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OVERVIEW
Proportion of employees in
each quartile pay band
The pay quartiles show the
distribution of men and women
when they are ranked in order
of hourly pay (e.g. the first
quartile includes the top 25% of
earners). The previous year
is shown in brackets.

First
quartile

Second
quartile

Third
quartile

Fourth
quartile

Women

37% (2018: 35%)
63% (65%)

47% (45%)
53% (55%)

54% (57%)
46% (43%)

56% (58%)
44% (42%)

Men

The above table shows a mixed
picture within the quartile bands.
These figures have changed at
around 2% per annum over the
last couple of years and does,
however, highlight that our journey
to a more neutral gender pay gap
will require patience and time.
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Since 2017, the UK Government has required employers with more than 250
employees to measure and report on the gender pay gap of their UK-based
employees on an annual basis. This gap is the difference between the average
earnings of men and women, expressed as a portion of men’s earnings.

As of April 2019, Baillie Gifford’s
median gender pay gap (the
difference in hourly pay between
the middle-earning male and female
members of staff) is 17.9% and
expressed as a mean, the pay gap
is 18.8%. The median bonus pay
difference is 20.7% and the mean is
50.7%. These figures highlight that
we currently have more males than
females in senior roles, where levels
of pay and bonuses are higher.
The existence of a gender pay gap
does not imply unequal pay for men
and women in the same role. Our
Remuneration Committee’s annual
analysis of comparable roles shows
that men and women are paid equally
for equivalent jobs across the firm.
Pay is only one measure of fairness,
but it is the most tangible one and we
put time and effort into being as fair
as possible.

The under-representation of women at a
senior level is an issue we take seriously.
We believe that the combination of
our diverse pipeline of talent and the
initiatives we have implemented will
lead to an improvement in our Gender
Pay Gap figures over time. However,
there are no quick fixes, and we
recognise that there will be volatility in
the figures published from year to year.

Comparison
The 2019 results show an improvement
over 2018. While the median pay gap
has reduced marginally, the mean
pay gap has reduced by over 2%. The
median bonus gap has also reduced
by over 2%, and the mean bonus gap
by 8%. This reflects initiatives we
have put in place to close the pay gap,
though we recognise we must maintain
the momentum and that it will take
time to change.

The Government’s guidance for
partnerships is to exclude partners
from pay gap calculations given the
difficulties in comparing profit share
with employee pay. However, in the
interests of transparency we have
chosen to publish these figures.
If we include partner salaries in the
calculation of our pay gap, the median
gap would be 20.6% rather than 17.9%
and the mean gap would be 36.2%
rather than 18.8%. Our partnership
structure, which is unlimited liability,
is particularly unusual, and involves
significant personal liability and
investment from the partners. This
structure helps us to avoid short-term
distractions and to take a long-term
view of everything that we do in the
interests of our clients and employees.
Baillie Gifford partners receive
a salary intended to reflect
an appropriate level of total
compensation for their job and are
also asked to provide the capital of
the firm. In return, they share in the

profits or losses of the firm after the
payment of staff bonuses and have
joint and unlimited liability for the
firm’s obligations. While contrasting
the remuneration for staff and partners
is therefore not like-for-like, the
underlying issue remains the same: a
lack of women in senior positions.

Bonus Payments
In addition to the gender pay and
bonus gaps, we have also shown
the proportion of men and women
eligible to receive a bonus as at 5
April 2019, and a comparison with
2018. All employees are paid a bonus
at Baillie Gifford. The figures to the
right exclude new employees who
joined after 1 January 2019, whose
first bonus will be paid in March
2020, and existing employees who
waived their entire bonus in lieu of an
additional employer’s contribution to
their pension.

In Numbers
Hourly Pay Data
Difference between gross hourly
earnings for all men and all women.
Median

Mean

(2018: 18.2%)

(20.9%)

17.9% 18.8%

Bonus Pay Data
Difference between bonuses paid
to men and women.
Median

Mean

(23.1%)

(58.9%)

20.7% 50.7%

Proportion of Employees
Receiving a Bonus
Women

Men

(96.3%)

(95.7%)

96.1% 95.2%
The 2019 analysis is shown
above, together with the 2018
figures in brackets.
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KEY POINTS
Even gender split:
48% women,
52% men

20% of senior
positions are held
by women, up from
11% ten years ago

Strong pipeline
from our investment
graduate and client
trainee recruitment
programmes

Enthusiastic
adoption of equal
parental leave policy

OUR RESPONSE
The under-representation of women in senior positions is an
issue we are aware of – only six of our current 43 partners
are women – but we have a strong pipeline of diverse talent
and we are changing. We recognise that increasing the
representation of women in senior positions does take time
and we are committed to making fundamental rather than
cosmetic changes.

