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CMC is committed to reducing its gender pay gap by promoting fairness, equality and inclusion. 

The gender pay gap measures the difference between men and women’s average earnings and is expressed as a percentage of 
men’s pay. According to the Office of National Statistics, the overall UK gender pay gap is currently 18.1%. 

The causes of a gender pay gap can be a complex and shifting mix of factors, but by monitoring the pay gap between men and 
women we can better understand the gap and so target appropriate actions to reduce it. The UK government has introduced a 
requirement on all employers to publish their gender pay gap by April 2018. The new rules require employers to identify 
differences in average earnings between men and women across the entire workforce regardless of job role. The calculations below 
align to these new requirements and relate to our pay data as at April 2017 (and where indicated the period leading up to that). 

Pay 

Mean and median pay 

Mean Median 

Hourly fixed pay 22.6% 20.8% 

The table above shows the overall mean and median gender pay gap based on hourly rates of pay as at the snapshot date (i.e. 5 
April 2017). 

The pay gap is just above the UK national average but well below the Financial Services sector. The two main reasons behind the 
gap at CMC and in the Financial Sector are  attributed: 

• To  the lower representation of women in more senior positions, as the Company ensures that people are paid fairly for
the role that they are undertaking;

• To the fact that it difficult to attract women in more technical roles which generally drive higher compensation.
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Pay quartiles 

The lower representation of women in more senior positions is demonstrated in the chart below, which ranks all CMC employees 
from lowest to highest and then divides it into four equally sized groups each containing 74 or 75 employees, with the first 
group (Upper Quartile) as the highest paid group. The chart shows the percentage of men and women in each group. 

Women Men 

88% 

12% 

Upper Quartile 

Women Men 

84% 

Upper Middle Quartile 

16% 

Women Men 

81% 

19% 

Lower Middle Quartile 

Women Men 

65% 

35% 

Lower Quartile 
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Bonus pay 

Every employee is eligible to contribute to CMC‘s success and discretionary bonuses are awarded fairly, based on company 
performance and individual performance. 

The table below captures the mean and median difference between the bonus paid to men and women at CMC in the year up to 5 
April 2017. This covers all bonus payments, which have been received during that time, and also includes certain amounts received 
in connection with share awards from the admission of the Company to the London Stock Exchange in 2016. 

Mean Median 

Bonus pay gap 72% 41% 

The Company recognise that the bonus pay gap identified above is high. The Company ensures that bonus awards are fair and 
appropriate, and they are not connected to gender. The key reasons for the differential are: 

1. There are far more men than women in senior roles, and they are eligible for, and receive, higher bonuses. This leads to the
bonus pay gap.

2. As explained above, these figures include amounts received in connection with shares awarded as part of the Company's
admission process. Far more men than women received these awards, as a result of more men than women being in senior
roles. This has exaggerated the bonus pay gap.

3. The Company has more men in sales and trading roles, which typically attract higher bonus opportunities.

In addition, the charts below shows the proportion of men and women awarded a bonus for the 2015/2016 financial year. 
The discrepancy can be explained by the fact that there were proportionally more female new joiners who were not eligible 
for a bonus. 

Did not receive a bonus (%) Did receive a bonus (%) 

80% 76% 

20% 24% 

Men Women 
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Taking action 

CMC Markets remains a place open to all candidates regardless of race, ethnicity, gender, age, disability, religion or belief, sexual 
orientation, marital status, gender reassignment and maternity. The Company recognises that there is still a considerable journey 
to reduce the gender pay gap across the business and as a result, has embarked on a programme to improve gender balance in the 
future. 

The Company understands that to reduce the current pay gap, it needs to increase the representation of women in senior positions, 
and CMC is aiming to achieve this increase through taking certain actions going forward. 

To galvanise change, the Company has decided to focus on the following areas that will engage and develop our key talents. 

Recruitment 

• The Company has committed to increase gender diversity, starting with targeting the hiring and promotion of women at
more senior levels where it is appropriate to do so.

• Further to this, the Company has recently appointed two female non–executive directors, resulting in women now
accounting for 28.6% of the Board. Equally, our most recent promotion of the best candidate to the Executive
Committee team, the most senior team under Board level, was also a woman.

• It is important to have a pool of the best candidates from all backgrounds at all levels to apply for vacant roles:

• To eliminate bias in all aspects and support inclusion, the Company is conducting a programme of ‘Unconscious Bias’
training for all employees at all levels, which should help each employee to identify aspects that forge their decision.

• The Company will ensure that all adverts and job descriptions are gender neutral.

• The Company recognises that it is difficult to recruit women in some areas of the business like Technology or
Trading. While recruitment will continue to be based on skills, experience, capability and fit for the role, wherever
possible and appropriate, the business now targets an increase in the shortlist of female candidates for all
management and professional positions.

Development 

• The Company has set up a Diversity & Inclusion group under the leadership of two executives: Oliver Basi, General
Counsel and Dave Worsfold, Group Head of Operations. The Company has embarked on a journey which includes the
following initiative:

• CMC partnership with Everywoman, the world's largest network for women in business, provides an important
learning and development platform available to all women in the business.

Flexibil ity 

• The Company will look at flexible working to meet the needs of colleagues and customers.

• The Company will improve the process for the return of those who have been on maternity or paternity leave.
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