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COMMITTED TO EQUALITY, DIVERSITY AND INCLUSION

The Trusted Adviser of  Choice
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At Succession we are committed to equality, 
diversity and inclusion. During 2019 we continued 
to invest in our People agenda and implemented 
a programme to further develop our Vision and 
Values, building on the existing brand messaging 
of Trust, Value & Continuity that brings to life  
the trust we want our clients to place in us and  
the trust we place in each other.

Our Commitment

To be the ‘Trusted Adviser of Choice’ we follow the below behaviours:

—  Act with integrity – we always do the right thing

—  Show respect – to our clients and to each other

—  Collaborate – to drive positive outcomes

—  Deliver value – through our client experience
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The clarity of  our vision and its 
purposeful execution enabled us to 
make some great progress in 2018 and 
2019 which included some significant 
initiatives:

Our Client Values 
We have continued to embed our Group Values 
which run throughout our organisation and in all 
employee processes, client interactions, and our 
future strategic decisions. 

We support this behaviour through our annual 
Appraisal process which links individual objectives 
to the core of Succession, and we believe that we 
are building an organisation foundation that is:

Our Vision

Client focused 
Our actions will always be for the  
benefit and in support of our clients

Long-term and sustainable 
We will create sustainable teams and 
services that secure long-term financial 
security for our clients

Integrity
Our work and decisions will always  
be conducted with utmost integrity

Efficient 
We will continuously evolve what  
we do and how we do it to ensure  
we are meeting client expectations

Nimble 
Our thinking, process and leadership 
will be nimble and effective

Teamwork 
Our company will be founded on the 
principle of helping each other to win

C

L

I

E

N

T



Page 4 of 9
Gender Pay Gap Report 
2019

Recruitment And Talent Management
Our Recruitment and Talent Management 
processes ensure equality of opportunity and 
reflect our CLIENT values. Doing so, makes 
certain those colleagues that we recruit and 
promote are best placed to deliver our strategy. 
Our new Talent Management process also 
helps the Executive Team and Senior Leaders 
across the business identify diverse talent with 
potential and to put in place a development 
and career plan.

Enhancing Female Senior Leadership
In 2018 we communicated that 49% of our 
Senior Leadership Team were female and 
that we were committed to maintaining and 
where possible increasing this. Over the course 
of 2019 we are pleased to confirm that we 
have continued to maintain this at 49%. This 
importantly includes female representation on 
both our Executive Team and main Board.

Learning And Development
We are committed to knowledge building and 
sharing, shown by:

—  1,830 individual development interventions 

—  4 Academies with 1,473 attendees

—  Launch of first Graduate and internal fast 
track programme with 23 participants

Enhanced Benefits Programme
Over the previous 24 months we have taken 
steps to improve our Employment Proposition 
in order to bring flexibility and increase our 
employee’s work/life balance. 

The new initiatives have included:

—  Enhanced Employer Pension contributions 
(beyond Statutory) to 4% 

—  Enhanced service related Holiday 
entitlement to 35 days including Bank 
Holidays (33 upon starting)

—  Enhanced Maternity and Paternity Pay

—  Introduction of our Employee Assistance 
Programme 

—  Introduction of the Wellbeing Ambassador 
Programme to promote and implement 
wellbeing initiatives within each Hub

—  Cycle to Work Scheme

—  Additional 3 days off at Christmas for 
colleagues to spend time with their family 
and friends

—  Enhanced flexible working initiatives 
which 171 (35%) of employees utilise

Our Vision continued

49%
Female members of our Senior 
Leadership Team

4%
Enhanced Employer Pension 
contributions (beyond Statutory)

35
Enhanced holiday entitlement 
including Bank Holidays

3
 Additional days off at Christmas

New initiatives 
at a glance
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Our Results 2019

Gender Pay And Bonus Gaps
Succession’s Gender Pay Gap between men and 
women, at 5th April 2019 is 21.3% Median 
and 35.7% Mean. This is a 3.4% improvement 
on the previous years Mean, and a 1.3% 
widening on the previous years Median.

For Bonus payments, the results show that 
women are bonused 68.7% Median, and 84.7% 
Mean less than men. This is a 1.2% widening 
on the previous years Median and an 8.6% 
widening of the previous years Mean.