We have also improved the language used in recruitment
materials, reviewed the definition of the skills required and
improved the gender balance of interviewers involved in
the recruitment process, which we believe will support the
success of a broader range of applicants.

There are three ways we are working to close the pay gap –
recruitment, retention and internal promotion.

Closing the Gap – Recruitment
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In our investment graduate programme, we have sought to
broaden the appeal of investment management to those who
might not have considered a career in finance. Since 2014,
we have been working with arts and humanities faculties
at leading UK universities, which typically attract more
female students. Our focus is one of making investment
management more attractive to interesting and intelligent
individuals, irrespective of their gender or background.
As a result, we have been helping students to understand
how their skills can be transferable, whatever subject
they have studied, and explaining that they do not require
an economics or finance background to be a successful
investment researcher. We have changed the name of our
investment graduate programme to Investment Research
to reduce any potential misconceptions about the role
and to be clear about the research nature of investment
management at Baillie Gifford.

We are a global firm representing clients who
are diverse themselves – in every sense of the
word – and in order to meet their expectations,
we need diversity of thought. This doesn’t
come from a workforce who all share the same
backgrounds and experiences, but from what
our different perspectives can bring to the table.
ANDREW TELFER, JOINT SENIOR PARTNER.

We have more than 2,000 applicants for our investment
graduate programme each year. Through the changes we
have been making, we have begun to see an increase in
the number of women applying for the role from 20% to
25% over the last five years. This increased appeal and our
broader recruitment process has resulted in a more even
gender split of our recent recruits; 44% of the investors
in our 0-10-year cohort are female. Similarly, we have
achieved an equal gender balance in our operations graduate
programme, which has been in place for 10 years, and in
our Clients Department where half of the Client Managers
coming through our trainee programme are women.
While gender has been a focus of our recruitment, we
continue to recruit broadly from different backgrounds.
We now have 50 nationalities represented across our
workforce. Additionally, we launched our Modern
Apprenticeship programme in 2019. This initiative led to
6 school leavers joining Baillie Gifford, across various
operational departments, and we are planning for more
modern apprentices to join us later in 2020.

Closing the Gap – Retention
We have a low level of staff turnover, which was 3.6%
in 2019 and has averaged 4.5% over the last ten years.
We believe it is important to support our employees as
their personal circumstances change during their career
with us, such as offering equal parental leave and flexible
ways of working.

Flexible ways of working

More than one fifth of our employees have chosen
flexible working patterns. Following a home working
trial and a roll-out of laptops across our employees, many
departments have embraced the option to work from home
one day per week.

Closing the Gap - Development and
Internal Promotion
Ensuring progress requires the right conditions to retain,
develop and promote our promising employees and to
challenge any potential barriers to this being achieved.
The good news is that our efforts have already resulted in
a pipeline of talent that is much more evenly balanced by
gender. Women now make up 43% of the membership of
the first two levels of our bonus scheme, up from 33% a
decade ago, and 27% of the highest two levels of our bonus
scheme, up from 11% a decade ago.
We offer a wide range of programmes, courses, external
speakers and time for personal development. We also offer
development programmes, which are available in two forms,
to women-only and mixed cohort groups, such as Make Your
Mark and, more recently, we have been piloting Mastering
Organisation Politics. Good levels of engagement and
feedback have led us to offer these courses more widely.

