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BCG UK LLP gender pay gap (GPG) 
“At a glance”

Understanding our figures
This year, our mean hourly pay gap is 29% (in line with last 
year), and our mean bonus pay gap is 52% (a decrease from 
last year, 54%). Analysis of our gender pay gap tells us that 
a gap in hourly pay rates and bonus pay arises due to a 
representation gap (i.e., the underrepresentation of women 
in senior positions and of men in junior roles). While women 
make up just over 50% of our total staff in London, only 33% 
of our upper pay quartile positions are held by women. 
However, this year, there has been an increase in the share 
of women across all four of our pay quartiles, including 
significant increases in the upper and upper middle pay 
quartiles. While we are seeing progress in representation, 
unfortunately, the underrepresentation of women in senior 
roles remains a long-term, industry-pervasive issue.

Equal pay is grounded in our values. Our compensation 
model is reviewed on a global basis to ensure our 
commitment to this policy, and we ensure that equitable 
base pay and bonus pay are awarded based on performance. 
We recognise that our gender pay gap continues to be driven 
by our representation gap. A key factor in the increase in our 
hourly pay gap is our recruitment of a higher proportion of 
women at junior levels within the Consulting and Business 
Services teams, a positive step towards achieving greater 
gender balance within the organisation in the longer term. 
Despite increases in the representation of senior women 
across most cohorts in the last year, the proportion of men 
in our senior cohorts remains higher than the proportion of 
women in our senior cohorts. Our analysis suggests that if 
we adjust for unequal gender representation across levels, 
our adjusted mean gender hourly pay gap drops to 3%. 
This 3% difference is primarily driven by our employees’ 
individual benefit choices, such as pension contributions, 
which affect pre-tax salary and thus create differences in 
hourly wages at the same level. It is also due to functional  

differences across roles that are considered at the ’same 
level’, but where responsibilities and therefore pay differ. 
This occurs particularly in our Business Services team. 

For BCG in the UK, the recruitment and retention of women 
continues to be a long-term priority effort to build a pipeline 
for more women in senior roles. We understand that the 
measurable impact on our pay gap will take time, but it is 
imperative that we double down to tackle the prevailing 
challenge of gender diversity within the industry. In 
particular, we are focused on tailoring our recruitment 
strategies for senior women (e.g., proactive sourcing of 
candidates), removing barriers to equal advancement  
(e.g., providing effective mentorship and sponsorship 
programmes), and ensuring that we have the right support 
mechanisms and culture to make work sustainable.

Headline Statutory GPG Figures

Our commitment to gender diversity
At Boston Consulting Group (BCG), we have one simple 
statement that encapsulates our broader purpose as a 
global business consulting firm: unlocking the potential 
of those who advance the world. Integrity, diversity, 
and respect for the individual are some of our core beliefs. 
Diversity in its many facets, including gender, is crucial  
in creating a stimulating environment in which we can 
develop new and innovative ideas for our clients. 

We are deeply committed to making BCG a company in 
which all individuals are welcomed and given the opportunity 
to flourish, regardless of background, ethnicity, gender, gender 
identity, sexual orientation, or any other personal attributes. 

Gender diversity is a top priority for our organisation at all 
levels. We are actively investing time and resources into 
research on this topic and have taken input from our 
employees when shaping our initiatives to support talented 
women seeking careers with BCG. While this report is 
focused on our gender pay gap and the actions that  
we are taking to close this gap, we have, where relevant,  
referenced broader efforts. 

Equal pay is an important element of our values.  
We ensure that equitable base pay and bonus pay are 
awarded based on performance—both are actively 
monitored at a global level. Despite this, we continue to see 
a gender pay gap in our hourly pay rates and bonus pay. 

Our data shows that these gaps continue to persist due to a 
representation gap (i.e., the underrepresentation of women 
in senior positions). Although we have made strong progress 
in our junior cohorts, achieving parity in recruiting, retention, 
and advancement, we fully recognise the challenges arising 
in these areas for our senior cohorts. We continue to tackle 
these challenges through a number of specific initiatives 
across all our people processes—and are committed to 
creating and adopting further innovative ideas that provide 
all our people with the opportunity to thrive at BCG.

In line with UK regulation, we are publishing our gender pay 
gap figures for BCG UK LLP for the sixth year in a row. We 
confirm the data reported is accurate. We use an external 
partner to process our gender pay gap data, and we perform 
additional analysis internally to understand trends better.
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Mean Median

Hourly Gender Pay Gap 29.2% 29.7%

Bonus Gender Pay Gap 51.7% 48.9%

Women Men

Percentage receiving  
bonus payment 83.6% 86.5%

Note: Reported as of April 2022, in line with the UK Government  
Equalities Office’s guidelines on eligible employees.

Percentage in each hourly pay quartile band

Upper

Upper middle

Lower middle

Lower

MenWomen

67%33%

56%44%

39%61%

29%71%

Primarily due to differences 
in pre-tax benefit choices 
and functional differences 
across roles which are grouped 
within one pay gap calculation 
level (this mainly occurs in
our Business Services team).

