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Foreword

Foreword
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.

At Baillie Gifford, our goal is to have a diverse, inclusive
workforce. We try to take a holistic approach to gender, diversity
and inclusion, and social mobility. These factors are interrelated
and over the long term will all contribute to us being a marketleading asset manager and dynamic global employer. Our UK
gender pay gap is just one piece of the jigsaw that informs the
progress we are making towards our goal.

As a people business we see huge value in bringing together
our colleagues to drive innovation and improve what we do for
our clients, but we recognise that we can achieve this with a
more flexible approach. Our hope is to provide more flexibility
to colleagues in how they deliver their role requirements,
support their teams, and balance their personal and professional
commitments. Experimentation and evaluation underpin these
principles, which we believe over the long term will help us to
become a more diverse and inclusive organisation.

We have continued to see a year-on-year improvement in our
median and mean gender pay gaps to 12.7% and 15.5% respectively.
Taking a longer-term view, these gaps have reduced by about a
third since we began reporting five years ago. Our bonus gap also
We are working hard to enhance the
continues to narrow, with the mean at 46.6%. As owners of the
diversity profile data that we have
firm, partners are excluded from the scope of this report, but we do
review the numbers annually and the pattern is similar. Our median
gender pay gap including partners has improved in 2021 to 14.4%
Over the next couple of years, we will be making extensive
from 18.3% and the mean to 33.1% from 36.3% in 2020.
changes to our remuneration and performance and development
Despite this improvement our gender pay gap persists. Why?
approaches to better align with our common purpose. Near term,
The dominant reason is that we still have more men than women
this is likely to impact the gender pay gap figures that we report.
in senior-level roles. To address this, we continuously evolve
However, woven through our recruitment activity and remuneration
our approach to attracting brilliant people at all levels of the
discussions is an assessment of the inputs and outcomes from a
firm to encourage broader social, ethnic and gender diversity.
diversity perspective. We want to lower the risk of any unconscious
Our preference is to grow our own talent and we understand that
bias. Better data and management information are critical in
effecting change will therefore take time.
helping us. We are working hard to enhance the diversity profile
data that we have – we believe that data transparency is key to
Meanwhile, we apply a diversity and inclusion (D&I) lens to
driving understanding and real change. In turn, we want to publish
everything that we do, raising awareness throughout the firm.
pay gap reports for other aspects of diversity.
This has recently included more of a data-driven focus to
consider any evidence of unconscious bias in the decision-making
process on recruitment, reward and promotions. Improved data
and insights in this area will provide the foundations for further
D&I progress.

While creating an environment in which women can progress is
hugely important, we need to attract and retain talented colleagues
across all roles, ensuring we have the skills and capabilities
required to deliver excellent investment performance, provide
great service to our clients and develop our business successfully.

The impact on women of increased, or disproportionate, caring
responsibilities during the pandemic has featured in many headlines At Baillie Gifford, we are committed to fostering an inclusive
and appears to have impacted on the mobility of women into new
culture where everyone can thrive. Whilst we have made
roles and new employers. We remain alert to emerging research
progress, we want to do more.
on how different ways of working can impact the progression of
diverse groups of colleagues. In February 2021, we introduced our
Amy Atack
‘Future Ways of Working’ principles. These have been developed in
Partner and member of
consultation with colleagues following our experience of working
Staff Committee and
remotely during the pandemic. Our principles enable all employees
Remuneration Committee
to consider working flexibly where this aligns with the needs of
their team, and most critically, our clients.
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Baillie Gifford’s UK Gender Pay Gap

Baillie Gifford’s
UK Gender Pay Gap
Difference Between Gross Hourly Earnings
for all Men and all Women
12.7%

Median

15.5%

Mean

Proportion of Employees in Each Pay Band, by Quartile
2020

2021

Top quartile (highest paid)

37%

Upper middle quartile

Women

2020

2021

38%

63%

62%

45%

46%

55%

54%

Lower middle quartile

57%

57%

43%

43%

Bottom quartile (lowest paid)

55%

51%

45%

49%

Difference Between Bonuses
Paid to Men and Women

Men

Percentage of Employees
Receiving a Bonus

46.6%

18.2%

Median

Mean

95.2%

Women

Men

All employees are eligible to receive a bonus, however, certain
employees are excluded from the statutory calculation typically
because they joined the firm after the cut-off date for a bonus to
be paid.

Historic Figures
Date

94.6%

Median Pay Gap

Mean Pay Gap

Median Bonus Gap

Mean Bonus Gap

April 2017

18.0%

23.3%

25.5%

55.6%

April 2018

18.2%

20.9%

23.1%

58.9%

April 2019

17.9%

18.8%

20.7%

50.7%

April 2020

16.0%

18.5%

17.7%

50.3%

April 2021

12.7%

15.5%

18.2%

46.6%

2017–2021

-29.4%

-33.5%

-28.6%

-16.2%

Percentage change

Percentage change is calculated as the difference between the 2017 and 2021 numbers, divided by the 2017 starting
position to show as a percentage.
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Ensuring Equality of Opportunity

Ensuring Equality of Opportunity
Since our last report, we have focused on developing ways to build our understanding of the composition of our
workforce and how to learn from their insight and experiences. While only a starting point, our pulse and experience
surveys provide invaluable insight into how we can continue to evolve our approach and remain an engaging and
progressive place to work, where staff feel like they belong and have the opportunity to fulfil their potential.

