
In total, CEOs of companies in the FTSE 100 re-
ceived £465.4 million in the financial year ending 
2018, which works out to an average (mean) pack-
age of £4.70 million.

The average FTSE 100 CEO reward package is 158 
times bigger than that of a UK worker on a mean 
salary of £29,832, or 128 times bigger if we compare 
it with only UK full-time workers, who earns a mean 
salary of £36,611.

Just looking at the boardroom: worker ratio in each 
FTSE 100 company, the median CEO/worker ratio 
is 72.1 and the mean 114.1. Again both were down 
on the year before, but they still represent huge 
gaps between the two sets of staff.

The highest paid CEO in this year's report and 
last year's was Jeff Fairburn of housebuilder Per-
simmon plc, who received £38.97 million — down 
from the £45.74 million he received last year. Nev-
ertheless, this is 1,318 times the median salary of 
a full-time UK worker.

Luke Hildyard, director of the High Pay Centre, 
said: “There is still more to be done to align pay 
practices with the interests of wider society.”

He said it was important to “give the public confi-
dence that our biggest businesses are working for 
the good of the economy as a whole, rather than 
the enrichment of a few people at the top”.

Chief execs earn 117 
times average worker
The average salary for chief executives fell by 13% 
between 2017 and 2018, but they still earned 117 
times more than the average UK full-time worker, 
a report has found.

Executive pay in the FTSE 100, a joint report from 
the High Pay Centre and the Chartered Institute 
of Personnel and Development, ranks FTSE 100 
chief executive (CEO) single figure pay from the 
highest amount to the lowest amount, the single 
figure in the middle of this ranking (the median) 
is £3.46 million. This median is 13% lower than that 
recorded in the previous report. The single figure 
pay of CEOs consists of a base salary, bonus, long-
term incentive plans (LTIPs), benefits, and pension 
or pay in lieu of a pension.

This year’s median figure of £3.46 million is still 
144 times higher than the UK median of £24,006 
for all workers. It is 117 times that of a UK full-time 
worker earning a median salary of £29,574. These 
ratios are lower than seen over the past two years.

The report reveals that 75 FTSE 100 CEOs now 
earn more than 100 times the UK median all-worker 
salary — the same number as last year, but a rise 
from 72 in 2016.
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TUC general secretary Frances O'Grady said: "It 
would take most workers two lifetimes to earn what 
top execs get in a single year. That's not right.

"This shocking pay gap won't change without major 
reform. We need new rules to give workers seats on 
executive pay committees. This would help bring 
some much-needed common sense and fairness 
to boardroom pay."

The report makes a number of recommendations 
of executive pay including simplifying chief ex-
ecutive reward packages and ensuring they are 
linked to fewer and more meaningful measures of 
performance than at present.

http://highpaycentre.org/pubs/new-report-pay-for-ceos-of-uks-biggest-companies-
falls-by-13

http://highpaycentre.org/files/CIPD_HPC_FTSE_100_executive_pay_report.pdf

NI women penalised for 
being pregnant
Many working women are still experiencing unfair 
treatment and being penalised for being pregnant 
and taking maternity leave in workplaces across 
Northern Ireland, says Anne McKernan of the 
Equality Commission of Northern Ireland.

Every year the Equality Commission continues to 
be contacted by women who believe they have 
been treated unfairly at work because they are 
pregnant or on maternity leave. On average, more 
than a fifth of complaints of discrimination received 
by the commission are about sex discrimination, of 
these 21.5% are to do with pregnancy or maternity. 
The issues raised are not confined to any particular 
sector and it is happening regardless of the level, 
type or grade of job held by women.

The commission has recently supported the 
cases of four individual women in their claims of 
sex discrimination against their employers. Each 
of these were settled before the case went to a 
tribunal for hearing, they include a shop worker, 
a scientific officer, an operations manager and a 
childcare assistant.

Each of the women believed that decisions made 
about them by their employers in relation to their 
jobs were affected by their pregnancy or mater-
nity leave. All of the cases were settled without 
admission of liability and each of the companies 
agreed to meet with the Equality Commission to 
review their policies, practices and procedures 
on equality of opportunity. The total compensation 

awarded overall for the four separate cases amount-
ed to just £48,000.

Working women are an essential part of building 
and maintaining a successful economy. It is vitally 
important that the skills, knowledge and experience 
of women are retained.  

The burden is on employers to ensure that they 
operate within the law. The law offers protection 
to ensure that women who are pregnant and those 
with young families are able to remain in and con-
tinue to advance within the workforce. We must 
ensure that employment opportunities are open 
to everyone and that the barriers faced by women 
in work due to their pregnancy or maternity are 
dismantled.

