GE NDE R PAY GAP REP OR T 2018
We are committed to ensuring that
HarperCollins’s culture respects inclusion
and diversity in all forms, and our focus
has been to engage every person here in
driving change. We continuously develop
and enhance our diversity and inclusion
strategy to influence the shape of our
workforce and make it representative of
the communities we serve and to enable all
our colleagues to reach their full potential.
At HarperCollins, we are proud that women
make up the majority of our workforce
at every level, and that our executive
committee is equally split between men
and women – but there is still work to do.
Our gender pay gap, which has remained

static since we last reported, is caused
by the shape of our workforce; we have
64% women across the business, but
the proportion of women in our most
highly paid positions, while ahead of the
Publishers Association target of 50% of
women in senior leadership roles, is lower
than in the rest of the company.

extending our mentoring and rolemodelling programmes. Additionally,
one of the main drivers of our inclusion
strategy is the introduction of a blind
recruitment process which removes all
key identifying factors, including names,
from CVs. We also have compulsory
resourcing and unconscious bias training
for all hiring managers.

This year we will be introducing enhanced
shared parental leave for men and women,
and adoption leave. Our returnship
mentoring programme is now fully
established, and we have improved our
maternity provision by increasing our
maternity pay. We will also be introducing
balanced shortlists for senior roles and

Through these and other initiatives to
further women’s progression through the
organisation, we are confident we can
effect meaningful change and positively
impact our gender pay gap over the
long term.

WHAT IS THE GENDER PAY GAP?
The gender pay gap is the difference between men’s and women’s average hourly pay across an organisation, expressed as a
percentage. It is reported as a mean and median figure, based on those working on a given day (5 April, 2018). It should not be
confused with equal pay, which means that men and women are paid the same for carrying out the same or equivalent role.
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UNDERSTANDING THE COMPOSITION OF OUR WORKFORCE
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HOW THE SHAPE OF OUR WORKFORCE AFFECTS OUR GENDER PAY GAP
Our gender pay gap is caused by the shape
of our workforce. At HarperCollins we have
more women than men in every quartile but
an increased proportion of men in the top
quartile where we have more highly paid

roles. To see this effect in greater detail we
have split the data into equally sized deciles,
with decile one containing those with the
lower pay and decile ten the higher. In all
deciles women make up the majority of our

workforce, but in the top decile, where we
have our more highly paid roles including
our executive committee and our CEO, who
is male, the proportion of women is at its
lowest at 51%.
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HOW THE SHAPE OF OUR WORKFORCE AFFECTS OUR BONUS PAY GAP
Our bonus pay gap is affected by the shape
of our workforce and the way in which
we are required to calculate the gap. All
employees are eligible for a bonus, with the
exception of new starters or those serving
notice, who, in keeping with the shape of our
workforce, were predominantly female. The
shape has a similar impact on our gender

bonus gap as it does on our gender pay gap,
but whereas the gender pay gap is based
on average hourly pay, the bonus pay gap
considers only total bonus payments in the
12 months to reporting date. It does not give
a like-for-like comparison for staff who are
part-time, or worked only for a part of the
year and therefore received a lower pro-

rated payment. With 21% of our female
staff working part-time compared to 3% of
male staff this causes the average payment
to women to appear lower, widening the
gap in the figures reported; this effect
is magnified as one-fifth of our highest
earners are part-time women.

HOW DO WE CREATE MEANINGFUL CHANGE?
At HarperCollins, we are committed to furthering women’s progression through the organisation.
We have implemented a continuous programme of action to encourage the retention of senior women and the
recruitment and progression of more women into senior roles. Our actions include:
SUPPORT FLEXIBLE WORKING AND RETURNING TO WORK
•

Introduce enhanced shared parental leave for men and women, and adoption leave

•

Enhance our working parents returnship programme to include development for managers

•

Ensure a supportive environment for primary carers

PROVIDE POSITIVE ROLE MODELS AND DEVELOPMENT
•

Introduce a women’s leadership development programme alongside our sister companies globally

•

Introduce mentoring for early career employees with executive team members

•

Extend cross-industry Women’s Industry Network Group (WING), which is growing to include 10 organisations
such as Oracle, Christie’s, Capita and Condé Nast, to include male allies

•

Extend our women’s leadership speaker network in partnership with our sister companies

RECRUITING AND PROMOTING A DIVERSE WORKFORCE
•

Encourage balanced shortlists for senior-level appointments

•

Further develop and embed our blind recruitment platform that anonymises CVs of identifiers such as gender,
race or education for 90% of roles at HarperCollins UK

•

Continue to implement resourcing and unconscious bias training for all hiring managers

•

Implement structured interviews to reduce the impact of unconscious bias

•

Introduce blind recruitment for our graduate scheme

MAKING INCLUSION AN INTEGRAL PART OF OUR BUSINESS
•

Embed ownership at executive committee level with diversity and inclusion tabled at all meetings

•

Introduce ongoing complete analysis of HarperCollins’s gender pay gap reporting data and identify those areas
most likely to influence positive changes

•

Extend our diversity and inclusion outside speaker programme

•

Ongoing leadership development with our executive committee and senior managers on the latest developments
in diversity and inclusion

•

Continuous engagement and reporting on diversity and inclusion initiatives across the business and support for
our employee-led network which holds senior management to account

“I confirm that the information reported is accurate and meets the requirements of the Equality Act 2010
(Gender pay gap information) Regulations 2017.” John Athanasiou, Director of People