Broadening our reach

Supporting progress

Engaging with
a wide range
of schools and
universities

Critical future
skills focus
Diversity of
thought and
experience

Varied career
entrance
pathways

Agile skillsets

Focus on
training and
development

Inclusive
recruitment
practices

Succession
planning

Support and security

Employee insight

Flexible ways of
working to support
client, team and
individual needs

D&I data
analysis across
the employee
lifecycle

Support for
you and your
family

Building a deeper
understanding of
the views and needs
of our colleagues

Pulse and
experience
surveys

Comprehensive
health and
insurance benefits

Progressive
parental leave

Active and
engaged
employee-led
networks
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Providing a Platform for Employee Voice
Our colleagues champion diversity of thought, education, background, experiences and circumstances.

E x ternal Par tners
Employers Network for
Equality and Inclusion

Business Disability
Forum
BAILLIE
GIFFORD
DIVERSITY
&INCLUSION
Multicultural
Network

BAILLIE
GIFFORD
DIVERSITY
&INCLUSION
Working Families
and Carers Network

BAILLIE
GIFFORD
DIVERSITY
&INCLUSION

Our networks:

Mental Health
Group

Drive idea generation
Raise awareness and
understanding of key issues

Stonewall
Scotland

Headspace

Help to shape our policy
and approach
BAILLIE
GIFFORD
DIVERSITY
&INCLUSION

Create a sense of
belonging

BAILLIE
GIFFORD
DIVERSITY
&INCLUSION
LGBT+ Network

Wellbeing Group

BAILLIE
GIFFORD
DIVERSITY
&INCLUSION
Neurodiversity Group

Women in Banking
and Finance

Visit our website to learn more about Baillie Gifford’s approach to diversity and inclusion.

Diversity Project
Scotland Chapter

06

Statutory Methodology

Statutory Methodology
Definitions and Explanations
Baillie Gifford Companies in Scope
The reportable entity for the UK gender pay gap is Baillie Gifford & Co as it had more than 250 employees in the UK at 5 April 2021.

Employees in Scope
The definition of relevant employee for calculation purposes does not include partners, however, we voluntarily disclose our UK gender
pay gap with partner pay included. Certain employees are excluded from the calculation typically because of leave which meant that they
did not receive full pay at the snapshot date or where their gender was undeclared.

Gender Pay Gap
Baillie Gifford’s UK gender pay gap is calculated using the median and mean average hourly rate for men and for women at 5 April 2021.
The difference between the two figures is our UK gender pay gap. To calculate the median, we rank each employee’s hourly pay from
lowest to highest and take the number in the middle of all hourly pay values for women and the same is calculated for the hourly pay for
all men. To calculate the mean, the hourly pay for all males are added together and divided by the number of male employees and the
same is calculated for the hourly pay for all women. This approach is consistent with the UK regulatory methodology and reflects best
practice methodology guidance.
The gender pay gap is different to ‘equal pay’, which is a more detailed measure of pay equality. Equal pay compares the pay of
men and women who are doing the same roles, or work of the same value, and takes into account key factors which influence pay,
including the role, skills, seniority and market pay rates.

Gender Pay Quartiles
Baillie Gifford’s pay quartiles use the employee hourly pay ranked from lowest to highest and divided into four equally sized
groups (quartiles), each with an equal number of employees. To understand the gender distribution at each of the four pay levels the
proportion of men and women within each quartile is calculated and reported.

Gender Bonus Gap
Baillie Gifford’s bonus gap is calculated using the median and mean average bonus pay for men and women. The difference between
these figures is the bonus pay gap. Bonuses comprised of all bonus payments, including releases from the deferred bonus scheme, and
any ad-hoc bonuses paid in the previous 12-month period. Certain employees are excluded from the calculation typically because they
joined after the cut-off date for bonuses or where they waived bonuses in favour of pension contributions.

Gender Identity
Gender identity is often assumed from a person’s sex assigned at birth. However, we know that sex is more complex than simply ‘male’ and
‘female’, and gender is more than ‘men’ and ‘women’. There are many people who do not fit into these binary categories, for example nonbinary or intersex people. We are also aware that some people’s gender identity does not align with the sex they were assigned at birth.
For the purpose of this report, we have used the terms ‘men’ and ‘women’ although we understand that not everyone identifies with these
binary labels and for some these terms will refer to their biological sex.

CURIOUS
ABOUT
THE
WORLD
bailliegifford.com/thinking
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