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Report 2020
Emerald is resolutely committed to being a leading voice for inclusion 
and diversity. To us, that means regardless of race, gender, class, 
religion, sexual orientation, disability, age, income or anything else 
- individuals deserve and should demand to be equally represented 
and heard. As such we challenge ourselves, and those we 
work with, to always do more, and better. 

Our goal is to create a balanced workforce which reflects the 
customers and communities we work with.  Individuality  
is one of the values at the heart of our business and  
we want Emerald to be a place where difference  
and individuality is valued, encouraged,  
recognised and celebrated. 

Levelling up  
across all areas of  

inequality remains front of mind  
for Emerald and a core part of its  

organisational values. The pandemic  
has only highlighted the continued  

inequalities that exist in society, and the 
disproportionate impact on women’s careers 

has been keenly felt. We want to ensure gender 
parity across all parts of the Emerald  

Group, and are pleased to see ongoing  
progress in reducing our gender pay gap,  

whilst also recognising that there is still  
work for us to do.

Vicky Williams, CEO

“



We are dedicated to addressing our gender pay gap through analysis, insight and robust inclusion plans that are being delivered 
across the organisation. 

We are pleased to say that we are continuing to make good progress on reducing our gender pay gap since we first started 
reporting in line with requirements. We recognise that we still have work to do and we are committed to continuing to focus 
our efforts on reducing our gender pay gap year-on-year. This report explains our current position alongside exploring our 2021 
focus and action plan.

We have a higher percentage of females in our workforce 
which is typical of the scholarly publishing industry. This 
is not an equal pay issue. Our gender pay gap is primarily 
driven by a higher proportion of females in our lower pay 
quartiles. Whilst we have seen a slight improvement here, 
we continue to seek to address this through a range of 
targeted campaigns and initiatives, described in our  
action plan.

We continue to build on, and make progress in a number of 
areas and are pleased with the number of women that hold 
leadership positions within our business. We will continue to 
encourage gender diversity across all areas of our business 
however, and with a particular focus on our Publishing and 
Technology teams which we have identified as having a 
gender imbalance.

Our results

Current Position CURRENT POSITION

25%

20%

15%

10%

5%

0% 2
0
18

2
0
19

2
0
2
0

2
0
17

Our gender pay gap has 
narrowed year-on-year

PROPORTION OF MEN & WOMEN WHO RECEIVED 
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  PAY & BONUS GAP 
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At Emerald, we have one bonus scheme which sees 
bonuses paid at set percentages of salary, depending on 
individual performance. Last year more females than males 
received higher performance ratings decreasing the bonus 
gap considerately. This year however we are seeing an even 
split in performance ratings which has impacted the gap, 
but is more in line with our previous reporting and what we 
would expect to see in relation to median pay.

median hourly pay



AREA
WHAT WE SET OUT TO 

ACHIEVE
PROGRESS MADE

Better support 
for parents 

& carers

•  To make taking time away 
from the business to care 
for children or loved ones 
easier.

•  To actively look at ways to 
further support our parents 
and carers to ensure they 
still feel valued and able 
to take advantage of any 
opportunities that arise 
during their time away from 
the business.

•  Introduced a carer and foster carer policy including entitlements of additional 
paid leave.

•  Signed the Employer with Heart Charter showing our commitment to provide 
additional support for parents of premature babies.

•  Trialled “returnity” to help parents ease back into work after significant periods of 
parental leave.

•  Continued to develop our returnity programme with benefits now rolled out 
globally to our workforce.

•  Promoted shared parental leave and shared success stories.  
We will continue to do this.

Next Steps
•  Continue to explore the benefits of introducing networks to further 

support employees with care responsibilities.

Improve our 
recruitment 
processes

To continue to make 
improvements to our 
recruitment process with 
the aim to raise awareness 
of potential bias as much as 
possible, not only in relation 
to gender, but to all protected 
characteristics.

• All adverts are now run through a gender bias checker.

•  Unconscious bias training has been completed by managers.

•  Moving to anonymous applications to reduce opportunities for bias.

•  Moving 1st stage interviews from face-to-face to telephone to further reduce 
opportunities for bias.

Next Steps
• Continue to roll out unconscious bias training.

•  Explore the introduction of shortlisting targets for some roles.

• Explore the introduction of balanced interview panels.

Improve gender 
balance in lower 

quartiles

To continue to explore 
progression opportunities and 
paths for all colleagues and 
attract more males into entry  
level roles.

• Explore apprenticeships to get women into digital roles.

Next Steps
•  Continue to explore how we can attract more males into entry level roles.

