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Pay and Bonus Gap (all UK employees)

What is the gender  pay gap reporting?

Pay and Bonus Gap (IG Index Ltd)

The government requires all UK companies with more than 250 employees to publish their 
gender pay figures. These figures must be based on April pay data. This is IG Index Limited’s
fifth year of reporting gender pay data and is based on data for April 2021.

The table below shows our overall mean and median gender pay gap based on hourly rates of 
pay in April 2021 and compares these to April 2020. It also shows the mean and median 
difference between bonuses paid to men and women at IG in the UK with the same comparison.

There a small number of UK employees, including our executive directors, who are not
employed by IG Index Limited but instead are employed by other subsidiaries within the group.
For completeness, we have provided figures below which include all UK employees within
the group.

Hourly fixed pay

Bonus paid

% Difference between men and women

Mean

2021

16.3

48.1

2020

19.9 21.8

43.8

24.8

35.137.9

2021 2020

Median

Hourly fixed pay

Bonus paid

% Difference between men and women

Mean

2021

14.0

27.1

2020

17.3 21.9

38.4

24.6

37.037.4

2021 2020

Median



Pay Quartiles
The below illustrates the gender distribution in our UK business across four equally sized pay 
quartiles, each containing 175.25 employees.

At the end of April 2021 women made up 30% of our UK workforce (and 33% globally).
Our aspiration continues to be to achieve a more balanced representation of women across
the business. One way that we are driving this change is through recruitment, in FY21 across
the group the percentage of female hires increased from 37% to 46% over the year.

We have seen a meaningful improvement year on year in our mean and median gender pay
gaps with both reducing by around 3%. Hiring senior female talent continues to be a priority for 
IG. Within the last 12 months we have hired two women into Executive Committee roles. 
However, we know that there is much more to be done and we want to see this gap continue
to reduce.

The bonus pool for FY20 was high due to the group’s performance. As seen in previous years 
where the bonus pool and sales plans out-perform due to the predominance of men in sales
and senior roles, the mean and median bonus gap tends to be bigger. As a result the mean and 
median bonus gaps are consistent with those reported in April 2019.

MenCompared to 2020 Compared to 2020Women

Upper quartile

Upper middle quartile

Lower middle quartile

Lower quartile

(-2%)   85%

(+4%)   76%

(-2%)   66%

(+3%)   57%

15%   (+2%)

24%    (-4%)

34%    (+2%)

43%     (-3%)



What we are doing about
the gender pay gap
IG continues to undertake a number of activities across our business to promote a more diverse 
and inclusive environment and to help develop the female talent we have. We continue to
engage with partners, employees and recruits to encourage female talent to progress and
join our sector.

Brighter Future Fund – A key contribution to sustainability for IG is our Brighter Future Fund. 
Under this IG has pledged to contribute the equivalent of 1% of post-tax profits to charitable 
causes. A key group of charities to which IG contributes are those charities which are 
empowering communities through education, emphasising financial literacy and STEM subjects. 
A key objective for these charities, such as Code First Girls, is to support those who are 
underrepresented in Finance and Technology. 

Championing diversity and inclusion – Diversity and inclusion (D&I) continues to be central to 
what we do. In the last year we have appointed a D&I Lead who implemented a four-year global 
strategy and is reviewing and inputting to processes across the group to help drive change. 
Specifically, a D&I awareness and education programme has been developed to help upskill 
managers on their approach to D&I. Alongside this we have developed a belonging series for 
employees which is a six part educational series looking at intersectionality, ethnicity, disability 
and gender identity. 

Driving inclusive recruitment – A key focus for this year’s diversity agenda is inclusive 
recruitment. Studies show that there are a number of interventions across the recruitment 
process that can minimize potential bias. Since 2021, we have been running a focused pilot in 
our Technology Department testing key changes to our recruitment process. We want all roles to 
have a minimum of 25% female representation on the shortlist and all interview panels to be 
gender balanced. 

Data is showing an improvement in the diversity of the talent pipeline across all grades, as well as 
an improved ratio between female leavers and joiners. In addition to this, we are diversifying our 
recruitment pools by supporting events like the Women of the Silicon Roundabout and 
partnering with specialised recruitment agencies. 



7%

93%

7%

93%

This shows there was no difference between the number of men and women being paid a 
bonus for their performance in the UK in the period.

recieved a bonus

Proportion of the emplyees
awarded a bonus

did not recieve a bonus


