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Moving in the right direction 

We want MS Amlin to be an inclusive, authentic environment  
that respects all forms of diversity – where we enable our people  
to bring their whole selves to work.   
Improving our gender diversity is a non-negotiable for us if we want to achieve an inclusive environment.  
In our third UK gender pay gap report, with a snapshot date of 5 April 2019, we report an ongoing difference 
between the average pay and bonuses for men and women. I am pleased to report that:

•  Our gender pay gap has reduced for the second year running for both hourly pay and bonus pay

• The gap between the percentage of men and women receiving bonuses has narrowed to less than  
0.2% difference  

• We are confident that we have equal pay for equal work. Our gender pay gap is driven by the 
demographics of the organisation in that we have fewer women in the more senior roles which  
command the highest pay 

Despite the improvement, we cannot afford to be complacent as we still have a long way to go  
– firstly to pull ahead of the insurance industry average, and then to start to close the gap entirely. 

Narrowing the gap will take time. We have a demographic challenge with a high proportion of women  
in junior, lower-paying roles, and a higher proportion of men in senior roles. Changing the demographic 
composition of our most senior roles is a slow process as senior vacancies do not come up often. 

We are committed to diverse long lists for every vacancy but this will result in incremental improvements 
over time, rather than a great leap forward. But, while our Gender Pay Gap results may take time to 
change, the actions we are taking to narrow the difference, and create a more inclusive culture,  
are starting to show some more immediate, tangible benefits. You can find more about our progress  
and plans for the future on page 6.



Our 2019 UK Gender Pay Gap Figures
Hourly & bonus pay gap

The figures below show our mean (the average of all male colleagues 
compared to the average of all female colleagues) and median  
(the mid-point of all male colleagues compared to the mid-point of  
all female colleagues) hourly gender pay gap and bonus gap.
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Difference between men and women

37.9%
Median

Hourly  
pay gap

50.1%
Median

Bonus  
pay gap

45.9%
Mean

77.4%
Our Hourly pay gap numbers have improved for the second year in a row, 
and both our median and mean Bonus pay gap decreased in 2019.  
However, we recognise that Bonus pay will vary from year on year as  
our incentives are based on business and individual performance. 

The figures shown above are for UK employees of MS Amlin Corporate Services,  
MS Amlin’s principal employing entity in the UK.

Mean

The actions we are taking  
to narrow the difference,  
and create a more inclusive  
culture, are starting to show  
some more immediate,  
tangible benefits.



The percentage of male and female 
colleagues who received a bonus in 
the relevant period was:

Our pay and bonus gaps are principally 
driven by a higher proportion of 
women in junior roles and a higher 
proportion of men in senior roles.
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2019 Gender Pay Reporting Demographics

Pay quartiles

The charts below show the percentage of men and women across four pay quartiles. They demonstrate that in 
2019 there continues to be a high proportion of women in junior, lower-paying roles, and a higher proportion of 
men in senior roles. The steps we are taking to increase the diversity at all levels of our organisation are detailed 
on page 6 but we acknowledge achieving the scale of change we need takes time. 

42.4% 57.6%

Proportion of employees 
receiving a bonus

Male

Female

Male Female

Executive &  
Senior Manager

51.2%48.8% 69.3% 30.7% 16.4%83.6%

Manager

Employee 
Upper Grades

Employee 
Lower Grades

83.9%84.1%

Male

Female
12.4%

22.6%

41.1%

61.8%

87.6%

77.4%

58.9%

38.2%

Closing the Gap
Since we began Gender Pay Gap reporting, we have made significant operational changes – flexible working, 
inclusive recruitment – that bring near-term benefits, while also contributing to closing our pay gap in the  
longer-term. But we are also seeking to change our culture, challenging some of the long-standing beliefs  
and behaviours about diversity and inclusion. 

We are at the start of this journey, but with the activities detailed here, I am confident that we are building  
the foundations for improved gender balance at senior levels, and for our wider goal of creating an inclusive, 
authentic environment that respects all forms of diversity.

Upper pay 
quartile

Upper  
middle pay 

quartile

Lower  
middle pay 

quartile

Lower pay 
quartile



5     MS Amlin Gender Pay Gap Report | 2019

Closing the Gap

2018 commitments 2019 achievements

Development and implementation of 
flexible and agile working practices

In 2019, we: 

- continued the roll-out of Work-Life Better to international 
offices, following successful UK adoption in 2018. 

