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Phil Loney
Group Chief Executive 

Royal London

THE ROYAL LONDON GROUP
Under the gender pay reporting regulations we report data at a snapshot date  
of 5 April 2018 for each employing entity where we’ve more than 250 people.

At the time of reporting Royal London Group had 3,614 employees across its 
different businesses. Within the Group, we have two employing entities, both 
with more than 250 employees – Royal London Mutual Insurance Society 
(RLMIS) and Investment Funds Direct Limited (IFDL or Ascentric). Royal 
London Asset Management (RLAM) is part of RLMIS and employs less than 
250 people so is not required to report separately. We have chosen to publish the 
RLAM gender pay gap results separately in the interests of full transparency 
across our businesses.

I’m pleased to present the second Royal London Gender Pay Gap Report.  
Our report, which references data from April 2018 shows that we’ve made 
progress across our businesses in reducing the gender pay gap since April 2017.

We always knew this was the start of a journey and the change would not 
happen overnight.  That is evident when you look at our bonus pay gaps which 
have increased since last year and typically favour men who are more likely to 
hold senior roles. 

We continue to work on a number of initiatives to address the various gaps but 
we know that we won’t see real and lasting progress until we increase the number of 
women at senior levels in all of our business areas.  We’re committed to achieving 
that goal in the interests of making Royal London a truly diverse  
and inclusive workplace for generations to come.

Gender Pay Gap Report
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UK companies with 250 or more employees have been required to publish a report 
on their gender pay gap since 2017.

The gender pay gap is not the same as equal pay which is a legal requirement 
to ensure males and females carrying out the same or similar jobs or jobs of 
equal value are paid equally. The gender pay gap shows the difference in average 
earnings for male and females across an organisation regardless of role and level.

Diversity and Inclusion is a key focus for the Royal London Group and we are 
working hard to embed this across our businesses. We have started to build strong 
foundations in many of our activities across the Group, setting targets along the 
way to help us achieve a more diverse workforce.

We know our gap is largely driven by an over-representation of males in our senior 
roles and we recognise that we have a long way to go to achieve a better balance. 
Although there are no quick fixes, we still continue to work hard towards leaving  
a lasting legacy of diversity and inclusion for future Royal London workforces.

OUR 2018 RESULTS
We have provided the results of our whole Group which is made up of our two 
entities, RLMIS and IFDL (Ascentric). Again this year, we have also produced 
figures for RLAM which is a sub-set of RLMIS. 

The six calculations required under the legislation are: 

• Mean gender pay gap – the difference between the average hourly rate of 
pay of male full-pay employees and female full-pay employees 

• Median gender pay gap – the difference between the midpoints in the 
ranges of the hourly rate of pay for male full-pay employees and female full-
pay employees

• Mean bonus gender pay gap – the difference between the average bonus 
pay paid to males and females

• Median bonus gender pay gap – the difference in median bonus pay of 
males and females

• Proportion of males and females who received a bonus 

• Proportion of males and females in each of our four pay quartiles 

THE GENDER PAY GAP EXPLAINED

Mean Pay Gap* Median Pay Gap**

 34.2% (2017: 37.0%)  26.0% (2017: 29.0%)
Mean Bonus Gap Median Bonus Gap
  70.4% (2017: 67.8%)   50.0% (2017: 46.6%)
*The mean pay gap is comparing the 
average hourly rate of male earnings  
to the average hourly rate of female 
earnings as of 5 April snapshot date

**The median pay gap is looking at the 
hourly rate of the middle female role to the 
hourly rate of the middle male role

2018 Royal London Group Results

Proportion of males and females who received a bonus

Pay quartiles
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WHAT ARE WE DOING TO CLOSE THE GAPS?

We have a clear policy of treating our staff and members fairly and promoting diversity in all our employment practices whilst being transparent in all that we do in order 
to generate an inclusive culture, which is supported by our engagement survey results where our staff feel that they are treated with respect and fairness.

WOMEN IN FINANCE 
CHARTER

In 2016 we were among  
the first signatories of the  

Women in Finance Charter and 
pledged to increase the number 

of women in our most senior 
grade to 40% by 2020. We have 

made progress and increased 
the number of women in senior 

positions to 35.5%.

WELLBEING
We are working on our health  
and wellbeing strategy as we  
want to actively support our 

employees’ health and wellbeing 
inside and outside of work.  

