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This is our fourth gender pay gap report,

pay, and from February 2021 we will be

of our pay gap with the full and open

and since our first gender pay gap figures

giving 20 weeks’ full pay after only one

engagement of our colleagues and look

in 2017 our median gender pay gap has

year’s service as part of our offering for

forward to further improvements over the

reduced from 10.4% in 2017 to 8.8% in

all those commencing maternity, shared

coming year.

2020, while our mean gender pay gap

parental and adoptive leave from that

has reduced from 16.06% in 2017 to 15.3%

point onwards. We are also converting

in 2020. Since our last report our median

our parenting group iReturn into a fully

pay gap has remained static at 8.8%,

fledged network group for parents. New

while our mean pay gap has reduced

employees will no longer have to wait

from 16.3% to 15.3%.

a statutory six months before making a

We are pleased to see that this year
we have again continued to increase
the percentage of women in the upper
quartile from 58% to 61%, to bring it
further in line with the percentage of
women in our overall workforce.

flexible working request. We will maintain
our focus on raising lower salaries and
entry-level pay. Step Forward, our
leadership and management programme,
currently made up of 68% women, will
run again in 2021, and we have also
introduced a sponsorship programme

We continue to work to reduce our

called GROW, where Exec Board

gender pay gap and create positive

members and other senior directors

change through new and existing activity

will champion early-career talent for

and our ongoing commitment to diversity,

a duration of six months, and has 92%

inclusion and belonging throughout

women taking part.

HarperCollins.

We continue to support and encourage

The key determining factor of our pay

the progression of women in

gap continues to be the shape of our

HarperCollins to enable them to realise

workforce. We have committed to putting

their full potential. We are working

into place activities and improvements

towards a gender split in our quartiles

that we believe will have a positive

that is more representative of the

long-term effect. Many such elements

organisation as a whole, and we continue

have been implemented since we first

to make progress in this through new

reported our gender pay gap, and the

initiatives and ideas and from the effect

work continues. For the third year running

of changes implemented in recent

we will be improving our maternity

years. We work towards the reduction

‘Becoming a truly inclusive business is a continuous
way of being. Diverse and inclusive workforces, where
everyone shares a sense of belonging and can reach
their full potential, make better decisions and deliver
better results.
‘Reporting on our gender pay gap over the last few
years, and the actions and learnings that have come from
it, has helped drive positive change at HarperCollins, and
I look forward to other initiatives and further action that
will help us continue our journey. ’

John Athanasiou, Director of People
I confirm that the information reported in this document is accurate and meets the requirements
of the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017
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MEDIAN AND MEAN PAY EXPLAINED

WHAT IS THE GENDER PAY GAP
AND HOW IS IT CALCULATED?

MEDIAN – MID POINT

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

Lowest paid

as a mean and median figure, based on
those working on a given day (5 April,
2020).
The gender pay gap should not be
confused with equal pay, which is a direct
comparison of two people or groups

THE MEDIAN F vs M

carrying out the same or equivalent role.

Highest paid

MEAN – AVERAGE

Sum of FEMALE hourly rates

Sum of MALE hourly rates

VS

Total number of FEMALE employees

Total number of MALE employees
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OUR RESULTS
PAY QUARTILES

PAY & BONUS
Figures illustrate the mean and median pay and bonus
gap differences between genders at HarperCollins

100%

Figures illustrate the gender distribution across HarperCollins in equally sized quartiles

25%

8.8%

MEAN (Average)

(2019 : 8.8%)

(2019 : 16.3%)

MEDIAN (Middle)

MEAN (Average)

(2019 : 15.9%)

(2019 : 51.3%)

PAY
GAP

34%

66%

50%

75%

MEDIAN (Middle)

36%

64%

39%

BONUS
GAP

61%

26.7% 49.4%

PROPORTION OF EMPLOYEES
RECEIVING A BONUS

FEMALE:

FEMALE
MALE

0%

MALE:

LOWER
QUARTILE 1

LOWER MIDDLE
QUARTILE 2

UPPER MIDDLE
QUARTILE 3

UPPER
QUARTILE 4

2019
F64% M36%

2019
F72% M28%

2019
F66% M34%

2019
F58% M42%

15.3%

81%
88%

2019:
83%
2019:
89%

All employees are eligible to receive a bonus; this
does not include new joiners not yet eligible to join
the bonus scheme, and the gender mix of those
people is reflected in the proportion of employees
receiving a bonus payment.
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THE SHAPE OF OUR WORKFORCE
HarperCollins UK is a major employer of women,

quartile, which is attributed to payments made to

with a gender split of 66.3% women and 33.7%

workers in our supply chain on the reporting day

men on 5 April 2020, and it is the shape of our

of 5 April 2020 in response to COVID-19.

