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A comparison of our figures with last year shows 
a positive picture, with our mean and median 
hourly pay gaps marginally reducing. Whilst our 
mean and median bonus gaps have risen slightly, 
this is attributed to us recruiting more women at 
a junior level (where bonuses are typically smaller 
for both women and men) so that we can build our 
leadership pipeline, a move that will reduce the gap 
in the long term*. 

We are focusing our efforts across five key areas of 
activity: providing equal opportunities, developing 
people to succeed and thrive, driving and evolving 
our culture and behaviours, leveraging our brand 
and platform and measuring and reporting on 
progress. 

Meaningful and sustained change takes time and 
while at present our gender pay gap (and our total 
earnings gap*) is as a result of having fewer women 
in senior positions we are slowly moving in the 
right direction. 

While we continue to make strides that create 
meaningful change for our people we know we still 
have a lot to do and a lot to learn. 

Improving the proportion of female partners has 
been an executive-led priority since 2012. We 
have set an ambitious goal of having 40% female 
partners by 2030 and to achieve this are taking 
steps to not only attract more women into our firm, 
but to retain and support them to progress. 

Diversity and inclusion have always been at the heart of our firm. Everyone at Deloitte, no matter who they are 
or where they are from, should feel able to be their true self, be heard and supported, and have a real sense of 
belonging. 
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We remain focused on the actions required to bring 
about the steady, relevant and sustained change 
required to close our gender pay gap. 

Stephen Griggs 
UK Managing Partner 
June 2021

We also continue to see a marked increase in the 
number of women in senior positions. For example 
in 2020 42% of our director promotions were 
women. This is up 8% on 2019 and our highest 
percentage for the second consecutive year.

While we published our 2020 pay gap data in 
September 2020 this document seeks to provide  
a narrative around the figures and the steps we are 
taking to help close the gap.

*  As the gender pay gap methodology excludes equity partners (who, as owners of the business, do not receive either a salary or bonus), we have instead sought to 
provide one mean and one median calculation for the whole firm, including equity partner earnings. This takes employee salary and bonus, together with all equity 
partner earnings for one year, and applies the gender pay gap calculation. 
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The gender pay gap shows the difference in the 
average hourly rate of pay between women and 
men in an organisation, expressed as a percentage 
of the average male earnings. A gender pay gap 
can be driven by a number of factors including, 
crucially, a lack of women in senior positions.

It is important to note that this is different to the 
issue of equal pay – namely the legal requirement 
to pay men and women the same for equal work – 
which is governed by the Equality Act.

Organisations must follow the calculation 
methodology set out by the Government Equalities 
Office to report their mean and median gender 
pay gap, bonus gap, and distribution across 
pay quartiles.

Gender pay gap reporting explained

Median calculations

Distinguishing between median and mean

Highest
paid

Sum of women’s
hourly rate of pay

Total number
of women

Total number
of men

Sum of men’s
hourly rate of pay

Lowest
paid Median

 

The median is the figure that falls in the middle of
a range when the wages of all relevant employees 
are lined up from smallest to largest. The median 
gap is calculated based on the difference between 
the employee in the middle of the range of male 
wages and the middle employee in the range of 
female wages.

The mean is calculated by adding up the wages of 
all relevant employees and dividing the figure by 
the number of employees.

The mean gender pay gap is calculated based on 
the difference between mean male pay and mean 
female pay.

Mean calculations

+ + + +

VS

Deloitte UK | 2020 Gender Pay Gap Report



Headline gender pay figures for Deloitte UK
The tables below show our overall median and 
mean gender pay and bonus gap based on hourly 
rates of pay as at the snapshot date of 5 April 2020, 
and bonuses paid in the year to 5 April 2020.