Looking ahead, we can already see that as 
a result of changes made within 2019 that 
as at 31/12/2019, our Median hourly pay is 
tracking to 19% and our Mean hourly pay 
towards 30%.

Proportion Of Colleagues  
Awarded A Bonus As At  
April 2019
25.8% of men received a bonus and 19.8% 
of women received a bonus in 2018/19 
in comparison to 23.7% of men who 
received a bonus and 13.7% of women who 
received a bonus in 2017/18. This is a 6.2% 
improvement for women on 2018.

Difference Between Men and Women 2019 Report (05/04/2019)

 Median Median Variance Mean Mean Variance
 2018 2019 on 2018 2018 2019 on 2018

Hourly Pay 20% 21.3% 1.3% 39.1% 35.7% -3.4%

Bonus Pay 67.5% 68.7% 1.2% 76.1% 84.7% 8.6%

Bonuses awarded to April 2019

47 34
Did not receive a 
bonus (number of 
relevant colleagues)

Received a bonus 
(number of relevant 
colleagues)

Men 25.8% Women 19.8%

151 215
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Our Results 2019 continued

Pay Quartiles
The gender split in each of the 4 pay quartiles 
is detailed in the following pie charts.  Each 
quartile represents 111 colleagues. 

Succession Group’s Gender Pay Gap between 
men and women is greater at the upper quartile 
and much lower within quartiles 2–4. 

Lowest
2019 0% pay gap
2018 -1.9% pay gap

Upper Middle
2019 5% pay gap
2018 1.8% pay gap

Lower Middle
2019 1.7% pay gap
2018 3.4% pay gap

Upper
2019 26.6% pay gap
2018 34.2% pay gap

35.7%

42.9%

64.0%

27.7%

64.3%

57.1%

36.0%

72.3%

Women

Men
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Our Results 2019 continued

Key Insights
—  Succession Group’s Gender Pay Gap Mean 

has continued to improve during 2019 by 
an average of 3.4%.

—  Succession’s Median Pay Gap of 21.3% 
continues to be better than the Financial 
Services Median Pay Gap of 35%*.

—  Our Gender Pay Gap continues to be as a 
result of less women being employed at  
the most senior levels.

—  However, we have seen a significant 
improvement in our Upper Quartile Pay 
Gap as a result of more females being 
employed in more Senior roles during 2019.

—  There are more women than men that 
work for Succession but in roles that 
attract a lower salary.

—  The Gender Pay Gap is not driven by 
unequal pay. Our Recruitment process 
continues to ensure we offer equal pay 
for equal work regardless of gender or 
background.

3.4%
Average Median Pay Gap 
improvement during 2019

21.3%
Median Pay Gap

 +
Succession employs more 
women than men

 =
We offer equal pay for equal 
work regardless of gender  
or background

At a glance

*PWC Report: Gender Pay Gap Reporting June, 2018

http://www.pwc.co.uk/services/human-resource-services/gender-pay/spotlight-on-banking.html
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The Future

What Are We Doing To Reduce  
Our Gender Pay Gap?
Succession has made a significant 
improvement in its gender pay gap for both 
pay and bonus pay since 2017. Whilst there 
is not an equal pay issue, it is recognised that 
there is still work to be done, particularly at 
the more senior levels.

Succession remain below the Financial 
Services Gender Pay Gap Median of 35%*.

Our Commitment
—  Executive member, Simon Charles – 

Group HR Director, will continue to be 
responsible and accountable for gender 
diversity and inclusion.

—  At the end of 2019, 49% of our Senior 
Leadership Team were female and we will 
continue to focus on maintaining and 
wherever possible improving this.

—  Our Talent Management process will 
identify and nurture a pipeline of women. 
We will continue to gain insight on our 
gender diversity through our annual 
Engagement Survey.

*PWC Report: Gender Pay Gap Reporting June, 2018

http://www.pwc.co.uk/services/human-resource-services/gender-pay/spotlight-on-banking.html
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Declaration

We confirm that our data is accurate and have 
been calculated according to the requirements 
of The Equality Act 2019 (Gender Pay Gap 
Information) Regulations 2017.

Signed

James Stevenson
Chief  Executive Officer

Simon Charles 
Group HR Director

Wadham Downing
Chief  Operating Officer


