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Foreword
Reflections from Kate Hughes, Chief People Officer
Gender pay gap reporting in the UK is now in
its fifth year. This report covers the 2021–22
reporting cycle, using a snapshot date of April
2021. Following the decision by the Government
Equalities Office to suspend compulsory reporting
for 2019–20, it was reintroduced for 2020–21 with
an extended deadline. We continued to publish
our report throughout the pandemic as we
continue to act in alignment with our key cultural
beliefs, namely being transparent and ‘doing the
right thing.’
The volatility and uncertainty that employers have
faced during the pandemic is expected to impact
female employees disproportionately. Women are
more likely to be employed in less secure jobs and
in sectors that have been hit hardest. Generally,
women have had to rebalance their workloads
to carry even greater responsibilities within their
families at home. At 7IM, we have remained
focused in supporting women as much as possible
throughout this time, the introduction of hybrid
working and the creation of a Gender Equality
Network (GEN) being two key initiatives directly
involved in doing so.
This report highlights the difference in earnings
between all male and female staff within the
organisation; as an LLP, our business comprises
of self-employed partners as well as employees.
To legally abide by the Gov.uk requirements of
the report, this report will showcase the data for
‘relevant employees’ (i.e those staff with contracts
of employment) alongside the data captured for all
staff (7IM partners as well as relevant employees).

For the purpose of this report, we believe that it
is important to demonstrate a holistic view of the
business which incorporates our partners in our
figures, as female partners contributed to 27%
of the total 7IM workforce as at April 2021 and
therefore reflect a good proportion of our data.
Thanks to our continued commitment in reviewing
our data, we now have a clearer understanding of
our gender demographic, alongside what impacts
this and what actions we can take to work towards
further closing our pay gaps. We are committed to
fostering fairness, inclusion and flexibility within
7IM and we want to understand how our culture
and actions can help us to further close gaps where
required. We have taken great steps, but there is
still more to be done!

Declaration: I confirm that our data has been
calculated according to the requirements of the
Equality Act 2010 (Gender Pay Gap Information)
Regulations 2017.

Kate Hughes, Chief People Officer, 7IM
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7IM’s gender
pay gap data
A review of the factors affecting our 2021
gender pay gap…
7IM runs an annual remuneration review, with
direct input from external benchmarking providers,
market data from recruitment agencies working
within our sector, Executive Committee members,
the People & Culture team, the CFO and the CEO.
This ensures that a consistent, fair, and competitive
approach is taken towards the process, which in
turn helps to certify that we are doing the right
thing by our staff when allocating their pay and
reward. This ensures that everyone is paid fairly
for undertaking the same or a similar role. The
gender pay gap looks at the distribution of men and
women across all job levels of the organisation,
and how this translates into the average salary and
bonus payments made as a result.
Being a business that revolves mainly around
investments, technology and service, differing skill
sets across the business naturally command very
different salaries, so the potential for significant
differences in salary is high. And, in an organisation
of 65% male and 35% female, relatively small
changes in the distribution of women across
the different pay quartiles in the organisation,
especially in senior roles, can have a significant
impact on our gender pay gap.
In the last year, we have continued to progress
our client offering and, naturally, with growth
within the business comes the requirement for
experienced professionals to lead our strategy.
This has led to the introduction of more senior
professional and managerial roles in our middle,
upper-middle quartile, which is reflected in our ‘all
staff’ results and also to ‘relevant staff’ data as we
strive to capture talent from the market to grow
with our business. Two senior ‘Heads of’ roles were
recruited in 2021, both male; these additions of
men into higher-paying roles in the upper quartiles
further contribute to widening the pay gap.

