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What is the gender pay gap?
Gender Pay gap is the measure of the difference between the average earnings of men 
and women. It is important to clarify that the gender pay gap is different to equal pay.  

Equal Pay is the legal obligation for employers to give men and women equal pay for 
equal work. 

Gender Pay gap is the broader measure of the difference between the average earnings 
of men and women. It looks across all roles at all levels within an organisation.

As the measures are different, a company can have a gender pay gap without 
breaching the legal obligations of equal pay. At Canada Life we do not consider gender 
when determining pay for roles within our company. We regularly review and monitor 
pay to ensure we abide by these legal obligations. Our current gender pay gap is not 
driven or caused by any equal pay issues.

At Canada Life we are committed to continuously developing, promoting,  
and sustaining our culture and reputation as a high performing organisation. 
We value, nurture, and leverage diversity and inclusiveness in all  that we do.  
This commitment is integral  to our values and is critical to our success.

We view diversity holistically and we understand that the definition is 
constantly evolving in a changing world. Fostering a culture and a workplace, 
in which all employees can contribute to their fullest potential and make 
their maximum contribution, by promoting and providing opportunities where 
people who are different from one another can learn from each other.

We’re focused on building an inclusive culture where everyone is enabled 
and empowered to do their best work. Our UK gender pay gap report sets 
out details of our gender pay gap and the steps we’re taking to address it.
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Understanding the Legislative Requirements:
All UK companies with 250 or more employees are required to publish gender pay 
information by April 5th 2018.

There are specific measures which must be reported:

    Mean and median pay gap

    Mean and median bonus gap

    Proportion of males and females receiving a bonus

     Proportion of males and females by quartile pay band

The mean and median gender pay gap is calculated using hourly rates of pay as at 5th 
April 2017. The mean and median bonus gap captures any bonus pay received during 
the 12 months before April 5th 2017. Pay quartiles report on the proportion of males 
and females by quartile pay band when the workforce is divided into four equal parts: 
Upper quartile; Upper mid quartile; Lower mid quartile and Lower quartile.

Introduction
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Gender pay gap
We understand the primary reasons that we have a gender pay gap. We know we have a 
lot to do, but fully understanding the cause will position us well to be able to identify the 
steps we need to take to close the gap. 

Key drivers of our gender pay gap:

     We have a higher proportion of women than men in our more junior roles

      We have fewer women than men in our senior leadership roles 

We have reviewed our gender pay gap data by each pay band quartile. Within each 
quartile the gender pay gap is less than the total figure for the whole organisation.  
This reinforces that the primary driver of our pay gap is the lack of women in senior 
positions at Canada Life. This clearly shows that the steps we have taken so far have not 
done enough. We must systematically look at each stage of the employee experience at 
Canada Life and identify both the barriers and drivers to enable this change.

Gender bonus gap
We have a significantly higher mean and median bonus pay gaps than our mean and 
median gender pay gaps which are calculated using hourly rates of pay. There are 
number of key factors driving this difference: 

      The most senior roles in our organisation are mainly held by men and these roles have 
greater bonus opportunity.

      We have significantly more men in our Distribution and Investment roles and these 
roles generally have greater bonus opportunities

     We have a high proportion of part time workers across Canada Life. Around 15% of 
our total work force work flexibly, and of this group more than 90% are women. 

The bonuses paid to part time workers are paid on a pro-rata basis to reflect the reduced 
working hours. The bonus pay gap calculation does not take this into account and as 
such does not recognise those working part time.  

We are proud of the number of flexible and part time working practices that we provide. 
We will continue to look find ways of working that support the needs and lifestyles of our 
entire workforce.

Upper quartile Lower quartileUpper mid 
quartile

Lower mid 
quartile

Mean gender pay gap by pay quartile

Male

Female

Why do we have a gender pay gap?

16% 3% 1% -1%
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We understand that driving meaningful and lasting change will take time. We are 
committed to focusing on building and sustaining a culture which promotes diversity 
and inclusion, and enforces our values. We believe that this will enable us to create  
an environment which provides opportunities for all.

Our senior leadership team fully understand the scale of the challenge ahead and are 
committed to setting targets and driving initiatives across all aspects of diversity and 
inclusion. In order to drive the change necessary within our business lines we will  
focus on improving our overall employee experience. 

This includes:

     How we attract the best candidates from all backgrounds for roles at all levels  
of our organisation.

     How we develop and engage with our talent to ensure everyone has every 
opportunity to fulfil their potential.

     How we create a flexible working culture which supports a diverse workforce.

     How we engage with and retain the people we need to drive future success.

Doug Brown, 
UK Chief Executive Officer of Canada Life Group (UK) Limited:

We believe enhancing diversity and inclusiveness will make  
us stronger and deliver superior results. Diverse teams are 
more innovative, and provide better problem solving and 
solutions for customers.

Over the past year, we have made deliberate progress 
furthering gender equality and inclusivity. Our senior 
leadership team fully understand the challenge ahead and  
are committed to driving and supporting initiatives across  
all aspects of diversity and inclusion.

Closing the gap
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Summary
Looking Forward
Our gender pay gap shows we need to ensure we are enabling all of our people to fulfil 
their potential. We need to understand the barriers and challenges which currently 
exist in order to facilitate the change that is necessary. We need to identify and create 
opportunities for women to progress into bigger and broader roles.

We are committed towards creating a diverse organisation. If we remain focused on this 
vision the gender pay gap will close.

  

 
 
     Proportion of males and females by pay quartile:

Median gender pay gap 
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Mean gender pay gap 

Median gender bonus gap 

Mean gender bonus gap 

Proportion of males receiving a bonus

Proportion of females receiving a bonus 
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