We believe it is imperative to 
creating and fostering a diverse 

thriving workforce.

SENIOR LEADERSHIP 
COMMITMENT

Our Diversity Council, set up in 
2017 under the leadership of 

Andrew Carter, CEO of our Asset 
Management business, is made 
up of senior leaders across our 
businesses and has oversight of 

our Group-wide diversity and 
inclusion programme.

RECRUITMENT AND 
SELECTION

We are continuing to make 
improvements to our recruitment 
and selection processes in order 

to attract more women to apply for 
our roles. These include: gender 

decoding job descriptions, person 
specifications and job adverts, 

diversifying attraction techniques 
and introducing mandatory gender 

diverse shortlists for all roles.

FAMILY FRIENDLY  
POLICIES

These have been reviewed 
internally to improve current 

provisions of leave and pay for 
Maternity, Adoption and Paternity 
leave. We have also introduced our 

enhanced Carers Leave policy.

ASSET MANAGEMENT  
PROGRAMMES

We are working on a number of initiatives which will deliver  
both short and long term results. 

•  Advertising all roles as flexible where possible. 
•  Working with The Return Hub, an organisation specialising  

in ‘returning female talent’ – this helped us to hire RLAM’s Economist. 
•  Continuing to work with the CFA UK Inclusion & Diversity  

Network Partner Programme towards the launch of a  
‘Women in Investment Management event’ in Q4 2018.

WOMEN’S NETWORK
Launched in 2018, our new 

community enables members to 
connect, contribute and grow.  

It is a space where members can 
share agendas on topical issues, 
build new networks and provide 

practical support on how to 
overcome barriers faced in the 

workplace. By building advocacy 
for the network across both 
genders we hope to support  

Royal London to become a leader  
in gender diversity.
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BUSINESS AREA RESULTS

Proportion of males and females who received a bonus

92% (2017: 89%)
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39%
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37%
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2018 RLMIS Results

Mean Pay Gap Median Pay Gap
 35.9% (38.2%)  27.4% (28.4%)

Mean Bonus Gap Median Bonus Gap
 71.2% (68.4%)  49.1% (43.7%)

2018 IFDL (Ascentric) Results

Mean Pay Gap Median Pay Gap
 8.5% (2017: 17.3%)  12.9%* (2017: 7.8%)

Mean Bonus Gap Median Bonus Gap
 39.2% (2017: 41.3%)  19.1% (2017: 23.1%)

*There was a significant increase in headcount in this business area for our lower grade roles.  
As a result of this, there was an increase of female representation within the lower grades and a 
decrease in the female representation within the higher grades. This has then impacted on the bonus 
opportunity paid in April as well as the base salary which in turn affects the hourly pay calculations.
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BUSINESS AREA RESULTS

Our asset management business is part of an industry which is overwhelmingly male and strikingly so at the very top levels where roles come with much more generous 
bonuses and higher hourly rates of pay. In recognition of this, we have again chosen to disclose RLAM’s results for full transparency.

2018 RLAM Results

Mean Pay Gap Median Pay Gap
 44.5% (2017: 49.8%)  47.9% (2017: 50.1%)

Mean Bonus Gap Median Bonus Gap
 67.8% (2017: 63.9%)  80.6% (2017: 71.8%)

2018 RLMIS without RLAM Results

Mean Pay Gap Median Pay Gap
 26.4% (2017: 28.8%)  25.1% (2017: 27.1%)

Mean Bonus Gap Median Bonus Gap
 57.2% (2017: 57.5%)  48.7% (2017: 43.2%)

Proportion of males and females who received a bonus
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 Received no bonus
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The key driver for these gaps remains the imbalance of gender in our senior 
roles. We are committed to paying employees equally and fairly for the same or 
equivalent work, regardless of any individual differences. This is central to our 
approach to Pay and Reward. We evaluate our job roles and pay grades based on 
the job itself and not the individual.  

At a Group level we can see a positive movement has been made on the gender 
pay gap for hourly pay, which can be seen as an early measure of success of our 
job family pay framework implementation in April 2018. The reductions in our 
pay gaps are partly due to our 2017 pay commitments where, via our last few 
annual pay review processes we have sought to correct historical issues related 
to low and inconsistent pay through a combination of additional investment, 
centralised intervention and simplification of the pay framework. The job family 
pay framework was defined and this has underpinned the pay commitment journey 
that started 2016. By April 2018, we had successfully implemented the job family 
pay framework across the Group. 

