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AT A GLANCE

23% 60% 25%$28
TRILLION- the estimated

global gender
wage gap. This

means that
women earn 77%
of what men earn

on average. 

could be added
to the global

GDP in women
played an

identical role to
men in labour

markets. 

of BAME women
in self-

employment in
the UK are low

paid, compared
to one in

thirteen white
men. 

Companies in the
top quartile for

gender diversity on
their executive
teams are 25%
more likely to

experience above-
average profitability
than companies in
the lower quartile.
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     The gender pay 
gap is the difference in the
average hourly wage of

all men and women across
a workforce. If women do
more of the less well paid

jobs within an
organisation than men,
the gender gap gap is

usually bigger. 5



UNDERSTANDING THE

GENDER PAY GAP
Equal pay is essential to women's economic empowerment - that is, their ability to
participate equally and meaningfully in economic decision-making at all levels from the
household to international institutions. The gender pay gap is not the same as equal
pay for equal work, which has been required by law in the UK since the 1970s.

In the UK, the gender pay gap sits at 11.5%. It is estimated that closing the pay gap in
the UK would increase female earnings by £92 billion, a 20% increase of its current
value. 

Gender inequalities in employment and job quality create inequality in access to social protections
acquired through employment, such as pensions, unemployment benefits, or maternity protection.
Globally, an estimated 40% of women in wage employment do not have access to social
protection. Similarly, only 58% of women worldwide report having an account at a formal financial
institution, compared to 65% of men. 

Not only do women have the right to equal access to economic protections and benefits, but providing
opportunities for increased responsibility, and equal participation in decision-making and leadership,
creates a diversity of perspectives, innovation and solutions to social issues that contribute to a more
prosperous society.
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WHY IS THERE A GENDER PAY GAP?

Gender bias and
microaggressions create

assumptions of inferiority and
undervalue women's contributions

to the workforce. 

Failure to promote women.
Women are not being promoted or
hired in to senior and managerial
positions at an equal rate to men.
Only 5% of Fortune 500 CEOs are

women. 

Economic cost of gender-based
violence and harassment. GBV

affects women's psychological and
physical wellbeing and can hinder

workplace advancement,
particularly if they experience

violence in the workplace. 

Entrepreneurship and funding
gaps. Women in the UK launch

businesses with 53% less capital on
average than men. In Europe,
venture-capital-backed tech

companies with all-male founding
teams received 93% of capital

invested. 

The motherhood wage penalty is
a phenomenon where mothers who

choose to work are seen as less
competent or committed to their
job, affecting their earnings and

career  progression. 

Unequal shares of unpaid
domestic and care work. Women
spend around twice as much time
on unpaid care and domestic work
than men, leaving them with less
time and flexibility to participate
equally in the formal economy.
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WHY SHOULD YOU BE
CONCERNED AS AN EMPLOYER?

INCREASED
PRODUCTIVITY
AND EMPLOYEE

RETENTION

REPUTATION
AMONGST

CUSTOMERS
AND

STAKEHOLDERS

 DIVERSE
PERSPECTIVES

AND
INNOVATIVE
SOLUTIONS

Companies within the top
quartile for gender diversity
on executive teams are 27%
more likely to have superior
value creation compared to

their less diverse competitors.

53% of consumers are likely
to complain when

disappointed by a brand's
stance on a social issue.

Diversity in teams allows for
greater variation in

perspectives and better
business outcomes.
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AN
INTERSECTIONAL
LENS

gender
identity

race

religion

age
ability

education

sexual
orientation

gender
expression

nationality

physical 
health

mental 
health

language

ethnicity

class

occupation

Gender pay gap reporting is useful in understanding overall
differences between men and women in an organisation, however
it's also important to break this data down further to understand
gaps and inequalities between women in regards to factors such
as race, disability, religion, gender expression or sexuality. 

For example, people with disabilities face barriers generally when
entering and progressing in the labour force. However, women
with disabilities face additional bias based on their gender and,
as a result, globally men with disabilities are almost twice as
likely to have jobs than women with disabilities. 