In our 2019 staff survey, two of the five questions having
the highest impact on engagement levels at the firm related
to Learning and Development. Strong responses were
Equal Parental leave
received to the statement “Baillie Gifford is a great company
Last year we introduced a progressive equal parental leave
for me to make a contribution to my development”. The
policy, which offered all new parents, irrespective of gender, second strongest statement was “I believe there are career
the option to take up to 52 weeks leave to look after their
opportunities for me at Baillie Gifford”. We have decided to
child. In addition to equalising leave, parents will be paid
extend the period we advertise job opportunities internally,
six months at full pay and a further three months at half pay, to give more time for internal candidates to apply and fill
which is a significant improvement on previous levels of
roles before we advertise externally. Given the emphasis we
maternity and paternity pay. The enthusiastic adoption of the place on internal promotion, we can be optimistic that the
new policy by men in its first year has resulted in a take-up
proportion of senior roles that are occupied by women will
which is 45% men and 55% women. Historically fathers had continue to improve, and that in turn our gender pay gap will
taken an average of 2 weeks of paternity leave, however, in
continue to narrow.
the most recent year men have taken an average of 22 weeks
of parental leave. While this is still less than the average of
47 weeks taken by women, we expect this to change. This
move to equalise pay and leave for new parents should help,
over time, to reduce our gender pay gap.
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DIVERSITY AND
INCLUSION

Our 2019 modern apprentices.

PARTNERSHIPS
In addition to the work we are doing at Baillie
Gifford we also want to learn from other
organisations. We are active members of Women
in Banking and Finance (WIBF) and two
colleagues are local board members, helping
to share initiatives and ideas. We have further
strengthened this existing relationship recently by
becoming founding partners with WIBF in a fouryear thought leadership programme supported by
a team of researchers from Lancaster University.
This research programme, Accelerating Change
Together, aims to inspire change in the financial
services sector and to help organisations work
towards more inclusive practices.

Providing the right conditions to attract and retain a diverse
range of employees is vital. While all at Baillie Gifford
have their part to play, the Diversity and Inclusion Group
(comprising six individuals, including four partners),
provides support and encouragement to staff eager to drive
change and make Baillie Gifford an inclusive place to
work. While gender diversity has provided a starting point
for a lot of our discussions, we are aware that diversity
and inclusion is much broader. This has resulted in the
successful launch of a number of initiatives and networks.
Some of the highlights include:

Manager Mental Health Training
The Mental Health Group has been rolling out mental
health training, specifically for line managers. The course
has been delivered by mental health experts, Headtorch,
who encourage people managers to consider the mental
wellbeing of their staff, while equipping them with
strategies to help support those suffering from mental ill
health. In addition, we now have more than 65 mental
health supporters across the firm, complementing the
external support available from First Psychology through
our Employee Assistance programme, offered to staff and
their family members.

Additionally, we continue to partner with the
30% Club, Stonewall, the Business Disability
Forum, and The Samaritans. All of these
organisations have proved a great source of
guidance and support as we continue to learn
from their experience.

In July 2019, our LGBT network helped us to launch a
Transitioning at Work policy, designed to support Trans
colleagues at work. The network has recently celebrated
its two-year anniversary and continues to educate and
inform colleagues.

Developing Networks

Members of our Multicultural Network catch up.

A Multi-Cultural Network

As well as our LGBT, Mental Health, Wellbeing and
Multi-Cultural networks, we have seen two new networks
becoming established recently. The Generational Diversity
Group and Neurodiversity Group are both staff-led and
have been launched in response to feedback from our
employees. Although these groups are in their infancy,
they are helping to educate colleagues, while contributing
to an inclusive and engaging workplace.

As a reflection of how increasingly diverse Baillie Gifford
is becoming, our employees now represent 50 different
nationalities and speak 33 different languages. The staffled Multi-Cultural Network was formed in 2019 to educate,
support and celebrate cultural diversity. The group is
working with Business in the Community and has piloted
a ‘Let’s Talk about Race’ workshop, to encourage open
conversations about race.

Celebrations for our LGBT Network’s second anniversary.

LOOKING TO THE FUTURE
In our 2019 staff survey, questions on diversity and inclusion
scored highly, notably “I feel comfortable being myself at
Baillie Gifford” and “I feel like I belong”. Several of the
questions have been identified as having a significant impact
on our employees’ engagement at the firm. This means that
we must keep up the momentum in this area and continue to
improve the way we think about diversity and inclusion at
all levels of the organisation.

We are also providing financial support to
Future Assets to engage young women in career
opportunities available within Financial Services.
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Supporting Trans Employees

Our Diversity and Inclusion Group.

Looking ahead, we will continue to support our staff-led
networks, while encouraging all employees to be involved in
the work that we are doing around diversity and inclusion. It
is an important area that we are all responsible for.
In the past year, we have made many positive changes and
have seen great engagement from staff in supporting these
efforts. While we recognise that we still have work to do,
we believe we are making good progress towards making
Baillie Gifford a more inclusive place to work.
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