Under the Regulations, we are required to report 
our gender pay gap data for each separate 
legal entity that has at least 250 employees and 
therefore we have reported data for Deloitte LLP 
and Deloitte MCS Ltd. Because we consider it 
important to consider the picture for all employees, 
we have also looked at the information required by 
the Regulations for the Deloitte UK firm (“Deloitte 
UK”) which combines those two entities together 
with other employees (e.g. those in the Channel 
Islands), who are managed by Deloitte UK but are 
not within the scope of the mandated disclosure.

At a glance

Proportion of males  
and females in each 
quartile band Male Female

Upper 65.4% 34.6%

Upper Middle 57.2% 42.8%

Lower Middle 49.9% 50.1%

Lower 51.9% 48.1%

Deloitte UK Median Mean

Gender pay gap 15.7% 17.8%

Gender bonus pay gap 38.6% 51.6%

The proportion of males and 
females receiving a bonus 
payment �����60.6% �����61.2%
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Understanding the gap
Our gender pay gap as at April 2020 arises because 
women hold fewer senior positions within the firm 
than men. Whilst women now make up 44% of 
our overall workforce, in April 2020 only 21.6% of 
our partners and 31% of our directors (the grades 
attracting the highest levels of remuneration) were 
women. 

 • The data does show small reductions in both our 
mean hourly pay gap – decreasing by 0.9% to 
17.8% – and our median hourly pay gap, which 
has been reduced by 0.4% to 15.7%. 

 • When looking at bonuses, there are small rises 
compared with 2019. The mean bonus gap has 
increased by 0.5% to 51.6% and the median has 
gone up 3.5% to 38.6%. 

 • While we maintain focus on increasing the 
number of women in senior positions, we are 
also working hard to minimise any in-grade 
gaps. Our analysis shows that the average mean 
gender pay gap within grade pools is around 
2.9% (3.5% in 2019).

 • Our total earnings gap, which takes into account 
the earnings of our whole firm including equity 
partners, has reduced. The mean now stands 
at 34.8% (39.3% in 2019) and the median 13.2 % 
(14.4% in 2019).

Gender breakdown by grade

Partner

Male Female

Director

Senior manager 
and manager

Below manager
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Gender balance has been an Executive-led 
priority since 2014 and targets are included in 
leaders’ objectives.

While our data shows that we have identified – 
and are focussing on – the correct actions, it also 
shows that meaningful and sustained change will 
take time and consistent focus by our most senior 
leaders. We continually measure progress from a gender 

diversity perspective. All Executive reporting 
on talent is analysed and reported by gender, 
and progress against targets is reported to the 
Executive on a quarterly basis. 

We know that some of the actions we are taking 
to improve the gap over the longer-term may 
have short-term distorting effects - for example, 
increasing the number of women at student entry 
may have an initial negative impact on our gap. We have set targets to accelerate the pace of 

change and we’ve seen our female partner 
numbers increase annually as a result. As of today 
(June 2021) this stands at 24%.

In 2014 our CEO and leadership team agreed our 
gender balance action plan.  This extensive and 
detailed plan – which was derived through analysis 
of our career lifecycle from a gender perspective 
and extensive consultation with our female 
employees - comprises a number of targeted 
interventions and, most critically, a focus on our 
culture. Our plan includes the following actions:

 • Steps to ensure that all our people 
management processes are without bias;

 • Return to Work initiatives;

 • Sponsorship, mentoring and development 
opportunities; 

 • A range of support for working parents, including 
enhanced leave policies;

 • Active monitoring of the talent pipeline.

Our gender balance action plan

40%
female partners 
by 2030

A target of
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 • In 2018 we moved away from an ‘assessment 
centre’ for director and partner promotions 
to a more inclusive, longer-term development 
‘journey’. 

 • In 2019 we refreshed our succession planning 
to establish a fairer, more rigorous method 
for identifying future talent. This includes a 
development framework to ensure a diverse set 
of leaders. 

