
Gender Pay Gap Report 2020.

How we’re making a difference

• Identifying and supporting our leaders of the future
We’ve maintained our focus on gender balanced
recruitment over the past two years and are pleased
to report that over 40% of all interviews and offers
across the Bank are now made to female
candidates. We’ve also successfully launched our
first bank wide mentoring programme and will be
expanding on this during 2021 alongside an
increased investment in succession planning and
talent identification.

• Listening to our employees and encouraging open
dialogue
We now have over 250 of our employees actively
engaged in our online collaboration platforms. This
has helped us to share ideas and experiences
around the Bank and had led us to holding
numerous events covering topics such as gender,
LGBTQ, disability, race and ethnicity. This year, we

• Understanding our role in society
Having been a signatory of the Women in
Finance Charter since 2016, this year, we also
became a signatory of the Business in the
Community Race at Work Charter. We remain
passionate about sustainable changes rather
than quick wins and see this as an important way
to encourage change in our industry and
beyond.

Our highlights for 2020 and focus areas for 2021: 

At Shawbrook, we’ve continued to make great 
inroads in embedding a culture where all of our 
people feel included and everyone can thrive. 

In 2019, we repledged our commitment to HMT’s 
Women in Finance Charter and set ourselves a target 
of 30% female senior management representation by 
December 2022.  I am pleased to report that we have 
increased our female representation this year to 23.3% 
and believe we are on track to meet our target. This 
has been achieved through a mix of internal 
promotions and external hires which was realised by 
our efforts in attracting a more diverse pool of 
candidates to apply for roles at all levels across our 
business. Whilst our Gender Pay Gap outcomes have 
remained broadly consistent year on year given the 
proportionately higher number of males in senior 
management roles, we strongly believe that our focus 
on gender diversity will bring some sustainable 
improvements in this area over the longer term.  

In last year’s report, I highlighted that making a 

difference around diversity and inclusion at 
Shawbrook isn’t just about introducing lots of policies; 
it’s about us living and embracing our values, sharing 
positive experiences and learning from others. Over 
the past year, encouraged by the continued positive 
engagement of our employees, we’ve done just that. 
We’ve actively increased our focus on race, sexual 
orientation and disability, which has not only led us to 
open up our dialogue internally but also to better 
recognise our role in society. For example, we're 
pleased to report that we've recently become a 
signatory of the Business in the Community Race at 
Work Charter. 

We are under no illusion that there is more to be done 
to improve our approach to diversity and inclusion but 
are proud to have employees from a range of diverse 
backgrounds and even prouder of their passion to 
help us drive change. 

Ian Cowie, CEO
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Proportion receiving a bonus

Mean Median

Gender Pay 
Gap 38.6% 38.2% 43.1% 42.3%

Gender 
Bonus Gap 56.9% 55.1% 46.9% 51.0%

Gender pay & bonus gap

Received a bonus

Did not receive a bonus

Female Male

89.2%

10.8%

87.0%

13.0%

2020

2019

The below represents our reportable  
statistics for our 2020 Charter submission. 

Women in Finance Charter Update

Our commitments to the Charter:

• Having an Executive Sponsor for gender balance –
Debbie Griffin, our HR Director continues to
perform this role.

• We have agreed gender balance ranges for our
senior management level – We’ve set an
aspirational target of 30% female senior
management by December 2022.

• To include these targets within our performance
agreements – This is now fully integrated into our
performance measures for determining
performance related pay.

20192020

Female senior 
managers as % 
of total senior 
management 

23.3%

16.9%

Female staff as % 
of total workforce

43.5% 43.8%

also increased the depth of diversity and 
inclusion questions within our employee 
engagement survey. We were delighted with the 
responses received and will use this to help build 
on our approach to inclusion during 2021 when 
we'll be looking to focus on new topics 
including: age, cognitive diversity, culture and 
ethnicity. 