The settlements included that of Pauline Kearney 
who worked as a shop assistant for Mary and 
William McVeigh trading as Costcutters Dunavil 
in Kilkeel. She believed her employer became 
abrupt and made her feel uncomfortable after 
she informed them of her pregnancy. When she 
contacted her employer about returning to work 
after maternity leave, she alleged she was told 
she had only been taken on as temporary and that 
they didn’t think she would get pregnant. She was 
not given her job back. As part of the settlement 
terms, Kearney received £10,500 from her former 
employer, without admission of liability.

Kelly English worked for Biffa Waste Services Ltd 
for a decade as an operations manager. While 
on maternity leave she was made redundant. She 
believed that she was the only person made re-
dundant at that time. She alleged that she was not 
informed of suitable alternative employment and 
other employees who were also at risk of redun-
dancy were able to attend employment training 
events. As part of the settlement terms, Biffa Waste 
Services paid £20,000, without admission of liability, 
to English.

Emma Carson worked as a scientific officer in the 
Department of Agriculture, Environment and Ru-
ral Affairs (DAERA) from 2011; she was employed 
though an agency contract with Premiere People 
NI. The project she was working on prior to mater-
nity leave was due to end shortly, and she was not 
assigned another project. Instead, in May 2018, her 
contract was terminated. She believed that she had 
been unfairly treated and discriminated against as 
a result of taking maternity leave. Premiere Em-
ployment Group Ltd T/A Premiere People NI and 
DAERA paid £10,000 jointly, without admission of 
liability to Carson as part of the settlement terms 
of the case.

http://highpaycentre.org/pubs/new-report-pay-for-ceos-of-uks-biggest-companies-falls-by-13
http://highpaycentre.org/pubs/new-report-pay-for-ceos-of-uks-biggest-companies-falls-by-13
http://highpaycentre.org/files/CIPD_HPC_FTSE_100_executive_pay_report.pdf
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Mihiola Rea,a childcare assistant at Allstars Out of 
School Club, was dismissed from her job shortly 
after telling her employer she was pregnant. At the 
time of her dismissal she was on pregnancy-related 
sick leave. The dismissal letter informed her that her 
employment would cease at the end of her probation 
period. Rea believed that she had already complet-
ed her probationary period as she had worked there 
for more than six months. Rea received £7,500 from 
her former employer as part of the settlement terms 
of her case, which were agreed without admission 
of liability.

www.equalityni.org/Blog/Articles/August-2019/Pregnancy-and-maternity-discrimina-
tion-remains-an

The productivity 
puzzle and its cost
Increasing the wages of workers and giving them 
more time off to spend them is key to raising the 
UK’s productivity, according to research from the 
New Economics Foundation (NEF). 

Changing focus from the supply-side of the econ-
omy, NEF’s report, Time for demand, calls for a 
package of demand-side measures including the 
creation of a working-time commission to increase 
holiday entitlements for workers, and to give the 
Low Pay Commission a new mandate for further 
sustainable increases in minimum wages.

Weak demand can affect productivity through 
the behaviour of firms. Those that are confident 
in strong demand will invest now to increase ef-
ficiency tomorrow, raising their productivity and 
reaping the benefits over the longer term. But when 
demand is weak, firms reduce investment and rely 
instead on cheap labour that can be shed quickly if 
demand doesn’t improve. As a result, productivity 
stays lower for longer. 

The new findings, using data from the Office for 
National Statistics (ONS) and Office for Budget 
Responsibility (OBR), show that the evidence for 
the UK points to a lack of demand contributing 
to slow productivity growth. The evidence shows 
that since 2012, firms have increasingly relied 
upon cheap labour to deliver goods and services 
rather than investing in making their businesses 
more efficient for the long term. NEF’s analysis 
shows that the proportion (relative to all workers) 
of zero-hour contract employees, self-employed 
workers and one-person micro-companies has 
grown by two-fifths since before the financial cri-
sis. And the corresponding lack of investment by 

firms now explains at least 25% of the UK’s gap in 
productivity with the historical trend.

This report argues that, alongside continued sup-
ply-side interventions, such as in corporate govern-
ance, industrial strategy and finance, demand needs 
to be increased significantly over the short-to-me-
dium-term in order to restore productivity growth. 

NEF sets out a package of demand-side interven-
tions for government. Firstly, the National Mini-
mum Wage (NMW) should increase faster. From 
2020, NEF proposes that the Low Pay Commission 
is given a new mandate to recommend increas-
es in the National Living Wage (the higher rate 
NMW) so that rates reach a par with the UK’s av-
erage voluntary Living Wage by 2025. Increasing 
minimum wages are a particularly efficient way 
of boosting demand because workers on mini-
mum wages are far more likely to spend rather 
than save any increases in salary, compared with 
higher income individuals.