1. Providing equal opportunities - mitigating 
systemic bias and adopting policies that encourage 
diversity and inclusion

 • We continue to increase the diverse 
representation of our people (including women) 
in our video content, imagery, case studies and 
representation at our student attraction events. 

 • Since 2016 our job descriptions are written 
in gender-neutral language and show our 
commitment to agile working (our term for 
flexible working) 

 • We strive for gender-balanced candidate 
shortlists. In 2020, 44% of experienced hires 
and 42% of graduate or entry-level recruits were 
women. Our aim is for this to be 50%. 

Whilst targets help maintain our focus 
we know that what’s really important is 
ensuring we have the right interventions 
in place. Our gender balance plan is 
focused on five areas; making gradual 
changes alongside bold moves to 
accelerate progress. These five areas 
are: providing equal opportunities, 
developing people to succeed and thrive, 
driving and evolving our culture and 
behaviours, leveraging our brand and 
platform and measuring and reporting 
on progress.

More about our gender balance aims and actions

42%
of director promotes 
in 2020 were women
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 • Refreshed in 2020, our Reverse Mentoring 
programme gives leaders a valuable insight into 
the day-to-day experiences of our women (and 
other under-represented groups), helping them 
better understand the challenges they face.   

 • To help break down traditional caring 
stereotypes and boost women’s career 
progression we have doubled our paid paternity 
leave and introduced more flexibility around 
its use. Since its introduction in October 2019 
63% of eligible parents have taken advantage of 
the additional time off.

2. Developing people to succeed and thrive - 
targeted development to ensure we have a strong, 
diverse pipeline of future leaders

 • Since 2019 when we converted our award-
winning Return to Work (RTW) programme 
to a ‘supported hiring’ approach, we have, 
at any time, permanent roles suitable for 
individuals looking to transition back to work 
after a career break.  With women in mind, we 
are also responding to the digital skills gap with 
our first RTW Re-Training cohort currently 
underway. 

 • In 2020 we introduced additional sponsor 
support for female director candidates to 
help accelerate development. 

100
women have benefited 
from one of our tailored
development programmes
since 2015

Over
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4. Leveraging the Deloitte brand and platform - 
using the breadth of our influence and strength of  
our brand to drive societal change

 • Since 2018 we have been signatories of the  
HM Treasury Women in Finance Charter and the 
Tech Talent Charter openly advocating for, and 
showing our progress towards, gender balance. 

 • In 2019 we joined the Parental Leave Corporate 
Task Force which aims to champion access to 
parental leave for all.

 • We have been a Times Top 50 employer for 
women since 2016 and won the BITC Gender 
Equality Award 2019. 

 • In 2020 we rebranded our ‘Women’s Network’ 
to the ‘Gender Balance Network’ to reflect that 
everyone is welcome. We hope the rebranding 
will encourage even more people to join, 
incorporate a healthy diversity of views in our 
dialogue around gender issues, and challenge 
our thinking.

3. Driving and evolving our culture and 
behaviours - creating an environment where 
everyone can thrive, driven by leaders who role model 
every day inclusive behaviours at all times

 • Since 2014, we have focussed on embedding 
formal and informal agile working – ensuring 
that all of our people are able to work in a way 
that enables them to balance a successful career 
with commitments outside of work. 

 • We have been rolling our firmwide mandatory 
respect & inclusion training since 2015. Our 
2020 training, amongst other elements, covered 
inclusive language and communication. 

Top 50
Employer for Women since 2016

A Times1,450
people have a formal agile
working arrangement

Over
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5. Measuring and reporting on progress - being 
transparent about our goals and holding leadership 
accountable for making progress towards them.

 • Our target is to have 40% female partners by 
2030 (with an interim target of 30% by 2025).

 • As of today (June 2021) 24% of our partners are 
women, up from 13% in 2013.

 • More women are returning after maternity leave 
– 94% during 2020, compared with 68% in 2012.

 • You can view our full 2020 people metrics here.

