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The state of play

Since 2017, companies in the UK 
with more than 250 employees have 
been required by law to report their 
gender pay gap statistics annually.

The gender pay gap is the difference 
in average earnings between all men 
and women in the organisation; this 
differs from equal pay, which is the legal 
requirement for people carrying out the 
same or similar work to be paid equally, 
regardless of gender.

We’re committed to creating an 
environment where everyone is treated 
equally and has the same career 
development opportunities. Not only 
is this fair, but we believe that greater 
inclusion and diversity, including a 
gender-balanced workforce, leads 
to more rewarding and successful 
workplaces.

We support, promote and invest 
in a range of initiatives designed 
to encourage and accelerate the 
development of female leaders. 

We’re dedicated to maintain inclusive 
working practices and make every effort 
to increase diversity of all kinds through 
best practice in recruitment, training, 
mentoring, parental leave and flexible 
working.

This document is designed to explain 
our commitment to supporting female 
professionals in the workplace, 
showcase the relevant gender pay gap 
figures, and report on our achievements 
in minimising discrepancies.

How we promote diversity

Every company has a responsibility 
to build a diverse workforce. And at 
PHMG, we’re working hard to ensure 
our workforce reflects the diverse 
nature of our global client base.

 
 
 
 

A balanced staff-set, where people 
can bring their whole self to work, 
encourages creativity and collaboration; 
creates a wide and varied viewpoint for 
discussion; harnesses innovation; and 
leads to a better-quality product.



The figures

23.9% Median Gender Pay Gap

Mean Gender Pay Gap 24.3% 

Men Receiving Bonus

Women Receiving Bonus

89.3% 

93.8% 

Bonus pay gap

Mean Bonus Gender Pay Gap

Median Bonus Gender Pay Gap

48.0% 

34.1% 

These figures represent a snapshot 
of our business on 5th April 2021. 
The Gender Pay Gap shows the 
difference between the mean 
(average) and median (mid-point) pay 
and bonus earnings of male and female 
employees, expressed as a percentage 
of male employees’ earnings.

In our report we have prioritised the 
Median Gender Pay Gap, as the Mean 
can be inappropriately skewed by a 
small number of very high earners.



Of the people in each quartile of our 
payroll on the reporting date, how many 
were men and how many were women?

Lower quartile

Lower middle quartile

Upper middle quartile

Upper quartile

Pay distribution

41.9% 

Men:

Women:

58.1% 

Men:

Women:

Men:

Women:

Men:

Women:

55.3% 

44.7% 

70.2% 

29.8% 

77.4% 

22.6% 



Median Gender  
Pay Gap

Mean Gender  
Pay Gap

2021 2020 2019 2018

23.9% 18.6% 23.7% 19.7%

24.3% 23.6% 29.1% 31.7%

Median Bonus 
Gender Pay Gap

Mean Bonus  
Gender Pay Gap

34.1% 35.7% 34.5% 48.1%

48.0% 54.0% 51.0% 49.9%

Proportion of Men 
Receiving Bonuses 89.3% 96.3% 95.5% 95.3%

93.8% 92.4% 91.6% 97.9%
Proportion of  
Women Receiving 
Bonuses

Lower Quartile

Lower Middle 
Quartile

2021 2020 2019 2018

58.1% 46.0% 54.0%

Men Women Men Women Men Women Men Women

41.9% 57.5% 57.7% 42.3%42.5%

55.3% 56.0% 44.0%44.7% 62.2% 59.2% 40.8%37.8%

Upper Middle 
Quartile

Upper Quartile

70.2% 64.0% 36.0%29.8% 65.8% 60.6% 39.4%34.2%

77.4% 78.4% 21.6%22.6% 84.9% 90.1% 9.9%15.1%

Progress over time
In our report we have prioritised the Median 
Gender Pay Gap, as the Mean can be skewed by a 
small number of very high earners.

The following table details the gender distribution 
in each quartile of PHMG’s payroll for the last four 
reporting periods:



Interpreting 
these results

As predicted in our last Gender 
Pay Gap report, last year’s figures 
did indeed paint a false picture; 
the business was utilising the 
Government’s furlough scheme on 
the previous snapshot date of 5th 
April 2020.

In accordance with the reporting 
parameters, furloughed colleagues 
were not included in our calculations. 
Many of those furloughed colleagues 
work in our Sales teams, which skew 
strongly male and offer significant 
performance-related financial 
incentives.

Our latest figures (for 2021) more 
closely align with our 2019 figures, 
which show a Median Pay Gap that 
is roughly steady. Our Mean Gender 
Pay Gap has, however, reduced to 
its lowest-ever level (discounting 
2020’s problematic figures), signifying 
a reduction in the difference of the 
average hourly rate between men and 
women.

Compared to 2019, we have seen 
an increase in the concentration of 
women in senior roles (women now 
represent the largest proportion of 
the uppermost quartile of earners 
since reporting began, including 2020 
figures); that said, we are mindful that 
our strong level of staff retention 
in senior roles may mean future 
improvements in this quartile become 
more incremental.

Furthermore, women make up a smaller 
proportion of our lowermost quartile 
of earners since records began, with 
the proportion of female Lower Middle 
earners is at its highest-ever level; this 
reflects the opportunities for career 
progression available at PHMG.
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Our Gender Pay Gap is significant, 
and we are increasingly mindful of the 
structures that reinforce it. While we 
have made progress since our first 
report, we are some distance from 
achieving parity.

While we are making inroads into 
balancing the gender distribution of 
our highest earners, we have not yet 
achieved our goal of introducing female 
representation to our executive board; 
the uncertain events of 2020 and 2021 
have delayed progress, with stability 
and continuity instead prioritised. We 
maintain that female representation 
on our board remains a goal and our 
current management team boasts 
several worthy candidates.

As outlined in our last Gender Pay Gap 
report, we have rolled out Unconscious 
Bias training to ensure all candidates are 
evaluated fairly and end a cycle of hiring 

managers gravitating towards those 
who are similar to them. This is now 
firmly embedded within our business and 
we have a number of functions operating 
under female leaders, including Credit 
Control, Learning & Development and 
Client Strategy.

Our Learning & Development function 
is leading the charge in developing the 
skillsets of our existing female staff, 
with a particular focus on developing 
the leaders of tomorrow; it is open to 
all. This is just one of the strategies we 
have in place to ensure women have the 
opportunity to progress their careers 
within us.

Overall, we’ll continue to encourage 
a culture of equality and inclusivity, 
building a business in which gender 
bears no consequence on earning 
potential.

What we’re doing




