Benefex’s
gender pay gap
report 2020

A message from
the Benefex board
We are committed to ensuring an employee experience
that is accessible, fair and consistent for all.

Kathryn Kendall
Chief People Officer

Although this is the first year that Benefex has
reached the 250-employee threshold that
requires us by law to report on our gender pay
gap, we have reported internally as part of our
wider diversity strategy since the legislation
was introduced in 2017. In future years we
plan to extend our reporting to include other
diversity metrics such as ethnicity and disability.

Our mean pay gap relating to hourly pay rates
in 2020 was 20.44%, compared to 34.68%
when we started reporting in 2017. This shows
a substantial improvement, but the gap is still
too wide; clearly, we have more work to do.
This report sets out the reasons behind our pay
gap, the progress we have made to date, and
where we need to do better still. It commits us, and
everyone on the Benefex board, to a plan that we
believe will drive further advancements to gender
pay equality, through strategy, policy, and action.

Matt Macri-Waller
Founder & CEO
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Benefex’s UK
gender pay gap
2020

2017

+/-

Mean gender pay gap

20.44%

34.68%

-14.24%

Median gender pay gap

26.32%

35.46%

-9.14%

23%

67.10%

-44.10%

-75%

72.78%

-147.78%

16.03%

20.34%

-4.31%

2.22%

10.29%

-8.07%

Mean bonus pay gap
Median bonus pay gap
Proportion of men receiving a bonus
Proportion of women receiving a bonus

Employee gender diversity
(all employees)

Employee gender diversity
(by pay quartiles)

73.77%
63.41%

26.23%

Q4
(highest)

65.57%
34.43%

Q3

36.59%

66.13%
33.87%

Male

Q2

48.39%
51.61%

Q1

Female
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Why do we
have a gender
pay gap?

Our
progress
so far
We have started to reduce the gap by:

We have more men than
women in senior positions

We have proportionally more
women than men in junior positions

35.6%

of our female employees
are in junior positions

Highest paid
quartile

26.43%

19.2%
73.77%

of our male employees
are in junior positions

The technology, professional services and financial services industries in
which we sit are heavily male-dominated, particularly when it comes to the
prevalence of men over women in senior roles. As a result, we have struggled
to achieve diverse shortlists for senior roles, and this remains the primary
driver of our gender pay gap. In addition, we have a proportionally higher
percentage of women in junior roles compared to the overall percentage of
female employees.

Male

Hiring and promoting
more women to the senior
management team
We have strengthened our senior
management team – that’s the team
reporting into the board – with a
number of fantastic female leaders.
We continue to invest into this team.

Investing more in the
development of women
at a junior level
The data shows that women outnumber
men in the lowest pay quartile. We have
taken action to strengthen the learning
and development opportunities for women
who join at a junior level to provide a
clear progression route through the
organisation. As a result, we have several
success stories where female employees
have joined us in entry level roles and
progressed into senior positions.

Female
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What we need
to do more of:
Hire and promote
more women into
board-level roles
At board level we know we have
considerable work to do, with just one
woman on our nine-strong board. As
we seek to hire into new board roles,
ensuring diverse shortlists is our top
priority, and we’re fully prepared to
be flexible on candidates’ previous
experience to ensure that we deliver this.

Hire more women into all
roles across the company

Improve diversity
and inclusivity

Making sure we have diverse shortlists
for all open roles is an absolute
priority for us. Given the lack of
female representation in our industry,
we know we need to work harder
to achieve diverse shortlists for the
roles we advertise - particularly the
senior positions. We will be challenging
ourselves, and the recruiters we work
with, to deliver this diversity - even
when it means potentially widening
the scope of the role to consider
candidates outside of the usual
industry or experience expectations.

We are in the process of drawing up
our diversity and inclusivity strategy
for this next period of growth. Within
it, we will acknowledge the need to
continue to close the gender pay gap
and see better representation of women
at senior levels within the organisation.
We will also detail initiatives that
address other groups that are underrepresented within senior roles. This
strategy will be produced in partnership
with an employee group to consult on
and challenge our work in this area.

Identify key talent
We will build on the work already
started, to provide clear development
pathways for junior employees within
the business. Alongside this, we will
produce a framework to identify key
talent and support those individuals
with development plans that encourage
their progression. We believe this will
enable us to progress more of our
junior female employees through the
business, grow more talent from within
the business and produce a more
diverse pool of talent at senior levels.
Alongside all of this, we welcome any
challenge, suggestions or feedback from
our employees, our customers and our
wider network to help us build on the
steps we have already achieved. Progress
to date has been positive, but we won’t
rest until we close the gap completely.
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