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easyJet’s position 
 
easyJet supports the Government’s ambition to close the gender pay gap. 
 
There has already been real and welcome progress in increasing the number of female non-
executive plc FTSE100 board members as a result of the Davies Review. 
 
The UK must now make further progress to ensure that women are rewarded equally for their work.  
 
We agree that greater transparency would encourage organisations to give more focus to gender 
pay and help to close the gender pay gap. 
 
To be meaningful the pay gap comparisons need to be between like for like jobs. Otherwise the 
statistics, which should be a useful guide for companies and employees, risk becoming distorted and 
losing their value. 
 
Gender representation at easyJet 
 
At easyJet, we have worked hard to create an environment where women have the opportunity to 
build careers throughout the organisation.   
 
In part, the progress we have made has been driven by an improvement in our overall approach to 
attracting, retaining, developing and inspiring the right people. We believe in developing the talent 
of all our people and preparing for succession. 
 
We try to actively encourage and support women as they progress through easyJet.  We try to make 
it easier for people to have flexible working including part-time working, working from home and job 
sharing. 
  
In the last five years we have made real progress within the company’s management.  Currently 
around 30% of positions in easyJet's middle and senior management positions are held by women, 
45% of easyJet's management board are women and 20% of easyJet s plc  oar  is  emale   
 
There's still much more to be done but we are heading in the right direction 
 
easyJet’s overall work orce is pre ominantly ma e up o  two communities: pilots an  cabin crew 
who respectively make up around 25% and 55% (80% collectively) of our employees across the 
company. 
 
As is common across the airline industry, easyJet pilots are predominantly male (around 94%) and 
cabin crew are predominantly female (around 70%). We are continuing to address these gender 
imbalances, in particular the proportion of female pilots. 
 
We are focussing on how we can increase easyJet’s recruitment, retention an   evelopment o  
female pilots, so that more women are part of our flight crews and pilot management teams. The 



proportion of our pilot cadets and first officers who are female is already higher than the current 
proportion for our captains. We also want to do more to retain and develop the female pilots we 
recruit, by providing a career which is attractive to women. This will also help create a larger pool of 
female pilots to become training captains and pilot managers at our bases, becoming part of the 
leadership in our pilot community and within easyJet. 
 
Gender pay reporting proposals 
Relating to Question 5 of the consultation document. 
 
We believe that for gender pay reporting to be meaningful and have value it must be based on like 
for like jobs. 
 
We agree with the statement in the consultation document that an overall gender pay gap 
 igure woul  “not o  er the level o  granularity require  to explain pay  i  erences within an 
organisation”  We also agree that gen er pay gap in ormation by gra e or job type “can help expose 
discriminatory pay practices because it enables greater like-for-like comparison”  
 
As an illustration o  this we are provi ing broa   igures  or easyJet’s current gen er pay amongst its 
UK employees. 
 

Role type Female workforce Male workforce Female pay as a 
proportion of male pay 

Cabin crew 70% 30% 100% 

Pilots 6% 94% 91% 

Management & 
administration 

40% 60% 80% 

All employees 46% 54% 38% 

 
This shows that there is complete parity in our cabin crew community and close parity in our pilot 
community, reflecting that the pay for these roles is clearly defined and based on the specific 
responsibilities. Pay within the pilot community is affected by a higher proportion of male pilots 
being in more senior and higher paid roles (captains and pilot management) and a higher proportion 
of female pilots working part time. For example, if the above figures are broken down further by 
pilot rank (captain and first officer) there is further gender pay parity. 
 
The  igure within easyJet’s management an  a ministration community is in line with the  igure  or 
all UK employees, which the consultation document notes is around 80% of male average pay. We 
are working to understand the factors behind this figure and the how this gender gap can be 
addressed. 
 
The figure for all easyJet employees, at 38%, reflects that easyJet has a large community of 
predominantly female employees: its cabin crew whose average total earnings (including the value 
of shares awarded) is around £25,000 per year, in line with the average UK salary. However unlike 
most UK business easyJet also has a another large community of predominantly male employees: its 
pilots (male) who are more highly paid, with captains paid more than £100,000 per year, due to the 
responsibilities and requirements of the role. Across the company as a whole average pay is over 
£50,000, as easyJet offers attractive salaries to attract and retain the right people. 
 
The figures show that easyJet pay is broadly equal across the genders for equivalent roles, reflecting 
our wider commitment to gender equality. Yet reporting on the overall gender pay gap amongst all 
employees would give a misleading impression and would not provide the more detailed 



information which helps give greater focus to where further improvement is needed. As such we 
support the introduction of gender pay reporting by grade or job type. 
 
Pay reporting should also reflect for many roles overall pay is made up of a combination of different 
types of pay. For example, easyJet pilots and cabin crew receive basic pay, sector pay to reflect how 
many flights they work on, and bonus pay for achieving targets, as well as other financial rewards 
such as share awards. This means that staff receive basic pay in line with the work they do, as well as 
variable pay, a bonus and share awards weighted to ensure the success of the company is shared by 
all employees. This type of structured pay is common across many industries and will affect any 
gender differences. Therefore we suggest that gender pay should be reported on the basis of 
average total earnings, including any share awards, for each job type. 
 
Recommendations on reporting: 

1. Gender pay reporting should be by grade or job type. 
2. Gender pay should be reported on the basis of average total earnings, including any share 

awards, for each job type. 


