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The illustrations below detail our overall Alongside the median and mean difference
median and mean gender pay and in pay and bonuses between men and women
O u r key ﬂ g u reS bonus gap. The figures are presented across the whole organisation, the figures
in a format directed by the UK Government also show the gender distribution of our
f to enable fair and simple comparison workforce in four equally-sized quartiles
O r 2 O 1 9 across different employers. determined by the level of pay:
Our median gender pay gap is 4.3%, Lower, Lower Middle, Upper Middle and Upper.

as compared to the national average,
compiled by the Office for National
Statistics (ONS), of 8.9%!

Percentage of employees receiving a bonus:

Median Mean
Gender 4.3% 16.1% Female
D 52.8%
Gender 8.8% 38%
Bonus Gap

Percentage of employees in each quartile band:

M: 72.4% M: 69.7%

M: 69.7%

F: 27.6% F:30.3% F:30.3%

Upper Upper Middle Lower Middle Lower

Reference:
 https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/genderpaygapintheuk/2019
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A gender

pdy gap
Is not the

same as
gender
Inequality

A gender pay gap is not the same
as pay inequality. It is a measure

of the average differences in pay and
bonus between male and female
employees across the entirety of

an organisation, including recruitment,
promotion, pay and bonus.

Equal pay, alternatively, is a specific
legal concept that requires men and
women be paid the same for
equivalent work. We are invested

in ensuring that men and women
are paid equally for doing equivalent
jobs at XLN.
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We maintain a competitive position on starting
salaries for all entry roles. Those developing
their skills, knowledge and experience are
paid towards the lower end of the salary
range and will progress through the salary
range on demonstrating the required level
of competence. Our pay framework applies
equally across genders and promotion

is performance and behaviour based.

Bonus pay for core-level employees is
calculated equally across gender, and based
on individual achievement of shared targets.
Employees in specialist roles and at more
senior levels are also set individual targets,
and salary and promotional prospects

are performance related.







