Gap shows the gap between the mean

and median earnings of women and the mean and
median earnings of men within the company, and the
Bonus Pay Gap shows the gap between the mean and
median bonus paid to women and the mean and median
bonus paid to men. The mean (or average) is calculated
by adding up the gross hourly earnings of employees
in the relevant group and dividing that figure by the
number of employees in that group. The median is the
number in the middle of a ranking of pay from lowest to
highest.
In other words, Gender Pay Gap and Bonus Pay Gap
look at the mean and median across the entire company
for women and men. This is different from equal
pay, which relates to any difference in individual pay
between women and men within specific jobs.

Equal Pay...
The Gender Pay Gap...

£

£
the difference between the gross hourly
earnings for all men and the gross hourly
earnings for all women

...not to be
confused
with...
women and men
being paid the same
for the same work

At Mercer, we monitor equal pay on an ongoing basis and
have rigorous processes for reviewing and monitoring
pay and promotions as a fundamental part of our annual
compensation process.
These numbers tell a story... but not the complete story.
We’ve undertaken further analysis to understand the
root causes and identify how we can close the gap.

Careful with comparisons
Mercer in the UK is a limited company, which means our Gender Pay Gap takes account of all our people across all levels of the organisation.
Some other professional services firms are partnerships (e.g. an LLP or similar), and government regulations exclude partners in these firms
from the Gender Pay Gap calculation. This can make it difficult to compare these figures between firms.

3

MERCER

PA Y Q U A R T I L E S
61%

65%

58%
50%

50%

42%

39%

35%

What we know
• There are more men in more senior, higher paid
roles.
• We are working to improve the diversity at all levels
of our business.
Female Proportion change from 2018
-1.6%

Quartile 4
Lower

Quartile 3
Lower Middle

Quartile 2
Upper Middle
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Quartile 1
Higher

Quartile 4
Lower

-1.8%

Quartile 3
Lower Middle

+0.6%

Quartile 2
Upper Middle

+0.5%

Quartile 1
Higher

GENDER BONUS GAP

29.0%

27.6%

57.1%

63.1%

2018: 31.5%

2018: 29.6%

2018: 59.6%

2018: 77.4%

% of female
receiving bonus

89.7%
2018: 86.5%

What we know
• Largely because of our workforce profile (more
men in more senior roles), we have a Gender Pay
Gap.
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What we know
• Our Gender Bonus Gap reflects our pay philosophy – in
common with many companies in the market, employees
at a more senior level have a larger percentage of
their pay that is variable. This approach, combined
with having more men in more senior roles, drives our
Gender Bonus Gap.
• In roles that are bonus eligible, women and men are
equally likely to receive a bonus.

% of males
receiving bonus

88.0%
2018: 83.2%
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Our reported gap is primarily driven by a greater representation of men
in higher paid, more senior roles and we continue to work towards an
equal gender split across all levels.

maintaining the highest possible professional service.
•

Providing positive role models – women want to see “people like
me” leading the business. We’re proud that not only is our global
President and CEO a woman, but within the UK, we have
a female CEO, a female Chair of our Board, as well as a gender
balanced Board and Executive Leadership team.

•

Engaging across the business – diversity and inclusion efforts have
the most impact when the entire organisation is behind them. For
some years we have been hosting open dialogue sessions through
our Engaging Men programme, which features interactive sessions
with senior male leaders as panellists discussing the role of men
in creating a more inclusive environment for everyone at Mercer. Our
business resource group, The Vine, is Mercer’s UK network
promoting gender equality and is open to all colleagues seeking
to drive positive change in the business. The Vine provides impactful
development opportunities.

•

We operate an open and transparent Partnership progression model
to develop and promote equally all talented individuals of any
gender.

•

Monitoring our progress – we analyse and report regularly on our
progress at the Board level and hold our Executive team accountable
in their own reward for delivering results.

Here are a few of the actions we’re taking to further our objectives
around gender parity:
•

•

•

Recruiting a diverse workforce – it’s critical that we build and
maintain a broad and talented pipeline and recruit from a wide
range of candidate pools at all levels. For our graduate recruitment
programme we have a gender balanced offer rate each year, and
for senior hires we meet our own strict requirements for diverse
shortlists. We will of course continue to hire the best candidates,
but we won’t be able to do this if we don’t access the widest
possible talent pool.
Promoting equally – promotions in our annual review period were
nearly equally split between women and men. Over time, this is an
important part of how we will achieve a better gender balance in
more senior roles. Women currently occupy 35% of our senior positions which already exceeds our 2020 target and we want this progress to continue. Unconscious bias training is mandatory for our
people managers and offered to all staff.
Supporting flexible working – enabling our people to balance work
and life commitments is fundamental to retaining and promoting
the best people. We actively encourage a policy that recognises
that #AllRolesCanFlex, and we have a very strong culture of
flexibility enabling us to meet our many commitments while always
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Our efforts to date have been recognised through our inclusion once again in The Times UK 2019 Top 50
Employers for Women list.
Additionally, in 2019, we were awarded the ASSESS level certification from EDGE, the global business
certification for gender equality. This demonstrates that Mercer:
•

Fosters an inclusive workplace culture with high engagement levels by both male and female
colleagues

•

Is above average in the share of women across the talent pipeline when compared with our peers in
both commercial and professional service companies

•

Proactively manages gender pay equity, and

•

Effectively implements gender equality policies and practices.
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CAREER

A C C E L E R AT I N G F O R I M P A C T
2018 G EN D ER I N FLECT I O N P O I N T
WHEN WOMEN THRIVE,
BUSINESSES AND SOCIETIES THRIVE

O U T W A R D -L O O K I N G D I V E R S I T Y
We’re committed to making a positive difference for our clients, in our communities and society at large.
For many of our clients, we are engaged as consultants to provide rigorous, regular workforce analysis.
Our Internal Labour Market Analysis framework is a way of quantifying and explaining internal labour market
dynamics to accelerate the achievement of diversity objectives. The methodology relies upon a set of
statistical models that quantify the drivers of the key workforce dynamics (e.g. pay, promotion, retention)
and how these drivers vary by gender and race/ethnicity. By quantifying key relationships, organisations
can objectively prioritise the actions to most effectively achieve their workforce objectives.
Mercer has shown itself to be a thought leader in the push for gender diversity. Since 2014 we have
published our When Women Thrive, Businesses Thrive research, showcased in partnership with the World
Economic Forum at Davos. The most comprehensive research on women in the workplace, When Women
Thrive is designed to help all organisations drive growth through the active and productive participation of
their female workforce. More information is available at www.whenwomenthrive.net.
In the UK, we have also engaged with a number of important external organisations that support career
advancement for women, including:
•
•
•
•
•

The Actuarial Mentoring Programme
Creating Inclusive Cultures
The Cherie Blair Foundation
Women on Boards
The Business in the Community Workplace
Gender Equality campaign

•
•
•
•

Professional Women’s Network
30% Club
HM Treasury’s Woman in Finance Charter,
of which Mercer is a signatory
International Women of Excellence.

D E C L A R AT I O N
We confirm Mercer Limited’s gender pay gap calculations are accurate and meet the requirements of the
Equality Act 2010 (Gender Pay Gap Information) Regulations 2017.

Sylvia Pozezanac, CEO, UK, Mercer Limited
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