- over 90% of people surveyed after adopting Work-Life Better 
reporting it as a positive initiative, with benefits to mental 
wellbeing, physical health, and work life balance.

Greater focus on diversity in talent 
acquisition and identification

In 2019, we: 

- introduced diversity and inclusion data tracking of applicants.

- worked with our preferred recruitment partners to instigate a 
rigorous approach to widening talent pools.

- overhauled our selection process to ensure: 

 every vacancy is reviewed and challenged against our 
diversity and inclusion criteria 

 a consistent, competency-based selection process occurs 
at all levels of seniority

 more education made available for hiring managers. 

Education programmes for our staff and 
leaders to develop greater understanding  
of the commercial imperative of a diverse 
workforce and the impact of factors such  
as unconscious bias in decision making

In 2019, we: 

- undertook an organisation-wide exercise to co-create and 
embed new values and behaviours, with inclusion at their 
heart, such as: 

 Respecting Each Other 

 Courage to Challenge

- incorporated values and behaviours into recruitment and 
performance management 

- rolled out Conscious Inclusion training for UK employees to 
cultivate a more mindful approach to inclusion.

- hired a senior diversity and inclusion specialist to drive year-
round engagement on diversity, inclusion, and wellbeing, 
including Pride, Black History Month, Mental Health Week,  
and International Women’s Day.

- addressed leadership behaviours through a ‘Leading through 
Change’ programme for senior leaders and people managers.   

Establishing internal and joining external 
affinity groups focusing on diversity and 
inclusion where our employees can 
continue to take part in an ongoing and 
open dialogue while learning from others

In 2019, we: 

- held ourselves to higher standards through internal and 
external benchmarking, with:

 ongoing participation in industry-wide forums, such as 
Lloyd’s Dive In and INvolve, which also address LGBTQ+ 
and BAME diversity, as well as gender

 alignment with external best practice organisations, such 
as Stonewall and Disability Confident

 adoption of more frequent employee engagement 
measurement, including views on ‘equality of opportunity’

 creation of an employee-led Diversity and Inclusion Panel

 continuation of our social inclusion initiative, Jumpstart.

With the help of an external partner,  
we are currently reviewing and evaluating 
the composition of our Boards with an 
increased focus to improve diversity

In 2019, we: 

- completed  MS AUL and MS AAG Board reviews

- paused further actions until 2020, following a corporate 
restructure effective 1 January 2020.
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Declaration

I confirm that the MS Amlin Gender Pay Gap  
calculations featured in the above report are accurate. 

Our 2020 plans
In 2020, we will

• Continue to implement flexible and agile working practices 

 - complete the roll-out of Work-Life Better, our agile working philosophy, to all MS Amlin offices globally

• Further develop our talent acquisition, identification and management approaches  

 - revise our talent identification approach with a gender lens, including succession planning 

 - continue to monitor our increased focus on talent acquisition, with diverse long lists 

 - ensure our recruitment marketing is stripped of all non-inclusive language, and clearly signals our    
 commitments in this area

 - identify new routes to reach diverse pool of candidates, and work with external bodies to ensure  
 we meet inclusive recruitment benchmarks (e.g. Stonewall, Working Families)

- introduce a voluntary diversity survey for all candidates, enabling us to identify under-represented groups 

- target under-represented groups more actively

- review and improve our on-boarding practices for inclusivity

• Extend our education programmes  

 - deliver on our value of ‘Courage to Challenge’ through the roll-out of Courageous Bystander training,   
 empowering our people to identify and challenge poor behaviours without fear

 - enable our people leaders to give and receive feedback, and set standards and expectations in a  
 safe and supportive way through the delivery of Conversations for Performance training

 - continue our award-winning social mobility initiative, Jumpstart

• Measure ourselves against best practice  

 -  set further standards using additional external benchmarks, such as Stonewall’s Workplace Equality Index,   
 and the Lloyd’s of London Five Point Plan

 - establish a baseline and review suitability of potential gender targets for MS Amlin

 - continue to participate in external activities, such as Lloyd’s Dive In and INvolve 

• Engage our people all year-round  

 - continue to weave diversity and inclusion into everyday working life by celebrating events, such as:

   International Women’s Day

   Pride Month

   Black History Month
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Iain Pearce  
CEO, MS Amlin Corporate Services (ACS). 