Our gender balance is generally male-dominated
across both lower and upper quartiles, with men
accounting for 62% of lower quartile roles and
76% of upper quartile roles. The demographic of
partnership is also predominantly male, with 46
of 63 partners being male as at the snapshot date.
This is another area that we remain conscious of,
and in our August 2021 partnership intake, 44% of
new partners were female, creating an increased
overall percentage of 30% at the time of writing
this report. Typically, women account for a higher
proportion of junior to mid-level roles, and whilst
this demographic split reduces slightly in higherpaying roles, we are actively and passionately
taking progressive steps in supporting the
progression of women into a greater proportion
of these.
We take pride in the steps we have taken in the
gender equality area to date across the business;
the flexible working culture we support and
our focus on inclusion and fairness being key in
underpinning this. We have focused on overcoming
personal barriers which prevent women from
achieving their potential; through activities such
as 'seeing is believing', where we highlight senior
women and their experiences, and workshops
challenging internal beliefs such as imposter
syndrome, a session where we were overwhelmed
to be joined by 180 members of the team. In
the recruitment area, we’ve championed mixed
interview panels to ensure that there is always a
mix of genders on the panel and have also started
using a gender decoder tool which reviews the
language used in job specs and categories it as
either male or female; the outcome being to ensure
the language used is not subconsciously off-putting
to female candidates.
2021 for us was a year full of learning and taking
action, and we look forward to seeing our hard
work in these areas pay off as we continue to
#succeedtogether at 7IM.

We take pride in the steps
we have taken in the gender
equality area to date across
the business; the flexible
working culture we support
and our focus on inclusion
and fairness being key in
underpinning this."
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7IM's gender pay gap data
Continued

Our 2021 data at a glance…

Employees & Partners

22.03%

19.25%

0%

20.65%

Median gender
pay gap

Mean gender
pay gap

Median bonus
pay gap

Mean bonus
pay gap

16.99%

14.47%

-16.67%

-4.08%

Median gender
pay gap

Mean gender
pay gap

Median bonus
pay gap

Mean bonus
pay gap

'Relevant' Employees

Difference between mean and median
We look at both the mean (average) and
median (middle) for pay gap reporting.
The mean difference is the difference in
average hourly pay, adding all pay rates
together and dividing by the total number
of people.
The median difference is the difference
in hourly pay between the middle paid
(the person at the mid-point if you were
to line all staff up from low to high pay)
male staff member and middle paid
female staff member.
The gender pay gap is expressed as
a percentage of male earnings (e.g.,
women earn x% less than men).
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Employees & Partners
-£8.79

-£7.27

-£5.77

2019

2020

2021

-£4.59

-£3.92

-£4.12

2019

2020

2021

'Relevant' Employees

When comparing average hourly pay (mean), females
across the business as a whole are paid £5.77 less per
hour than men; this hourly pay gap has reduced in the
last three years.
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7IM's gender pay gap data
Continued

Our variable pay (bonus) is higher at more senior levels.
Given the higher proportion of male colleagues in senior roles,
this results in a gender bonus gap, however, we are delighted
to see a shift from a 55% median bonus gap for 'relevant'
employees in 2019 to -17% in 2021.

Employees & Partners

'Relevant' Employees

98%

96%

Men who
received
bonus pay

Women who
received
bonus pay

99%

95%

Men who
received
bonus pay

Women who
received
bonus pay

0%
Median bonus pay gap
21%
Mean bonus pay gap

-17%
Median bonus pay gap
-4%
Mean bonus pay gap
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This year the average pay for relevant women was
14.5% less per hour than the average pay for men.
This mean gap means that for every £1 a man receives,
a woman receives 85.5p. Inclusive of partners, this figure
reduces to 80.8p.