Another example is the additional challenges migrant women
face accessing foreign labour markets. As a result, migrant
women are overrepresented in low-skilled, insecure jobs
characterised by low wages, poor working conditions, limited
labour and social protections, and exposure to physical and
sexual violence. 
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AN INTERSECTIONAL LENS
BME WOMEN AND WORK

TUC EQUALITY BRIEFING 2020

13%

42%

45%

91%

8%

of BME women are in insecure jobs
compared to 6% of white men. 

of women of colour reported being
passed over for a promotion
despite good feedback, compared
to 27% of white women. 

of disabled BME women report
being unfairly passed over for or
denied a promotion at work. 

of women of colour are
overqualified in their jobs across
the EU, compared to 48% of white
women.

of FTSE 100 CEOs are white women,
and there are no women of colour. 

"Structural barriers such 
as racism, including assumptions

about capabilities based on
racial/ethnic stereotypes, were
everyday experiences for BME

teachers. In particular, BME
teachers spoke about an

invisible glass-ceiling and
widespread perception among
senior leadership teams that
BME teachers "have a certain

level and don't go 
beyond it."" 
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THE IMPACT OF COVID-19
increased. At the same time, women dominate the
keyworker roles that are not amenable to
homeworking, such as retail, education and
healthcare. 79% of the healthcare force are
women. 

'The great resignation', then, describes women
being forced out of the workforce because the
current economy is not conducive to their needs or
their wellbeing. 

During the pandemic, women exited the labour
force at twice the rate of men; their
participation in the labour force is now the
lowest it has been in more than 30 years.

This is a global problem. According to the World
Economic Forum's Global Gender Gap Report
2022, women now have a 132-year wait before
achieving full equality with men. Before the
pandemic, this figure was within the century. 

Why? 
Low-paid, insecure jobs and low-paying sectors
were hardest hit by lockdowns. In the UK, 490,000
jobs were lost during the first six months of the
pandemic. 90% of these were part-time roles,
which are overwhelmingly staffed by women.
Women constitute about three-quarters of the part-
time labour force in the UK. 

Women also perform twice the amount of unpaid
domestic and care work than men.  When schools
and daycares closed, women's domestic duties 
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EMPLOYEE
TESTIMONIALS

"I always thought the 
job I did and the job my colleague 

did were equal. In fact I often covered work
for him and very often helped him out,

because it was important for the good of
the team. He left unexpectedly and it was

only when the job was advertised that I
realised that his pay had been so much

higher, all the time. I talked to my manager
who explained that my colleague was paid

more because he had been at the
organisation longer. I said I thought we

should have a more similar wage at least
because if anything, I contributed more. In

the end I did leave for a better (and 
better-paid) job."

"I knew for a while that others were 
paid at a higher rate compared to me. I just 

accepted that and I don’t really know why. I guess I
thought I just wasn’t as good and others were

slightly more experienced. I am an engineer and have
a masters degree in my subject (and a lot of student

debt to go with it), this is necessary for my job role, and
this is my first company after graduating. I am the only
female engineer. Others in the same role as me were
less qualified, studying part time and having their fees

paid for by the company, and also getting at least 1 day
per week study leave. It was when I found out that their
study day was not unpaid but paid at their normal day

rate that I got angry and upset. I was fully qualified
working 5 days a week. They were unqualified, earning
50% more than me and working only 4 days per week. I
asked for a raise to match the others’ day rates. I stated
my case and said it was not fair and that I would leave if
it was not resolved. I was nearly fobbed off with a much

smaller raise but I said again that I would not take
anything less than being equal to the men. My 

supervisor agreed reluctantly."
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- Jenny, 29, London

- Erin, 26, UK



TAKE ACTION
Adopt family

friendly policies
that reduce
employment
penalties on
women after
motherhood.

Develop 
a gender pay 

gap action plan
and put in place

systems to
monitor its

effectiveness. 

Report your
gender pay gap. 

Facilitate
conversations

with employees
about their

experience in the
workplace. 

Incorporate an
intersectional

framework into
data collection,
monitoring and

analysis on
workplace
practice. 

Promote and hire
more women into
senior leadership
and managerial

positions. 

Implement 
policies and training
amongst staff that

tackles the elimination
of violence and

harassment against
women.

Practice pay
transparency. For
example, show the

salary when
advertising a role, ban

salary history
questions from job

applications.



Sharing the progress your
workplace has made

shows what is possible to
other businesses. 

WHAT CAN THRIVE DO FOR
YOUR ORGANISATION?

EQUAL
OPPORTUNITIES

TRAINING
Practical, expert-led,
interactive training.

THRIVE
BUSINESS
NETWORK

Join a community of
businesses committed

to gender equality

ADVOCATE AND
SHARE
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