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The Gender Pay 
Gap

The headline gender pay gap has improved by 5.2% since 2021 and by 9.6% since 
2017. This year has seen the largest annual improvement since reporting began in 2017.

The median pay gap improved by 3.9%, reflecting a consistent improvement since 2020.

Comparing 2021 and 2022 populations showed a number of higher paid male 
employees leaving between May 2021 and April 2022, with roles not replaced or their 
replacements being female. In addition to this, there have been a number of female 
promotions into more senior roles. 

Salary sacrifice deductions are factored in to the Gender Pay Gap data, and having 
introduced the electric car scheme in 2021, 2022 is the first reporting year where 
employees have had deductions for this scheme. Take up for the car scheme has 
largely been from our male employee population; 11 employees had salary sacrifice 
deductions for the scheme in April 2022, all of whom are male.  

These factors combined account for the most significant improvement (5.2%) in the 
headline gender pay gap since reporting began in 2017. 

Underlying these figures, the number of female employees has increased by a net gain 
of 11 (from 233 to 244), while the number of male employees decreased slightly from 
339 to 334. In addition, comparing the individual changes in hourly rates from 2021 to 
2022, 33 male employees experienced a decrease in their hourly rate compared to 16 
female employees. This can be attributed to changes in salary sacrifice arrangements 
such as increased pension contributions, participation in the electric car scheme and 
bonuses that were paid in 2021 that were not awarded in 2022.
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Statutory Bonus 
Calculations

We are required to report the proportion of male and female employees that received 
a bonus award in the 12 months to 5 April 2022 and also the percentage difference of 
female bonus to male bonus – mean and median, over the same period.

The mean bonus pay gap has improved to 60.4%; an improvement of 6.3% since 2021 
and 7% since 2017.  This year is the largest annual improvement in the bonus gap since 
reporting first started in 2017. Similar to last year, this is in part explained by the exit of 
more highly paid male employees and the increased proportion of women in the more 
senior 3rd and 4th quartiles since 2021.

Statutory Gender 
Pay Gap

What is it and why do we measure it?

The Gender Pay Gap is calculated as the difference between average earnings of men 
and women as a proportion of men’s earnings. It is a measure of all jobs and is different 
to Equal Pay, which is the comparison of pay between men and women doing the 
equivalent job. Thomas Miller undertakes regular internal and external benchmarking 
and is committed to ensuring that all employees are paid fairly. The Gender Pay Gap 
measurement is a legal requirement in the UK for companies with more than 250 
employees. Its aim is to help us to understand the size and causes of the pay gap 
between male and female employees to identify any potential issues that may need 
addressing. Thomas Miller’s reporting incorporates pay and bonus for all UK based 
employees.
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Proportion of 
men and women 
receiving a bonus

Male 80.2% Female 78.7%

Pay quartiles

Male 40.9%

Female 59.1%

1st quartile (low)

Female 46%

Male 54.0%

2nd quartile

Female 37.5%

Male 62.5%

3rd quartile

Male 77.4%

Female 22.6%

4th quartile (high)

Overall pay gap

Median Mean

Fixed pay gap 39.0% 35.9%

Bonus pay gap 46.2% 60.4%

The tables below show Thomas Miller’s median 
and mean gender “fixed pay” and “bonus pay” 
gap as a snapshot at the date of 5 April 2022.
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Pay Spread The proportion of women in senior roles (4th quartile) increased by 3.6% in 2022. This is 
the largest annual improvement and signifies the highest level of female representation 
in senior roles since reporting began; an increase of 8.7% since 2017. This is the result 
of a combination higher paid male employees leaving the business between May 2021 
and April 2022, new female hires at a senior level, and internal progression into senior 
roles for female employees.

Similarly, female representation in the 3rd quartile has also increased by 2.7% in 2022, 
and by 10.5% since 2017 which suggests increased female progression internally, and 
an increase in female hires at this level. However there remains a potential weakness in 
progression from the 1st to 2nd quartile which may impact future succession, with little 
change in the make-up of the 1st quartile population since 2017.

 � Launched the Thomas Miller ESG strategy which includes the initial capture and 
reporting of metrics relating to gender (and other criteria) across joiners and leavers 
and our end to end recruitment processes.

 � Ongoing evaluation of ‘New Ways of Working’ to enable more agile working practices.

 � Continue to review and monitor our Management Development Programme to provide 
more structured opportunities to enhance our managers’ skills and knowledge.

 � Launched our structured succession management framework across the Group.  
Focus remains on implementation for high potential employees.

 � Active monitoring of employee performance ratings to ensure that these are fair  
and inclusive. 

 � Launched a menopause policy and associated guidance for managers to support 
colleagues through the menopause and peri-menopause.

 � One-to-one maternity coaching sessions to ensure a smooth transition for employees 
going on maternity leave and help their successful return to work.

 � Exploring long-term partnerships to provide work experience and mentoring 
opportunities to support and attract local students from under-represented groups to 
careers in our industries.

 � Continued development of our reward benchmarking processes.

 � Exploring psychometric testing and other skills based assessments as part of our 
recruitment processes.

 � Gender test our job guides to ensure the language used is not gender coded.

 � Review our range of family friendly policies (including maternity, shared parental and 
paternity) to ensure ongoing consistency and fairness.

 �  Conduct employee focus groups as part of the Group’s ESG strategy and through 
this to: 

 – explore different diversity, equity and inclusion initiatives to develop current 
employees understanding and build collaboration.

 – appoint ESG Ambassadors with different areas of focus across our businesses 
and regions.

Action we have 
taken

In the pipeline
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Thomas Miller is an international provider of market leading insurance services. Most of 
the businesses we own or manage are acknowledged leaders in their chosen markets. 

Today we are headquartered in London and employ more than eight hundred people in 
eighteen locations across the world

About 
Thomas Miller



thomasmiller.com


