
OUR ETHNICITY AND PAY GAP FIGURES (as of 5 April 2021)

UK ETHNICITY 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. 

We have a constant focus on how to improve our talent 
pipeline and better support Black, Asian and ethnic minority 
leaders.

MEAN VS MEDIAN
Mean and median are both ways of calculating average pay. 
The MEAN is calculated by adding the salaries of all Black, 

Asian and minority ethnic employees, divided by the number of 
those employees. The mean gender pay gap is the percentage 
difference between mean Black, Asian and minority ethnic pay 
and the mean pay of White employees. 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 Black, 

Asian or minority ethnic earner to the middle White earner. This 
measure minimises the impact of outliers. 

WHY ARE WE REPORTING THESE FIGURES NOW?  
Sony Music UK is attune to the ethnicity pay gap discussion and over the past year we 
have worked to improve our internal data so that we can better understand diversity and 
equality in our workforce. This is the first time we have reported our figures - it is not yet 
mandatory - and we commit to doing so annually in line with our Gender Pay Gap 
reporting.  

Due to the relatively small size of our UK workforce we have had to group Black, Asian and 
minority ethnic employees so that individuals cannot be identified. 

I confirm that the information and data reported is accurate.

Jason Iley Liz JefferyNicola Tuer
Chairman & CEO COO VP, Human Resources
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PAY BANDS BY ETHNICITY

UPPER QUARTILE

20.2% 77.4%
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22.5% 73%
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20.7% 75%

LOWER QUARTILE

37.1% 59.7%

HOW ARE WE CLOSING THE GAP? 

WHAT DOES THIS DATA TELL US?

WHERE WE ARE 

LOOKING FORWARD

Our Senior Management Team is 38% Non-White, we have a pipeline of talented entry-level 
employees and our internship cohort is 55% minority ethnic

-

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

-

We recognise that we are on a journey of developing our diversity, equality and inclusion expertise. 
In the past two years we have recruited senior positions dedicated to helping understand and 
remove obstacles to progression, starting with a DEI consultant and moving to a permanent 
Director of Diversity, Inclusion and Social Impact in the UK and a global Chief Diversity Officer at 
our parent company in the US

-

In 2020-21 all senior UK managers, and subsequently all employees, received inclusion 
training  

-

Our coaching offer includes bespoke programmes for senior Black, Asian and minority ethnic 
leaders to receive coaching from a trained professional of the same ethnicity

-
Last year’s rising stars talent programme cohort was 25% Black, Asian or ethnically diverse. Our 
most recent intake is 43% Non-White

-
Our diversity and inclusion network HUE (Helping Unite Everyone) regularly shares educational 
and cultural resources and hosts panel discussions and events focussed on the race and ethnicity
agenda, such as our talk with Baroness Doreen Lawrence in honour of Stephen Lawrence Day

-

We are developing a diverse pipeline of new industry leaders and will continue to offer bespoke 
development programmes for ethnic minority execs who show senior leadership potential, whether 
executive education, mentoring or coaching schemes 

-

The intake for our new A&R Academy is 100% Black, Asian or minority ethnic. This is a 
programme that mentors young people through the A&R process, from scouting to signing acts, 
which will help further diversify important parts of the industry 

-

We have 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

-
We continue to review our policies to ensure that they are modern and progressive -
Our new reciprocal mentoring site is open to all, with a particular focus on helping young execs 
develop their skillsets with better access to senior leaders across the company

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

-

LOOKING FORWARD 

Our award-winning Positive Influence mentoring scheme continues into its fourth year with 
mentors available from across Sony, dedicated to helping improve access to our industry for 
young people from underserved communities 

-

Sony Music’s UK Social Justice Fund has already committed more than $1 million to grassroots and 
nationwide organisations fighting racial injustice in the UK, whether involved in either of our central 
pillars - education and skills, civic engagement or criminal justice reform. 2022 will see a significant 
extension of that commitment so far 

-

Calculating the ethnicity pay gap relies on the  data a company holds, in terms of who and how 
many employees have chosen to disclose their ethnic heritage which is not a mandatory 
requirement.  

On our current data at Sony Music UK, Black, Asian and minority ethnic, permanent employees 
comprise 24% of our workforce. Within this figure, we have more Non-White staff at the junior 
end of the company (37%) while at the middle management and senior level the composition is 
20-22% minority ethnic. Our senior management team is 38% Non-White. 

We have diversity in the senior management of the majority of our record labels, although we 
recognise that our data is still showing a pay gap between White and Non-White employees. As a 
proportion, more of our Non-White staff receive a bonus than White staff, but there is a 
discrepancy on the average size of that bonus because as people become more senior their 
bonus percentage target becomes proportionately larger. 

The reason there is a gap in terms of who receives a bonus (for both Non-White and White 
employees) is due to the timing of when people were hired during the year and whether or not 
they were bonus eligible at the snapshot date of April 2021 and this has impacted both the mean 
and median bonus gaps. 

We are committed to supporting equal opportunities and implementing progressive policies so 
that in the longer term we are as diverse and inclusive an organisation as possible. 

ETHNICITY PAY GAP VS EQUAL PAY
Equal pay is the legal obligation to pay people the same 
amount for doing the same job. The ethnicity pay gap is 

the difference between  Black, Asian and minority ethnic 
employees and White employees average pay. It’s more 
complex as it’s affected by the ethnicity mix in different 

jobs, seniorities, and in full and part-time roles. 
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