24%
of our partners 
are women
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Social mobility
We want to recruit the best talent, and create an 
environment where everyone can succeed.

We are achieving this through contextualisation; 
name and academic institution-blind recruitment; 
apprenticeships and dedicated programmes such 
as New Beginnings and Aspire giving people a 
chance to rethink their futures.

You can find out more about how we are 
supporting social mobility here.

Ethnicity 
In 2020 we listened to our people and developed 
a dedicated Black Action Plan to sit alongside our 
Ethnicity Plan, which was launched in 2017. 

As part of the plan we have set clear targets, rolled 
out mandatory firmwide training and introduced 
targeted development initiatives. Read more in our 
dedicated ethnicity pay gap report.

Our ambition is a more diverse 
workforce that represents society and 
brings diversity of thought, to drive 
success. 

We want our people to be themselves: 
their true selves with their own 
strengths, perspectives and personality. 
So, we are creating an inclusive 
environment where everyone belongs, 
is supported and heard, and is 
empowered to make a valuable, personal 
contribution.

While gender balance remains a priority, 
we recognise the needs of other groups, 
and how an individual’s diversity has 
many different facets. We therefore also 
focus on the following:

Our broader inclusion ambition

Black partners 
by 2025

ethnic minority 
partners by 2025 

12% 3% A target of A target of 

174
apprentices 
joined us in 2020
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Disability
In line with our Valuable 500 commitments, we 
are striving to ensure our working environment 
is accessible, inclusive and welcoming for all. 
Our initial focus is on accessible technology as 
standard.

We continue to scale our approach to recruiting 
and retaining neurodiverse talent, working with our 
charity and social enterprise partners. 

Storytelling and training are helping break down 
the stigma and lack of understanding around 
disability and neurodiversity.

LGBTQ+
We continue to support our LGBTQ+ colleagues 
to feel safe and be themselves via our established 
GLOBE network and allies community. 

In 2020 we introduced the option for all our people 
to include pronouns in their email signature – 
helping create an environment where everyone 
feels comfortable sharing their true identity. 

Our collaboration with Open for Business has also 
shone a light on the experiences of LGBTQ+ people 
traveling abroad for work and highlighted what 
more we need to do to overcome these challenges.

1,300
GLOBE members, 
including allies

50+
colleagues with neurodiverse 
conditions hired by December 2020 
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Deloitte UK has two legal entities 
with at least 250 employees: MSC 
Limited (for employees of our 
Consulting business) and Deloitte 
LLP (for employees of our Audit & 
Risk Advisory, Financial Advisory, Tax, 
and Enabling Functions businesses). 
Under the regulations we are 
required to report our gender pay 
gap data for each of these entities, as 
set out below

Deloitte UK is made up of Deloitte 
LLP, Deloitte MCS Ltd, DTRAB Ltd, 
Deloitte Guernsey Ltd, Deloitte Isle 
of Man Ltd and Deloitte Jersey Ltd. 
Deloitte LLP and Deloitte MCS Ltd 
are the only UK entities which meet 
the criteria for mandatory reporting 
under the Equality Act 2010.

Statutory disclosures
Data as at 5 April 2020

Proportion of males and females in each quartile band

Male Female

FY20 FY20

Upper 62.0% 38.0%

Upper Middle 54.9% 45.1%

Lower Middle 49.3% 50.7%

Lower 51.0% 49.0%

Proportion of males and females in each quartile band

Male Female

FY20 FY20

Upper 71.4% 28.6%

Upper Middle 63.9% 36.1%

Lower Middle 57.8% 42.2%

Lower 47.8% 52.2%

Deloitte LLP Median Mean

FY20 FY20

Gender pay gap 12.0% 16.7%

Gender bonus pay gap 42.9% 51.7%

The proportion of 
males and females 
receiving a bonus 
payment �����58.4% �����59.3%

Deloitte MCS Median Mean

FY20 FY20

Gender pay gap 18.6% 20.3%

Gender bonus pay gap 32.0% 56.3%

The proportion of males  
and females receiving 
a bonus payment �����67.6% �����69.1%
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We confirm that Deloitte’s gender pay gap calculations are accurate 
and meet the requirements of the Regulations.

