2020 Gender Pay Gap Report
ING in the UK
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Committed to a diverse and
inclusive workplace
Diversity is a fundamental part of the ING culture and in
order to stay a step ahead, it is essential that our teams
comprise of a healthy mix of contrasting perspectives
and backgrounds. These diverse teams enable greater
creativity, inventive thinking and the ability to adapt to
the changing environment. At ING we value inclusion
and encourage colleagues to bring their whole self to
work. Gender balance is one of the key components
of this and ING continues to be recognised in the
Bloomberg Financial Services Gender Equality Index
(BFGEI). As part of our commitment to a diverse and
inclusive organisation, ING is also a signatory to the
United Nations’ Global Compact Women Empowerment
Principles and has been recognised by the Financial
Times as a diversity leader and one of Europe’s most
inclusive companies.
Within the UK specifically, we continue to be focused
on supporting and building the pipeline of female talent
with the recent introduction of our Female Mentoring
Circles. This initiative brings together a diverse group
of female colleagues from a range of professional
backgrounds to share experiences, challenges and
positive counsel within a circle of trust.
Since the coronavirus measures came into effect
in March 2020, we have been developing a working
model that aims to meet the new needs of our clients,
employees and regulators. The well-being of our
employees is at the heart of our working model and we
continue to be committed to key initiatives including:
•

Hybrid Working: Our new ways of working enable us
to have greater flexibility at the team and individual
level and also greater work-life balance for our
employees

•

Family friendly initiatives: We continue to provide
family leave coaching for parents-to-be and their
line managers and have further improved our
childcare and adult care benefits. Our membership
with the CityParents Network has provided
significant support and advice to employees in
balancing work and family matters

•

Recruitment and promotion: We have endeavoured
to create diverse candidate slates and panels for
our job vacancies as well as internal promotions.
One of our Wholesale Banking KPIs is focused
on increasing the proportion of women in senior
leadership positions across the organisation and we
will continue to focus on this in the UK and strive to
achieve year on year improvements.

•

Training and events: This includes career coaching
for nominated women, mentoring, panel
discussions, and lunch and learn sessions.

The successes of our various initiatives are not always
easy to measure as success means different things to
different individuals and includes promotions, good
work-life balance, developmental opportunities or
higher financial reward. We are committed to listening
to our people and tailoring our policies and procedures
to strengthen our ability to attract, retain and develop
our talent.
Comparing our statutory figures with last year, our
median gender pay gap has narrowed by 1.9% from
45.6% to 43.7% and our mean gender pay gap on
hourly pay has increased slightly by 2.8 percentage
points. There was also a small increase in the proportion
of women receiving a bonus from 83.6% to 86.5%.
We recognise that the pace of progress is not as fast as
we would like but we nevertheless remain dedicated to
fostering a collaborative working environment where
people are able to overcome barriers to success. These
different perspectives help us grow and compete,
innovate for our customers while
managing risk, thereby ensuring
that ING continues to be a global
employer of choice.
Anjali Tull
Head of Human Resources
UK and Middle East and
Wholesale Banking EMEA
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Corporate title pay gap gives a
clearer view
As pay is typically linked to corporate title, our gender
pay gap is partly driven by the larger numbers of men
than women in senior roles (particularly at Director and
Managing Director level).
To get a clearer view we have analysed year-on-year
changes to the pay gap by corporate titles in both the
front office and the support & control functions. The
front office encompasses Financial Markets, Strategic
Products, Sectors and Lending, while support & control
functions include IT, Risk, Finance, HR, Legal or the
COO domain.

On base salary, the mean gender pay gap for support
& control functions indicates a year-on-year decrease
or no change at all corporate titles except Manager.
Correspondingly the front office reflects a year on year
decrease or no change at all levels expect Director/
Managing Director where there is a marginal increase in
the mean gender pay gap.
Overall the median pay gap on base salary has
marginally increased across both the front office and
support & control functions at all corporate titles except
front office Associates and VPs where the gap has
decreased.

2020 Breakdown of Corporate Title by gender

Director/Managing Director
Vice President

Associate/Manager

Staﬀ
Women
Note: 20 staff per icon
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Diversity & Inclusion
Orange Code

ING’s Global Code of Conduct

The Orange Code is a manifesto that describes our way
of working, it is comprised of the ING Values and the ING
Behaviours:

The ING Global Code of Conduct builds on the values
and behaviours in our Orange Code and links them to
our policies, minimum standards and guidelines. It sets
out the ten principles for conduct we expect from our
employees in their everyday activities. This includes
the principle that every ING employee is entitled to a
safe working environment. Fostering a safe working
environment enhances employee engagement,
improves wellbeing and creates a strong performance
culture. ING does not tolerate discrimination,
harassment, bullying, sexual or other forms of
intimidation, aggression and violence.