The gender pay gap calculations vary across our different businesses and our asset 
management business, RLAM, has a large effect on our overall gender pay gap 
figures despite it only representing 6% of the RLMIS population. This year we 
are again voluntarily disclosing the pay and bonus gaps in our asset management 
business. RLAM’s mean pay gaps have also reduced’ going from 49.8% to 44.5% 
and the median pay gap from 50.1% to 47.9%. 

The additional factors affecting the pay and bonus gaps for RLAM (and RLMIS 
as a result) are:

• Like the rest of the asset management industry RLAM is very male 
dominated, with males occupying 75% of all roles and 88% of all roles in 
the upper pay quartile. Males also hold 91% of the higher paying leadership 
roles and 90% of the higher paying fund manager roles. Improving the 
representation of females in these key senior management roles in RLAM 
is a priority.

• The bonus gaps have increased in RLAM due to the impact of our 
Executive Reward Programmes that have a deferred bonus element, for the 
more senior members of staff of whom 91% are male, with only 9% female.

WHAT’S BEHIND THE GAPS?

OUR PEOPLE

Data based on people who are relevant 
employees on 05 April 2018 snapshot date as 

set out the Gender Pay Gap Regulations

46% 54%
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Ashley Hamilton Claxton, Head of 
Responsible Investment, RLAM

“I live in Wilmslow and my team is in 
London. I’m also mum to 2 year old 
Connor. I commute daily to London 
at least three days a week, doing 
slightly shorter days to be home before 
Connor’s bedtime. But I work on the 
train and sometimes in the evening. 
Support from my husband on those 
days is critical. Luckily he’s flexible as 
a freelancer and we somehow make 
it work. The other two days I work 
normal office hours from home.”

“I can balance my very demanding job with spending time with my son. I’m also 
more effective at work and manage my time better. I’m much better at prioritising 
and saying no! Plus I have a lot more time when I’m ‘unplugged’ and undistracted 
to do things like read stacks of papers, think strategically or catch up on writing 
notes and reading emails. Having time to sit back and think is highly underrated - 
I come up with some of my best ideas while I’m on the train!”

“I feel empowered and trusted - the business is willing to support and 
accommodate my personal circumstances while acknowledging I can still be a 
productive and valuable employee. Like every working parent I often feel like there 
aren’t enough hours in the day and it’s difficult to balance being effective at work 
and spending quality time with family.”

At Royal London we’re taking a number of steps to improve recruitment and 
retention rates for our female employees, especially at senior levels. Here, some of 
our more senior female colleagues share their experiences.

GENDER PAY GAP CASE STUDIES

Vicky Rutherford,  
Head of Sales - Consumer

“I joined Refuge Assurance, as it  
was then known, 30 years ago.   
I decided not to go to university,  
even though I had offers, as I preferred 
to work and get qualifications directly 
related to a job.  I started out on the 
lowest grade and worked my way up 
to various manager roles while doing 
qualifications, learning on the job and 
getting involved in lots of projects.   
I’ve also had two maternity leaves and 
came back part time after the second 

one.  After a number of varied roles I was promoted in 2017 to my current role 
as Head of Sales for Consumer, also becoming one of the 100+ Senior Leaders  
in the Group.”

“I have always had a thirst for knowledge and was driven by a desire to learn, to 
get to know the business better and to get involved in a variety of projects.  Royal 
London helped me achieve those goals by providing me with the opportunities to 
progress and to develop my skills and understanding of the business.”

“I’ve always felt enabled to move on and try something new.  I believe you have 
to take any opportunities presented to you as never know when the next one will 
come along.  My most recent promotion was definitely due to internal recognition 
of my ability to do the role as they could have easily recruited someone with 
more direct experience.  I really feel I have benefited from a culture of wanting to 
recognise, offer opportunities and promote internally.”  

Gender Pay Gap Report
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Elise Buchanan, Senior Asset 
Manager, RLAM Property team 
(job-share)

“I’ve worked in the City for some 20 
years and after extended maternity 
leave I was looking to return to an 
asset management role which allowed 
flexibility to care for my young family 
and continue my career.”