Declaration

Richard Houston

Senior Partner and  
Chief Executive, Deloitte UK

Stephen Griggs

UK Managing Partner, 
Deloitte UK
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Year-on-year comparisons

Deloitte UK Median Mean

FY19 FY20 FY19 FY20

Gender pay gap 16.1% 15.7% 18.7% 17.8%

Gender bonus pay gap 35.1% 38.6% 51.1% 51.6%

Deloitte UK Median Mean

FY19 FY20 FY19 FY20

Equity partners earnings gap 12.6% 8.3% 12.0% 12.2%

Total earnings gap 14.4% 13.2% 39.3% 34.8%

Deloitte UK Male Female

FY19 FY20 FY19 FY20

Proportion of males and females 
receiving a bonus payment

61.7% 60.6% 61.4% 61.2%

Deloitte UK Male Female

FY19 FY20 FY19 FY20

Proportion of males and females in each quartile band

Upper 64.8% 65.4% 35.2% 34.6%

Upper Middle 57.4% 57.2% 42.6% 42.8%

Lower Middle 49.7% 49.9% 50.3% 50.1%

Lower 52.0% 51.9% 48.0% 48.1%
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Deloitte MCS Male Female

FY19 FY20 FY19 FY20

Proportion of males and females in each quartile band

Upper 72.2% 71.4% 27.8% 28.6%

Upper Middle 61.2% 63.9% 38.8% 36.1%

Lower Middle 57.9% 57.8% 42.1% 42.2%

Lower 48.4% 47.8% 51.6% 52.2%

Deloitte MCS Median Mean

FY19 FY20 FY19 FY20

Gender pay gap 17.3% 18.6% 22.3% 20.3%

Gender bonus pay gap 38.6% 32.0% 58.2% 56.3%

Deloitte LLP Male Female

FY19 FY20 FY19 FY20

Proportion of males and females 
receiving a bonus payment

59.8% 58.4% 59.7% 59.3%

Deloitte MCS Male Female

FY19 FY20 FY19 FY20

Proportion of males and females 
receiving a bonus payment

70.0% 67.6% 68.9% 69.1%

Deloitte LLP Median Mean

FY19 FY20 FY19 FY20

Gender pay gap 12.1% 12.0% 17.1% 16.7%

Gender bonus pay gap 36.5% 42.9% 50.4% 51.7%

Deloitte LLP Male Female

FY19 FY20 FY19 FY20

Proportion of males and females in each quartile band

Upper 61.7% 62.0% 38.3% 38.0%

Upper Middle 56.5% 54.9% 43.5% 45.1%

Lower Middle 48.6% 49.3% 51.4% 50.7%

Lower 51.0% 51.0% 49.0% 49.0%

Year-on-year comparisons
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This publication has been written in general terms and we recommend that you obtain professional advice before acting or refraining from action on any of the contents of this publication. 
Deloitte LLP accepts no liability for any loss occasioned to any person acting or refraining from action as a result of any material in this publication.

Deloitte LLP is a limited liability partnership registered in England and Wales with registered number OC303675 and its registered office at 1 New Street Square, London EC4A 3HQ, United Kingdom.

Deloitte LLP is the United Kingdom affiliate of Deloitte NSE LLP, a member firm of Deloitte Touche Tohmatsu Limited, a UK private company limited by guarantee (“DTTL”). DTTL and each of its member firms 
are legally separate and independent entities. DTTL and Deloitte NSE LLP do not provide services to clients. Please see www.deloitte.com/about to learn more about our global network of member firms.

© 2021 Deloitte LLP. All rights reserved.
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