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INTRODUCTION

MESSAGE FROM ANYA DAVIS,
LEAD PARTNER OF DIVERSITY AND INCLUSION
Inclusivity is important to our people and vital for our business. We
believe that creating a workforce which reflects the diversity of our
society and the clients we serve, means our people feel free to be
themselves, and bring their best selves to work. Diversity in our
teams brings creative thinking and new ways of solving problems,
which helps us solve our clients most interesting challenges and
pushes our own organisation to do business better.
Our focus on diversity and inclusivity for our people isn’t a nice to
have (or a reaction to a government initiative) it’s integral to the
success and sustainability of our business. The gender pay gap
report is a useful lens for us to review our progress in building our
business and culture that supports diversity, specifically the gender
balance we have across the firm and how we are rewarding
individuals contributions.
In the spirit of honesty, I’m disappointed that our results have not
shown a more material up-tick. I could spend some time challenging
the government calculation in that it is a rather crude measure for
the pay gap, and the focus should also bring greater transparency on
equal pay for equivalent work across gender (which we do show in
our figures). We have made great stride in improving the overall
balance of the business, since publishing our previous gender pay
gap results, our the gender balance is: F: 41% M: 59%. But the reality
is that our gender pay gap is due to the representation of women at
the more senior levels across the organisation. This isn’t a challenge
we are alone with, but also one that we aren’t accepting of.

We have and continue to invest a significant amount of effort in
trying to address some of the reason for this representation gap,
from seeking out great talent from different sources, supporting
entry back into the work place following career gaps, providing
(reverse) - mentoring and coaching systems, to name a few of our
initiatives. Combined with our focus on nurturing and developing
the phenomenal talent we have in our business to allow people to
build their careers. We have come a long way over the years and
we confident we are doing a lot of thing right, but the changes we
are making are not quick fixes and won’t deliver a pleasing
immediate upward trend, we are determined that our efforts are
sustained and useful for our people
and clients.
We are committed to developing Baringa to be a truly inclusive
place to work, for all, and will challenge ourselves to make changes,
try new things and continue towards gender representation at all
levels.
We confirm that the gender pay gap data contained in this report
are accurate and have been
produced in accordance with the regulations set by the
government

Anya Davis
Partner Baringa Partners LLP
Diversity and Inclusion Lead
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Baringa
Partners LLP
is a management
consulting firm
specialising In the finance
and energy sectors. We
have offices in the UK, US
Germany, Australia, UAE, Ireland and
Singapore. Globally we employ over
600 employees from 42 nationalities. The
contents of this report reflect the salaries of the
employees of our UK company.
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What is the Gender Pay Gap?

How is it different from Equal Pay?

The gender pay gap is the difference between men’s and
women’s average earnings-regardless of the nature and
grade of their work-across an organisation.

Equal pay means that men and women in the same employment performing
equal work must receive equal pay.
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How are the median and mean gaps calculated?

Understanding
the pay
gap

We have followed the calculation methodology set out by the Government Equalities Office (main governing body of Gender Pay Gap) to report our mean and median gender
pay gap, bonus gap and distribution across quartiles.

Median Pay Gap Calculation

Mean Pay Gap Calculation
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The below figures represent our employee’s salaries as of 05 April 2018.

Our
Numbers

Pay Gap

Mean

Median

(average)

(middle)

22.4%

19.4%
99.6%

100%

Understanding our pay Gap
Our 2018 Gender Pay gap is 22.4%,
(Mean) and 19.4% (Median) and which
are a slight increase and slight decrease
from our 2017 figures respectively. This
is a direct result of changes to the
demographic of our workforce, with an
increase in the number of women
employed, but a proportionally greater
increase at more junior levels vs more
senior levels (as seen in our pay quartile
results). Recruiting and supporting
progression of women through our
business is crucial in reducing our pay
gap.

Percentage of employees who received a bonus

Female

Bonus
Gap

38.3%

49.1%

Male

All eligible employees participate in the Baringa Group Profit Share
Scheme, which seeks to ensure that everyone has a stake in the
success of the company.
Our profit share is calculated based on company performance,
personal performance and contribution over a 3 year period.

