2017 GENDER PAY GAP REPORT
We are committed to equality in all aspects of our
business, including in the area of gender pay.

GENDER PAY & BONUS GAP
Hourly rate

Bonus paid

Mean

2.7%

Mean

-24.2%

Median

5.2%

Median

0.0%

The tables above show our overall mean and median gender pay gap based on hourly rates of pay as at
the snapshot date (5 April 2017). It also captures the mean and median difference between bonuses paid
to men and women in the year up to 5 April 2017.

PROPORTION OF
EMPLOYEES PAID A BONUS

PAY RATE QUARTILES
Lowest quartile
68%

32%

Quartile 2
63%

24%

21%

37%

Quartile 3
68%

76%

79%
Received a bonus (%)
Did not receive a bonus (%)

32%

Highest quartile
74%

26%

ManpowerGroup finds work for
more than 100,000 people in the
UK each year in a wide range of
industries and skills across our
expert family of brands. Achieving
gender parity and creating a culture
of conscious inclusion is a business
priority. That’s why we take an active
role with the World Economic Forum
to shape the future of education,
gender and work, and commission
research to find out what can be
done to close the gender gap
faster, providing organisations
with actionable advice and seven
practical steps that accelerate
progress.
We know too that parity begins at
home and there is always more we
can do. When we take an average of
hourly rates across our Manpower
business, including our associates,
women are paid 2.7% less than men
(5.2% when you look at the median).
When we look at bonus pay, our
average gender pay gap reverses to
-24.2% (with a median of 0%) .
We are pleased with these results
yet not satisfied. Our leaders are
committed to a culture of conscious
inclusion, where everyone is invited in
and all contributions are valued.
We’re explicit about where we want
women to progress and we set clear
and measureable goals for business:
we already have the most diverse

Board in the industry and by 2020
we’re on track for 40% of our global
Executive Leadership Team and Key
Leadership Team roles to be held
by women. We have implemented
development and sponsorship
programmes at all levels to nurture
future leaders and help women
progress. We are also rolling out
training for leaders to ensure we foster
an inclusive mindset when hiring,
promoting and developing our people.
Achieving parity of opportunity
for all and getting more women
into leadership isn’t just an ethical
imperative. When half of the talent
pool are female, it makes good
business sense, achieves diversity
of thought and better decisionmaking. This is something we have
to get right, and in the UK we are
committed to taking steps to make
more progress to parity, including:
•W
 e treat gender parity with the
same importance as any other
strategic business priority, and
have set a target to achieve 50%
female board representation by
2022. We now ensure all hiring into
senior positions includes at least
50% women on the shortlists.
•W
 e know that leadership has to
own it for change to happen, and
we are running development
sessions for our senior leaders
to adopt an inclusive mindset, as

RELATED INSIGHTS
Seven Steps to Conscious Inclusion: We asked
emerging and established leaders, male and female,
about the obstacles we face to gender parity and
the actions employers can take - Learn more here.
Is the future of work a man’s world or a skilled
world? Why learnability will be the great leveller in this
Skills Revolution - Learn more here.

Women, we have a problem: why women are
having less career conversations than men and
what companies can do - Learn more here.
ManpowerGroup Chairman & CEO Jonas Prising
joins Sheryl Sandberg, Justin Trudeau and
Melinda Gates to discuss progress to parity Learn more here.

well as introducing our new ‘EQUIP’
model to help drive the mindset.
•W
 e have introduced new Success
Profiles which outline behaviours
of conscious inclusion at every
level, and are using these to hire,
develop and promote against, thus
enabling us to drive a culture of
people who value people.
• In our succession planning
processes we are using standard
criteria (including our Success
Profiles) and challenging our
assumptions about what makes
people successful. We have set
the expectation of our UK leaders
that they have 50/50 male/female
succession plans.
•W
 e are creating exposure
opportunities for our high potential
females to lead high impact, high
value business projects. We will
elevate the focus on Senior Leader
Sponsorships of high potential
women, to provide the experience
and exposure they need to succeed
in senior business-critical roles.
I confirm the data reported is
accurate.
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