ING Values – the non-negotiable promises we make to
the world. The principles we stick to, no matter what.
•

We are honest

•

We are prudent

•

We are responsible

ING Behaviours – our way of being that makes us
different from the rest. The commitments we make to
each other and the standards by which we will measure
each other’s performance.
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•

You take it on and make it happen

•

You help others to be successful

•

You are always a step ahead

ING’s Diversity & Inclusion approach
As our business grows, our customers are becoming
increasingly diverse. Giving them an unbeatable
experience is central to our Think Forward strategy. To
better understand our customers we need a workforce
that’s as diverse as they are. At the same time, we
want to make sure everyone working here feels
included and accepted for who they are, no matter
what their background. This is the focus of our diversity
and inclusion approach and is outlined in our global
Diversity Manifesto.

The 70% principle
We continued to work with the countries and business
lines to refine and implement their plans to work
towards the 70% principle, which gives managers a
basis for building mixed teams around appropriate
dimensions of diversity. It strives for a 30% difference

in team make-up. Managers choose their focus
while keeping in mind our global priorities – gender,
nationality and age group.

Employee networks
ING has more than 20 employee networks globally
that help us advance our diversity and inclusion efforts.
These networks bring together like-minded people
within ING who want to make a difference. They include
networks promoting cultural diversity, for example,
LGBT+ employees, women, and for employees with a
disability.
Additional initiatives to improve diversity at ING include:
•

Appointing dedicated diversity and inclusion
ambassadors in the countries and business units

•

More diversity in succession planning

•

Improving the leadership appointment process.

6

Focus on career support and
development programmes
Hybrid Working

RING UK Network

Our Hybrid Mode implementation in
the UK looks ahead at exploring new
ways in which we might work after
the coronavirus measures are no longer required.
We want to harness the best of what we’ve
learned while working remotely and maximise the
opportunities of a hybrid working model of home
and office-based work, while continuing to meet
the needs of our clients.

RING UK is an internal ING network open
to all but primarily targets employees
at VP level and below. RING UK creates
a platform for less experienced
colleagues to meet senior leaders to share ideas
and use each other as a sounding board. The
aim is to aid career development and assist less
experienced colleagues in growing their networks
across ING.

Vice President, Daniel Bennett, Future of Work
Project Manager said: “We recognise there is a not
a single, ‘one size fits all’ solution for our teams, so
we have begun by agreeing an overall direction for
hybrid working for the branch, with teams being
asked to adapt and implement the model in a way
that works for them. We have a real opportunity
to work smarter and create a better and more
sustainable way of working in the future.”

Holly Fitch, Diversified Corporates and RING UK
Board member said “Our aim is to empower
employees through networking and knowledge
sharing and while this has been challenging
through the pandemic, we have enjoyed keeping
our colleagues connected through our #RINGING5KCHALLENGE, #RecipesWithRING and Economic
Updates. We have also created a platform for RING
members to meet new and interesting people,
develop their understanding of the bank and grow
their networks across ING.”

Cityparents
Cityparents is an award-winning organisation
supporting working parents and provides expert-led
resources, information and advice to individuals
and businesses across a range of topics including
career progression, work/life balance, wellbeing at
work, inclusion, and creating flexible and inclusive
workplaces.
Manager, Clara Harrow, Art and Archive said
“The Cityparents Network is a rich resource of
parenting knowledge and expertise. I really value
the blend of advice from parents going through
similar experiences and also the expert parenting
and career advice provided through their events
programme.”
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Promotions
The ING UK promotion process was
enhanced and made more transparent
and robust last year complemented by
awareness raising information sessions for all staff.
We take a transparent and consistent approach to
our promotion process that is focused on inclusion.
We further ensured that 50% of the panel on all VP
and Director promotion panels were senior female
leaders.
Director, Sarah Hardisty and member of the UK
Management Team said: Consistency and fairness
are key aims of the UK Promotion process, and
as a panel member I worked with colleagues to
ensure there was robust challenge in place to
achieve this. Diversity on the panel enables us to
have a broader objective view of candidates and to
ensure inclusivity.
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Bright Horizons
Bright Horizons Family
Solutions Back-Up Care
Programme is the UK’s leading childcare provider
with a portfolio of over 300 nurseries and a 30
year history. Many families have entrusted Bright
Horizons to provide children with naturally inspiring,
exceptional care and education for early years. In
addition to emergency back-up childcare, they also
provide adult and elder dependent care allowing
support during a lapse or breakdown in normal care
arrangements.
Manager, Marija Sapkauskaite, Integrated
Compliance Officer said “The Bright Horizons Backup Childcare helped me in organising my return to
work during an unsettling year. Twenty days’ free
childcare meant that I had time to settle back into
work and not have to commit to childcare contracts
or arrangements until I was ready. Returning during
the pandemic meant that I couldn’t rely on family
assistance, and this was originally very stressful, but
the range of nurseries I could choose from via this
benefit were of very good quality and the process
was super easy.”