•  Continue to partner with a university to run our annual Emerald Education Day 
targeted at publishing students with strong encouragement of male attendance.

•  Launch our fully digital ‘Ignite’ Programme. A re-designed, fully remote and 
inclusive experience created to support people to understand the business more 
widely, develop their team and leadership skills, as well as embed good practice 
and behaviours around their own development. 

Evolve Flexible 
Working

To continue to evolve flexible 
working to empower our 
people to choose a way of 
working that suits them best.

•  2020 saw an already advanced approach to flexible working evolve to a full 
flexible approach. Employees are equipped and supported to work well from 
home and have control over when and where they work.

Next Steps
•  Review and support this new way of working to ensure colleagues get the  

best from it.

Understand our 
data better

To focus on more in-depth 
analysis on the demographics 
of our workforce to aid in 
evidence based decisions and 
recommendations.

•  Arrangements have been made to provide a confidential space to allow our 
workforce to provide us with additional and more meaningful personal data. 

Next Steps
•  Efforts are being made to encourage this provision of data to help inform 

evidence based decisions and recommendations. 

Evolve our 
ED&I strategy

To evolve our strategy by 
working to improve our vision 
and plans and become a 
thought leader in our industry.

•  Created a new ED&I dashboard.  

•  Created a new ED&I training resource and rolled out to the business.

•  Created a new ED&I Sharepoint as a central resource for colleagues to refer to.

Next Steps
•  A focus on challenges of intersectionality esp for women of colour.

•  A continued recruitment focus with baseline stats to be established in 2021. 

•  Signature to SDG publisher compact with commitment to educating colleagues, 
customers and suppliers around SDG5 - Gender Equality. 

Our action plan
Emerald has a demonstrated long term commitment to gender equality, and we have made significant improvements in the number of women 
in senior roles since our CEO, Vicky Williams, launched our STRIDE programme 5 years ago.  Since then, our Equality, Diversity and Inclusion 
programme has evolved to be at the heart of our business strategy, with Emerald taking a leading role in challenging gender imbalances within 
academic publishing. 

We’ve come a long way and are proud that our gender pay gap continues to narrow but there’s always more work we can do. Our action plan 
is designed to bring our gender pay gap even closer to parity; focusing particularly on why there is over representation of females in the lower 
pay quartiles.



Emerald is confident that 
men and women are paid 

equally for doing equivalent 
jobs across our business.  

The differences in pay 
highlighted in this report are 
primarily driven by a higher 
proportion of females in the 

lower 2 pay quartiles. We are 
pleased that this has reduced slightly 

again this year and our action plan continues to 
focus on improving this further. Equality,  

diversity and inclusion remains an important focus for us  
as we continue to challenge ourselves to do more and be better 
in this area. Individuality is at the very heart of our business, it is 

valued, encouraged, recognised and celebrated and while we are 
proud of all the work we have done in this area- we are constantly 

striving to do more. I confirm that the data reported is accurate. 

Richard Bevan, Chairman

I left work for maternity in 2019 and an office 
based job and returned in 2020 to working from 
home full time. So the way Emerald operated was 
completely different to the Emerald I left. 

For me, coming back to work after maternity leave 
was full of mixed emotions. I was excited to be 
coming back, but worried about how my one year 
old would adjust to me working full time (as well 
as my other child who was used to being at home 
because of the schools being closed), and how I 
would adjust to working full time again. But when 
I was approached about the Returnity programme, 
I could see an opportunity for him being phased 
into childcare at a pace that suited us, and for me 
to ease into managing a work life balance again. 

The phased return was really valuable not 
only financially, but emotionally, and positively 
impacted my whole family. I think Returnity 
gave me much more appreciation for working at 
Emerald, I felt supported, and it seems like they 
had really thought about what would be invaluable 
for new parents.

Natasha Hartley 
Senior Marketing Manager

I have worked at Emerald now for nearly 6 years and 
throughout that time I have always felt Emerald was an 
employer that aimed for a healthy balance. I’ve always 

been challenged and stretched in my roles, and that has 
led to excellent career progression. But that has been 
achieved in an environment where I am encouraged 

and empowered to manage my time and workload 
around being a parent. After the birth of our second 

child, I took a few weeks Shared Parental Leave, which 
was an incredible experience and during which I was 

able to completely switch-off from work and focus on 
some quality family time with my wife and Billy. I would 
thoroughly recommend taking SPL to any new parents; 

it was easy to set up and very flexible, whether you’re 
thinking about a few months or just a few weeks.  

Ewan Farrow 
Senior Business Partner - Finance

“
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Our people
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Examples of the great work we are doing  
to positively impact our pay gap