Employees & Partners

'Relevant' Employees

76%

24%

Upper Quartile

79%

21%

76%

24%

Upper Middle
Quartile

72%

28%

61%

39%

Lower Middle
Quartile

58%

42%

63%

37%

Lower Quartile

62%

38%
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Our actions
We are determined to tackle our gender pay gap. Our focus is
on three main areas: recruitment, retention and development
of female talent.
New hires
Gender

2020

2021

Female

25%

42%

Male

75%

58%

17% increase in female hires from 2020 to 2021

Proportion of male vs. female applications and hires:

320 women

Women made up 30%
of applications, and
41% of hires.
30 women

Job
applications
New hires

743 men

42 men
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Based on the job applications against new hires data, when women
apply for a role, the application to offer ratio is higher than that of
men. The challenge is receiving applications. According to studies,
men generally overestimate their abilities and performance, while
women underestimate both. A Hewlett Packard report found that
men will apply for a job if they meet 60% of qualifications, whereas
women will apply only if they meet 100% of them.

We are making job postings more inclusive:
According to a number of studies, the presence of masculine
gendered words discourages women from applying to maledominated roles, as they can make women feel they don’t belong in
that work environment.
We've revised our job postings in order to:

Emphasise how we
promote an inclusive
culture, making individuals
feel welcome and supports.

Limit our criteria to only
the key requirements of
the role.

Review the vocabulary
used within job
descriptions to avoid any
unconscious bias.

We are sharing stories of women who are
succeeding across all levels of the business:

We are making 7IM an attractive place
to work:

When women see themselves represented
across websites and social media pages, they are
more likely to apply. In promoting more female
employees and initiatives on our LinkedIn page,
we aim to attract more female applicants.

We aim to connect and support female employees
through gender awareness initiatives, relationship
building, and career development, highlighting our
commitment to gender parity in visible ways to
attract more women, and men who want to work in
a more diverse environment.
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Our actions
Continued

Retention data:
Leavers
Gender

2020

2021

Female

35%

28%

Male

65%

72%

7% decrease in women leavers from 2020 to 2021

Data monitoring

Spotlighting the team

Having the data is key in order to be able to make
change happen, and indeed to know where it
needs to happen. We’ve built out a Gender Equality
Network (GEN) dashboard which focuses on Key
Performance Indicator's across the business. This
data is reviewed regularly by the GEN, and is taken
to our Executive Committee (ExCo) on a quarterly
basis. This then provides the challenge for every
member of ExCo as to how they are addressing
it and lets us see as a business where there are
disparities.

One of the issues we identified internally was
that women were less forthcoming with putting
themselves forward than men. We’ve lacked senior
women role modelling such behaviours and this
appears to have impacted the next generation. To
tackle this, we’ve put in place a number of ideas:

Balance and flexibility
Having flexibility and the ability to balance home
and work life is important for everyone, but crucial
for working parents – without it, we will never be
able to achieve gender equality within the firm.
Our GEN will focus on understanding where
we have discrepancies within the business and
challenging them.

1. Ensuring we actively ask women to participate
rather than wait for them to offer
2. Using the GEN to role model behaviours
around speaking up, including asking
questions in company-wide briefings and
presenting on topics.
3. Entering individuals for awards – this isn’t about
winning the category, it’s about someone feeling
the recognition that they’ve been noticed and
building confidence.
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What’s to come in
next year’s report
Moving forward, we will continue to take a passionate approach
to our culture, structure and practices in support of fostering a
supportive and inclusive workplace.
We will continue to challenge where we feel necessary and take direct action
in creating strong pathways to success for females across all levels of the
business. We feel strongly that achieving gender equality should not be about
positive discrimination or quotas, but about removing the barriers to progression.
Our analysis shows us that we need to continue focusing on:

Attracting more women
to work at 7IM.

Increasing the number of
women in our most senior
leadership roles.

Improving our
understanding of why
women leave 7IM.

Increasing the number of women
in our Executive Committee and
Partnership Groups.

Whilst the data in this report and other sources of internal data suggest that we are
making strong headway in some areas, we need to ensure that we continue to retain
focus on what we are doing well, as well as what we need to start doing better. We
are proud of the culture we have created and look forward to #succeedingtogether
in adding further value to our staff and clients from the action we will take in this and
future years.
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