workforce that causes our gender and bonus
pay gaps. Women make up the majority of every
quartile of the company, including at the upper
quartile — which includes our gender-balanced
Exec. Board. However, we have a higher proportion
of men in our upper quartile than we do men in
our other quartiles, and a higher proportion of
women in the lower pay quartile, which contributes
to the pay gap.
We aspire to have a gender split in our quartiles

We have a culture of flexible working at
HarperCollins: 19% of women work part-time
compared to 3% of men. This has an impact on
our bonus pay gap, which, unlike the gender pay
gap, is not pro-rated, and therefore the average
payment to women appears lower, widening the
gap in the figures reported; this effect is magnified
as 18% of our highest-earning employees are
women who work part-time, compared to 2% of
that population being men who work part-time.

that is more representative of the organisation as
a whole, by continuing to support and encourage
women’s progression to the highest levels, and

OVERALL COMPANY
GENDER SPLIT

also attracting more men into entry – and midlevel roles. We have made progress at the top, with
an increase of 3% of women in our upper quartile,
which has directly influenced the improvement in
our pay gap. In this year’s report we have seen an
increase in the percentage of women in our lower

66.3%
FEMALE

33.7%
MALE

EXEC. COMMITTEE
GENDER SPLIT
On the reporting date* our
executive committee of 16 people
was 50% male, 50% female
*5 April 2020
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Established
a diversity
and inclusion
strategy

Established iReturn
programme for working
parents before, during
and after parental leave

Partnered in
News Corp’s women’s
leadership-development
programme

Introduced a
blind recruitment
strategy

Mandated inclusive
hiring and unconsciousbias training for all
hiring managers

Number of employee network
groups grows to six, including
Menopause at Work and Elevate,
our BAME network group

Enhanced blind
recruitment to
include genderneutral language

Extended WING to include
companies such as Capita
and Cancer Research

Introduced leadership
diploma to support
career progression

Mandatory companywide Diversity Includes
Everyone training
introduced

Co-founded the crossindustry women’s
network group WING
with Oracle Corporation

Launched the News
Corp UK women’s
leadership speaker
programme

Introduced enhanced
shared parental leave
for men and women

Formed HC All In,
our award-winning,
employee-led
diversity forum

Created a
company-wide
diversity and inclusion
speaker programme

Employee-led
women’s network group
Lean In launched

Introduced peer-to-peer
mentoring for women
across News Corp UK

Enhanced
parental pay
up to 20 weeks

New and
continued
training for
exec. committee

CREATING MEANINGFUL CHANGE – THE JOURNEY SO FAR

>>> NEXT STEPS
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NEXT STEPS
ATTRACTION AND RECRUITMENT
• Remove statutory requirement for six-month
waiting period before making a flexible work
request from February 2021

• Ongoing objective to increase salaries faster in
the lower-paid quartiles
• Introduction of dedicated D&I hub on training
platform iDevelop for all colleagues

• Ongoing objective to raise entry-level salaries
• Continue using blind recruitment and training
all hiring managers on inclusive hiring and
unconscious bias

RETAIN, DEVELOP AND REWARD
• Improved maternity pay to full 20 weeks
after only one year’s service from February
2021, with shared parental scheme and adoption
matching, too

CREATE AN INCLUSIVE CULTURE
• Embedding inclusive leadership and D&I
strategy for HarperCollins UK exec. team
• Evolve parental support group iReturn into a
fully fledged network group for parents
• Raise awareness through Menopause at Work
group and continue to support existing network
groups

• Continuation of Leadership and Management
programme. The most recent programme included
68% female participants

• Continue annual D&I surveys to measure
progress, and measure levels of belonging and
inclusion in the business

• Early-career sponsorship programme GROW
with exec. committee, introduced in November
2020, to run until early 2022

• Creation of D&I Manager role in January 2021

• New cohort for cross-industry women’s network
group
• Implemented career development and pay conversations during performance review check-ins

• Implementation of the second stage of
company-wide mandatory inclusion training
from spring/summer 2021
• Requirement for all colleagues to commit
to at least one inclusion objective as part of
performance reviews
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