“Whilst on maternity leave I noticed 
an advert for a part time role at Royal 
London Asset Management, looking 
for an asset manager to cover a three 
day week job share. It is very rare to 

find a part-time position in a company of RLAM’s size and stature and I was very 
fortunate to secure the role. Since September 2018, I have been working alongside 
my job share, Rachel, with one day a week as a crossover for our briefing.”

“Rachel and I have very similar working styles and we are committed to making 
the job-share work for RLAM, providing a seamless transition from Rachel’s 
working days to mine to ensure the Fund objectives are progressed in a timely 
manner.  This is the first time RLAM has introduced this type of working 
arrangement so it is important to show that flexible working can reap rewards and 
produce tangible results.”

“Despite my short time here I have to applaud RLAM for its ‘forward thinking 
approach’ which provides opportunities for returning professional working 
mothers. There are still many institutions in the City that have failed to adopt 
flexible working.” 

GENDER PAY GAP CASE STUDIES

Rachel Holt, Senior Asset Manager, 
RLAM Property team (job-share)

“I’ve been working three days a week 
in a job-share role since mid-2018. I 
joined Royal London in 2014 and since 
then there has been a definite change 
and shift towards flexible working.  
Back then everyone in the property 
team was in the office five days a week.  
Now everyone works at least one day 
a week from home.  That new culture 
made it easier for me to ask about part-
time working after I had my son. I 
knew I wanted to come back to work 

but I didn’t want to work full time so I could spend time with my son.”     

“My line manager was supportive and I’ve now got a great balance, working three 
days of which two are from home in York.  I had thought I could do the role part-
time if a few adjustments were made but Royal London suggested a job-share. We 
hired Elise who has a similar approach to me and we work together really well.”    

“I don’t intend to work this way forever but in the meantime it has allowed me 
to continue working in a role I enjoy.  I know I can rely on Elise and having that 
back-up makes it easier to switch off when I’m not working. I’m very happy that 
I’ve been able to come back to a job that challenges me and to be able to do that 
while also enjoying quality time with my son.” 

Gender Pay Gap Report
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Lesley Mitchell, 
Group Financial Controller

“I joined Royal London just under 
3 years ago as Head of External 
Reporting and I was promoted to 
my current role of Group Financial 
Controller in February 2018.  Since 
starting a family 7 years ago, I have 
worked reduced hours and I have 
never found that this has held me 
back in terms of opportunities at 
work and or promotion.  When I 
joined Royal London in 2016 I was 
able to negotiate a four day week.  

I had two young children, James was starting primary school, Charlotte was at 
nursery and I wanted to be able to spend time with them, particularly Charlotte 
before she started school.  I increased to 4.5 days a week after she started school 
so I now work Monday to Thursday and fl ex my half day on a Friday so that I’m 
working during school hours.” 

“I like the fl exibility of the half day on a Friday as there are lots of activities at 
school and it means I can get involved.  My children benefi t too as they don’t have 
to go to breakfast and after school club on a Friday. I can do the school run and we 
have quality time after they get back from school to set us up for the weekend.”  

“Having this kind of arrangement comes down to trust.  There’s a lot of trust 
placed in me and I feel empowered to deliver my best at work.  My line manager 
and leadership team have always been supportive of my working arrangements and 
my team want it to work too – in fact they are very protective of my non-working 
time and that’s a really nice feeling.” 

“I lead a team of 18 people of which 5 (males and females) have fl exible working 
arrangements. I fi rmly believe that people are more productive and engaged at 
work when they are able to achieve a good work/life balance.” 

GENDER PAY GAP CASE STUDIES

PERCENTAGE OF FEMALES IN SENIOR ROLES

Our gender pay gap is driven by not having enough women in high 
paying roles. In September 2016 we signed up to the Women in 

Finance Charter and have made steady movement to increase the 
representation of females in these senior roles.

Sept 2016

32.7%

Sept 2017

Percentage of Females in Senior Roles

33.5%

Sept 2018

34.9%

“I confi rm that the Royal London Mutual Insurance Society and IFDL data 
is accurate and has been collated in accordance with the Equality Act 2010 
(Gender Pay Gap Information) Regulations 2017.”
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The Royal London Mutual Insurance Society Limited is authorised by the Prudential Regulation Authority and regulated by the Financial Conduct Authority and the 
Prudential Regulation Authority. The firm is on the Financial Services Register, registration number 117672. Registered in England and Wales number 99064. 

Registered office: 55 Gracechurch Street, London, EC3V 0RL.