Secondly, NEF proposes that an external body be 
created, on a similar basis to the work currently 
done by the Low Pay Commission on minimum 
wages, to make independent recommendations to 
government on regular increases to annual statu-
tory leave entitlement. As long as pay is protected, 
the evidence shows that increased leisure time for 
workers can be expected to increase economy-wide 
demand, as well as life satisfaction.

A significant portion of public investment required 
to transform the economy to a zero-carbon future 
should now be frontloaded over the next five years, 
says NEF. This would boost demand and fast-track 
progress towards the UK’s targets for zero emissions. 

NEF analysis has shown that additional, annual 
public spending worth around 0.5% to 1.5% of GDP 
— around £15 billion to £32 billion in today’s terms — 
would be needed to meaningfully improve services 
and reverse austerity across education, health and 
care by the mid-2020s. NEF, therefore, proposes 
that government uses the next multi-year Spending 
Review to increase investment in public services to 
meet social need, address inequalities and boost 
productivity through higher government demand.

Finally, NEF proposes that the government creates 
a new “weekly national allowance” (WNA) — worth 
£2,500 a year for most adults, plus an increase in 
Child Benefit — by abolishing the personal allow-
ance of income tax. This proposal is cost neutral 
overall, but redistributes £8 billion a year from the 
richest 35% of families to the remaining 65%, with 
most of the gains concentrated on the poorest 

www.equalityni.org/Blog/Articles/August-2019/Pregnancy-and-maternity-discrimination-remains-an
www.equalityni.org/Blog/Articles/August-2019/Pregnancy-and-maternity-discrimination-remains-an
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10%. This major reform would significantly reduce 
inequality and increase economy-wide demand as 
the poorest families are more likely to spend rather 
save any increase to their incomes compared with 
richer families.

https://neweconomics.org/uploads/files/NEF_PRODUCTIVITY-2019.pdf

Tories should get a grip 
on pensions industry
The government should compel all pension 
schemes to show how they are providing value for 
money, as it is not convinced the industry can rise 
to the challenge itself, the House of Commons Work 
and Pensions Committee has demanded.

In a strongly worded statement, the committee 
said it was “unconvinced” that the industry would 
voluntarily rise to the challenge of providing clear, 
transparent information to pension schemes about 
the costs and charges of investments. 

Instead, it said regulators should be given the 
power to compel pension schemes to demonstrate 
a value for money measure, which could be com-
pared across the industry and which is accessible 
to the scheme members.

Committee chair Frank Field MP said: “Ripping 
off pension savers could be eliminated. The select 
committee is calling on the government to shine the 
searchlights into that part of the financial industry 
that has settled down to misinforming, mischarging, 
overcharging and making a fat living off the hard-
earned savings of pensioners. 

"Government and regulators should not wait for 
the industry to fail to act voluntarily as they have 
so many times in the past. It must put the full force 
of the law behind such changes.” 

The committee also made recommendations on 
the charge cap for defined contribution schemes, 
pension scams, the pension dashboard, tax relief 
and financial advice. 

On the charge cap it noted that while average 
charges lay between 0.38% and 0.54% depending 
on the scheme type, not all charges are covered 
by the cap. It called for a review of the charge 
cap, permitted charging structures and to revisit 
measures to proactively consolidate smaller pots.

A time a time when pension scams regularly hit the 
headlines, the committee highlighted the fact that 
the Financial Conduct Authority’s (FCA) dedicated 
scams team only consisted of approximately 10 
people out of 3,700 staff. The committee called for 
a review of whether this was sufficient. 

The committee said a non-commercial pensions 
dashboard will be a welcome, if overdue, additional 
tool to provide transparency to individuals and help 
them plan how they use their pension funds. It called 
for the government to publish a timetable, by the 
end of this year, for the rollout of a non-commercial 
pension's dashboard. 

It called on the government to urgently resolve the 
discrepancy between "net pay" and "relief at source" 
tax relief that, over a lifetime of pension saving, will 
make a significant difference to many people and a 
represent a significant proportion of their pension 
savings built up through automatic enrolment. 

In addition, the committee called on the FCA to 
introduce a 0.75% charge cap for the investment 
pathways, as well as a “robust monitoring pro-
gramme” for the effectiveness of the investment 
pathways, including value for money comparisons 
with other available products.

www.parliament.uk/business/committees/committees-a-z/commons-select/
work-and-pensions-committee/news-parliament-2017/pension-costs-transparency-re-
port-published-17-19/
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