The proportion of males/females in each quartile pay band is as follows:

We are fully committed to increasing
the number of women at all levels
across our business and ensuring they
are able to progress their careers.
Closing the gender pay gap will take
time, but we are passionate about
achieving it and the need to have
honest conversations along the way so
that we can truly understand any
barriers that prevent anyone fulfilling
their full potential at Baringa.
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2018

2017

Female

Male

Female

Male

Lower

61%

39%

53%

47%

Lower
middle

47%

53%

46%

54%

Upper
Middle

30%

70%

30%

70%

Upper

24%

76%

23%

77%

Company
wide

40%

60%

37%

63%
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1968

Equal Pay
in the
UK

Women working at Ford Car plant strike as they were
being paid 87% less than men to do the same job.
After 3 weeks they returned to work accepting an
increase in wages to 92% of what was paid to men

1976
Equal Pay Act
implemented

2010

1918

1970

Women tram and bus conductors
strike when they realise they are
doing the same work as men but
for a lower wage

Parliament passed the Equal Pay Act which
prohibited any less favourable treatment
between men and women in terms of pay and
conditions of employment

Equality Act passed. Under this act,
men and women are entitled to
equal pay and conditions if they are
doing equal work

Equal Pay at Baringa

Transparent Pay at Baringa

Baringa pay men and women
equally across all levels. We are
100% committed to providing
equal pay for men and women
performing the same role at the
same levels of our business and
our data backs this commitment
made by Baringa. We are also
committed to ensuring that our
performance management and
career progression is fair and
balanced.

At Baringa, we have a set salary
range for each grade. As
employees progress through
the grades, they will also
progress through the salary
range associated with that
grade. Salary increases are
moderated by one Senior
Partner which ensures that
everyone is paid fairly and
equally for the work they do.

Equal Pay comparison for Female v Male earnings per pound by grade

Grade

A

C

SC

M

SM

D

2017

£1.00

£1.05

£1.02

£0.99

£1.00

£1.04

2018

£1.01

£0.98

£1.00

£1.00

£0.99

£1.03
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The challenge we need to address is not pay disparity but making sure Baringa has a balanced representation of
genders at senior levels. Our focus on recruiting and retaining women in senior levels is central to this, as is
ensuring we continue to develop and promote female talent from within.
Balance of joiners FY18

Recruiting
We work to ensure our recruitment process is unbiased at all steps
from CV screening to final interview.
We have been working with our recruitment agencies to ensure our
talent pool is balanced which has allowed us to increase our female
hires.

51%

49%

Female

Male

Balance of promotions FY18

Progressing
We work hard to ensure our employees are supported through
all levels of their career with Baringa. Each employee has an
advisor who supports their career progression and many
employees also have an informal mentor. In addition there are
a wide array of training courses available to support employees
through each stage of their career.
We are also are working on many initiatives in the wellbeing
and flexible working space. We want to guarantee our
employees can still work and progress through the different
stages of their life.

Finding
the
balance

59%

62%

83%

41%

38%

17%

ACROSS ALL
DIRECTOR
PARTNER
GRADES
We moderate all four promotion rounds to ensure a fair and balanced gender
representation across the year.
Our promotions across all grades are inline with our headcount at each grade.

Retaining
It is vital to our strategy that we have an inclusive workplace where
everyone feels valued for their work and ideas. We have a flat
structure which encourages open communication and honest
feedback across all grades. We also carry out annual Opinion Surveys
which identify trends and is used to address any issues facing our
employees. It is useful in helping Baringa identify areas where we can
offer more support to female employees.

Balance of leavers FY18

43%
Female
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57%
Male
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AREAS TO CELEBRATE
Our
inclusion
history
In 2014 Baringa launched Baringa Balance, our
Diversity and Inclusion working group, with an
aim to work hand in hand with the Company
to ensure that diversity and inclusion is woven
into our day-to-day practices. Balance is
currently made up of 4 pillars, LGBTQ, Gender,
Ethnicity and Faith.

The Gender Diversity Network (GDN) is an
internal community formed to celebrate and
champion gender diversity within the
company. Our ambition is for everyone to feel
like they belong at Baringa, regardless of their
gender identity.
In the four years since its inception, Baringa
Balance has made great strides in improving
our inclusion across Baringa and supporting
our employees.

2014

Baringa Balance Established
Parenting Coaching- 1:1 coaching
providing support to soon to be, new,
or current parents on all aspects of
being

2016

Unconscious Bias training rolled out
across Baringa-Mandatory for all
employees

Our long term goal is to achieve better gender representation at all levels of our organisation, however we
recognise it will be a journey that requires on-going commitment and effort to achieve. In 2014, we set an ambition
to have at least 40% of our company and 25% of our senior leadership (directors and Partners) positions filled by
women. We have now exceeded our company wide ambition and are making great progress in achieving our
leadership ambition.
This is a vital part of our broader commitment to providing a working environment that is truly inclusive (welcoming,
respectful, and engaging). We at Baringa value the differences in people and diversity within teams and our
Inclusion programme is actively driving this agenda in delivering a number of exciting initiatives.

