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UK GENDER PAY GAP 2021
We believe creativity is a product of diversity, of bringing together the best 
talent, giving everyone opportunities to thrive and rewarding each person’s 
contribution fairly. 

Pay gap reporting drives organisations to be accountable for making 
change, and we welcome this. We are committed to working towards a 
better mix and a fairer industry. 

GENDER PAY GAP VS EQUAL PAY
Equal pay is the legal obligation to pay people the same 

amount for doing the same job. The gender pay gap is the 
difference between women’s and men’s average pay. It’s more 

complex as it’s affected by the gender mix in different jobs, 
seniorities, and in full and part-time roles. 

WHAT DOES THIS DATA TELL US?
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*The median pay gap is the best indicator according to the 
Office for National Statistics
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At Sony Music we have a constant focus on how to improve our talent pipeline and better 
support female leaders. We have instigated a number of important policies and initiatives this 
year, and have continued to appoint women to senior roles, although we still have more senior 
men than women, and this year’s figures reflect this. 

We have almost exactly the same number of women and men in the company overall, but due to 
some employee movement in the past year our pay gap has increased. With a relatively small UK 
workforce the effect of a handful of joiners/leavers/promotions can cause our numbers to 
fluctuate more significantly than in a larger organisation, and this is what we see this year.

The proportion of women receiving a bonus has increased significantly (from 65% to 81%) and 
the existing bonus gap is partly because more women than men were hired during the year and 
are not yet bonus eligible. 

We are committed to supporting equal opportunities and implementing progressive policies so 
that in the longer term we are levelling the playing field for women, for example with our Equal 
Parental Leave policy that enables any employee to take up to 52 weeks of parental leave and 
share caring responsibilities, not just women.

This report does not include data on our non-binary employees who we remain committed to 
supporting in terms of their development and growth within the company.

HOW ARE WE CLOSING THE GAP?

LOOKING BACK

LOOKING FORWARD

Our main progress was recruiting more women than ever into entry-level roles (from 56% 
to 66%) so we now have a stronger female development pipeline than ever

-
We recruited key senior appointments dedicated to helping understand and remove obstacles to 
progression, including a dedicated DEI consultant, and later a permanent Director of Diversity, 
Inclusion and Social impact, both women

-

We launched a revamped performance programme to add more structure and direction to career 
conversations

-
We developed our coaching offer with bespoke programmes for senior women to help them 
reach the next level in their careers and made several senior female appointments 

-
A care package and flexible working hours were in place for all employees who needed help with 
childcare or other caring responsibilities during the periods of lockdown/home-schooling

-
The Sony Music UK executive board is 50% female and last year the third cohort of our rising 
stars programme was 50% female too

-

We have introduced several important policies to enable long term change in our company. 
We now offer Equal Parental Leave, whereby any employee can take up to 52 weeks off for care 
of a newborn, not just women 

-

Policies on menopause, pregnancy loss and domestic abuse have also been introduced so that 
issues which disproportionately affect women are acknowledged and addressed in terms of 
employee rights

-

We recruited an in-house Director of Employee & Artist Wellbeing, to share best practice through 
the company on how best to proactively protect and promote wellness-
The intake for our new A&R Academy is 80% female, on a programme that mentors young people 
through the A&R process, from scouting to signing acts, which will help diversify important parts 
of the industry that remain male-dominated

-

Our new reciprocal mentoring site is open to all, with a particular focus on helping women develop 
their skillsets with better access to senior leaders across the company

-
A new women’s network SWIM – Sony Women In Music – champions female issues in the 
workplace, including female/family-friendly facilities in our new premises

-
All senior managers have undertaken enhanced training on how to manage career conversations, 
building off recommendations from our global employee survey

-
Key industry education programmes for staff continue to be offered in a hybrid way to ensure 
maximum inclusivity for those working remotely or flexibly

-

MEAN VS MEDIAN
Mean and median are both ways of calculating average pay. 

The MEAN is calculated by adding the wages of all employees, 
divided by the number of employees. The mean gender pay 

gap is the difference between mean male pay and mean 
female pay. It shows the impact of outliers, for example a few, 

highly paid people. 

The MEDIAN is the middle figure in the sequence of salaries 
from smallest to largest. This compares the middle male 
earner to the middle female earner and so minimises the 

impact of outliers. 
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In 2021, the Strawberries & Creem festival, supported by Sony Music UK, was the first event to 
sign and pilot UN Women UK’s “Safe Spaces” pledge to improve safety for women, girls and 
marginalised genders at music events, and this work continues

-