Women in Banking &
Finance (WIBF)
Women in Banking
and Finance Limited (WIBF) is a not-for-profit
membership network that has championed women
in financial services for over 40 years. Their vision
is a financial services sector which offers women
equal opportunities as employees, customers,
and entrepreneurs to reach their full potential and
to contribute to building better businesses and
places to work for all. The WIBF offers mentoring
and networking opportunities to help our female
employees in building their external network and
developing their careers
Director, Martha McKenzie-Minifie, Head of
Communications and Brand Experience EMEA
and Member of WIBF said: “I’ve been a Women in
Banking and Finance member for almost 10 years,
taking advantage of ING’s arrangement to pay for
membership for colleagues who want it. Over the
years I have used different parts of the offering,
developing my skills, being a mentor, participating
in workshops and building my professional network
with members who work in many roles and firms.
Importantly, I’ve also made friends that I will have
for life!”

Female Mentoring Circle
The Female Mentoring Circle brings
together a diverse group of female leaders
and employees to share experiences, dilemmas,
challenges and positive outcomes in a circle of trust
that often results in shared solutions and different
perspectives that are expressed in a thoughtful
learning environment.
Managing Director, Kim Bailes, Global Head of Loan
Sales and Female Mentoring Circle Mentor said:
“As a mentor on the Female Mentoring Circle we
ensure that all voices, views and ideas are inclusive.
Listening is an important part of this interaction
and brings its own learning experience for the
mentor.”
Director, Francesca Mosca, Diversified Corporates
and Mentee said: “Our Female Mentoring Circle is
a safe platform to openly discuss our experiences
where any topic goes, from career advancement,
to workload and appraisals. A support network to
build each other up and enhance our resilience as
we share similar challenges and ambitions. I am
sure this experience will help me become a better
leader and in the shorter term it has given me the
confidence to take up a mentoring role myself.”

Diversity & Inclusion Forum UK
The Diversity and Inclusion (D&I)
Forum UK is a group focusing on
improving diversity-related policies and
professional development opportunities at ING in
the UK. The forum was established in 2012. The
D&I also focuses on celebrating the diversity of our
colleagues and strives to make sure everyone feels
represented, included and valued.
Manager, Hollie Barry, Credit Risk Management
and Chair of Diversity & Inclusion Forum UK said:
“Diversity and Inclusion is part of ING’s DNA and
essential for delivering on our strategy. In the UK,
it’s D&I Forum is a voluntary group comprised of a
diverse range of colleagues from across different
teams, experience levels and diversity dimensions.
During 2020, we saw an increased focus on Mental
Health and Social Mobility. The D&I Forum UK
continues to grow from strength to strength as we
encourage our colleagues to bring their whole and
true self to work.”
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Statutory reporting 2020
Proportion of men and women in each quartile band
Men

Women

Upper

88.64%

11.36%

Upper middle

72.73%

27.27%

Lower middle

68.18%

31.82%

Lower

39.77%

60.23%

Median

Mean

Gender pay gap

43.68%

41.55%

Gender bonus pay gap

63.34%

59.04%

ING UK overall gender pay gap

Declaration
I confirm that ING UK’s gender pay gap calculations are accurate and meet the requirements of the Regulations. The
calculations and data contained in this report have been fully validated and abides by the methodology provided in The
Equality Act 2010 (Gender Pay Gap information) Regulation 2017.

Malgorzata Kolakowska
CEO, UK and Middle East, ING Bank
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Percentage of men who received bonus pay

10.32%
Percentage of men who received
bonus pay
Percentage of men who did not
receive bonus pay
89.68%

Percentage of women who received bonus pay

13.5%
Percentage of women who received
bonus pay
Percentage of women who did not
receive bonus pay
86.5%
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