Reinforcing key leadership
values and mind-sets for
better relationship
building across
levels and
communities

REVERSE
MENTORING

In 2018 we launched a Reverse Mentoring
programme in which a junior/younger employee
mentors a more senior co-worker. The initiative is a
forum for personal stories in a safe and exploratory
environment to create space for honest,
transparent, educational and action-inspiring
conversations! The aim of the initiative is to focus on
how our differences may result in unintentional
exclusion.

SUMMER
INTERNSHIP

“The reverse mentoring really made me sit back,
listen more and think a lot harder about how my
actions could make others feel. We all have a role to
play in improving diversity in Baringa and I feel more
aware of what actions I need to take to play my
part. ” - David Harris, Partner.

Improved Shared Parental Leave
Policy- enhanced SPL introduced at
100% salary for up to 24 weeks
(depending on the amount of
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Our 8 week summer internship programme
provides University students with real life
experiences and a chance to understand what a
future career in consultancy could look like. The
programme, in turn, offers Baringa a great
opportunity to introduce a new set of
insights, enthusiasm and ideas to the
company. As our interns are the future of
our company it is imperative to Baringa
that their first experience in a
professional working environment
reflects a truly inclusive culture.
Providing University
“Starting my career with Baringa has
students with real
been a great choice for me. Throughout
life work
the internship last summer, I was an equal
experiences .
and valued member of the team and look
forward to working in such a welcoming
environment in the future.
Alex Leigh, Intern, 2018

61% of our Summer Interns in 2018
were female.
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RETURNERS
PROGRAMME

2017

Parent and Carers group-internal
support tool and community for parents
with children of all ages and anybody who
has caring duties

Balance Blogs-Introduction of Blogs
focused on sharing experiences that
encourage people to celebrate difference
and feel comfortable being themselves.

New company wide Diversity and
Inclusion award
Balance Champions -– BU level
engagement and champions for the D&I
agenda
Named Times top 50 Employers for
Women

2018

SOCIALS &
EVENTS

Bringing
everyone
together
across Baringa

Giving women who have
A 20 week long returners programme was
taken a career break
launched in 2018. The programme focused on
the confidence and
recruitment of women around the SM level
support to
looking to return to the work place after a period
return to
of several year career break. It was a very
work
Baringa Balance sponsors many events across all of the pillars.
successful pilot and will continue to run it in
The Gender Diversity Network brings together people across
2019.
all of our business units and levels to celebrate and support all
gender identities. Events include talks by inspirational women,
We will use feedback given from participants in
career stories, sector networking events and celebrating both
our returners programme to identify how we can
International Men and Women’s Day.
better support parents returning from parental
leave. This is to ensure that when they start work
again they are set up for success and continue to
Career stories
progress in their career at Baringa .

Returners programme
Business in the Community
Benchmarking- helps us to understand
where we can look to become and better
support a more balanced, diverse business

Celebrating International women's day at
a private screening of “Hidden Figures”

30% Club
Reverse mentoring
Career stories -senior leaders from the
business share their career pathways and
how they balanced family life with work,
their personal experiences of diversity in
the workplace

2019

Our inclusion story continues…

In 2018 we piloted the30% club, a nine month, cross-sector, external mentoring scheme for high
Helping
performing women. At Baringa we had 10 mentees (high performing females) and 10 mentors (senior
to attract,
female and males) participate in the mentorship programme. The 30% club matches our nominated
develop and
mentors and mentees with mentors/mentees from other organisations to meet every 4-6 weeks. The
retain women
aim of the 30% club is for our high performing females to grow as a leader and to be equipped with
into senior roles.
the tools to better advance their career.

30% CLUB

“I was honoured to have been nominated by Baringa to be part of the 30% club pilot. My mentor
came from a completely different industry and lived on the opposite side of the country yet we
connected instantly. Every session we have had has challenged my thinking, given me a different
perspective and I’ve learnt a lot from my mentors career journey. The experience has been really positive
and has set me up for the next stage in my career”
Roxanne D’Souza, Director, PS-TMT
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BRIGHTER TOGETHER
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