Representation Gap
is the disproportionate 
representation of one gender 
versus the other in 
a particular cohort

Adjusted Gender Pay Gap

29.2% 26.6%

2.6%

Note: The mean gender pay gap (GPG) is the gap between the mean 
hourly (or bonus) pay of men and women employed at a legal entity divided 
by the mean hourly (or bonus) pay of male employees. Data is published as 
per the UK government guidelines, and covers the period from April 2021 
to April 2022 based on an employee snapshot on 5th of April 2022.
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AFFILIATION | 
Tami Austen-Peters,  
Senior Associate, Bold@BCG Recruiting

“Throughout my BCG journey, from the introductory 
event Bold@BCG hosted in collaboration with Rare 
to my monthly meetings with my Women@BCG mentor,  
I have been fortunate to be mentored by a range of 
individuals at all levels of the organisation. As a result,  
I am extremely excited to lead and contribute to 
additional recruitment and retention initiatives at BCG, 
particularly those that lie at the intersection of my 
identity as a Black woman. For example, we have 
launched a new mentorship scheme, pairing talented 
Black students with mentors in order to demystify the 
application process.

“In the five years since I first walked through BCG’s 
doors as a student, I have seen the impact these 
initiatives have had on diversity in the organisation.  
As we continue to create opportunities for 
underrepresented groups to thrive at BCG, I am looking 
forward to seeing how BCG evolves in the long term”.

*Bold@BCG aims to foster a vibrant, inclusive, and supportive 
community that makes BCG the most welcoming and fulfilling 
environment for employees of Afro-Caribbean descent.

Our action plan
Our gender diversity efforts are focused on 6 key dimensions

Our key dimensions in action

Recruiting 
BCG UK has been achieving close to 50% gender 
balance in recruiting Consulting team members at 
entry level for the last five years. We are continuing to 
double down on our efforts to achieve a step change 
in our gender ratio in senior hiring, where we have 
historically underperformed versus our ambition.  
Over the last year, we have improved the ratio of 
women in our senior hiring to over 25%. This remains 
a key focus area.

We have continued with many events focused on 
widening awareness of BCG on UK campuses, in 
industry, and in external partnerships to reach women 
from diverse backgrounds and encourage them to 
consider a career in consulting (e.g., our existing 
partnerships with Women in the City Afro-Caribbean 
Network). Additionally, we run workshops aimed at 
high-potential women studying at universities across 
Europe, including our annual ASPIRE programme 
which offered a range of masterclasses to 100 women 
from across 30 countries this year. 

Beyond gender diversity, we have continued 
partnerships with a focus on candidate pools who 
would typically not consider consulting as an 
accessible career path. This includes targeted 
mentorship programmes with Rare for the eighth year, 
and new programmes of work with the Bright Network 
and the 93% Club, to engage with first-year students 
who attended non-selective state schools, and a new 
partnership with BYP, the UK’s largest network 
of Black young professionals.

Culture
Diversity efforts are most successful within a 
workplace environment where everyone feels 
supported and comfortable being their full selves. At 
BCG, we strive to create an inclusive culture and a 
sense of belonging for all. 

One focus is on empowering our leaders to ensure 
they are creating the right team environment. This 
includes both training, such as Psychological Safety 
and Growth Mindset sessions with external speakers 
for all our 200 or so case team leaders, and on-the-job 
coaching through our ‘Teaming@BCG’ process.

We are building broader accountability on the topic 
of diversity across BCG by working with individual 
business units and practice areas to create more 
visibility through data dashboards and benchmarking, 
as well as open best practice sharing, and are 
developing practice area action plans.

CULTURE | Jacob Rosenzweig, 
Managing Director and Partner, 
Psychological Safety Lead, 
Career Development Chair

“Here at BCG, there is a constant desire to create a 
culture that allows people to thrive fully at work while 
also feeling safe to bring their full self to work. This year, I 
have been involved in efforts to provide an open space 
for difficult conversations around mental health at work 
as well as creating more psychological safety within 
teams. This is especially important to me because it is 
the first step to creating a truly supportive and safe work 
environment where people can perform at their best. But 
beyond that, it is important to me that we continue to 
expand our efforts to provide actionable tools in tackling 
challenges in the consulting industry and ensuring that 
we create the right environments to make the most of 
our diverse teams. Looking ahead, I am excited to be a 
part of shaping how we continue to build inclusive teams.

“Beyond creating an inclusive culture, supporting flexible 
working arrangements is key to making the workplace 
more inclusive. This is often an especially important 
option for parents of young children, which includes 
many senior women at BCG. I have personally been 
able to move to my preferred working model of 80%”.

STRUCTURE |  
Jess Brierley,  
HR Senior Analyst

“In the HR Analytics team, we’re committed to 
enhancing the visibility of our diversity data and 
providing insights to enable our business leaders to 
make informed decisions. This year, we rolled out a 
DE&I dashboard to look at trends in recruitment, 
promotions, and attrition in more granular detail to 
help us identify specific challenge areas. In addition, 
we built a new capacity dashboard, giving managers 
oversight of the gender balance in their business units. 
This now forms part of our quarterly discussions with 
leadership, ensuring continued engagement and 
creating accountability for diversity metrics.

“I know that using data to inform action plans for diversity 
is very valuable. Therefore, the ability to combine data and 
people policies such as gender diversity in my role as an 
HR analyst is something I find immensely fulfilling 
because that is how we continue to develop initiatives 
that create sustainable change”.

AFFILIATION | Esther Chan, 
Senior Digital Ventures Engineer, 
Digital Ventures DE&I

“Since last year, the Women@BCG network has taken  
a unified approach, bringing all women BCGers 
together in one joint network. As an engineer, it’s great 
to work with people from traditional consulting as it 
widens my horizons and exposes me productively to 
other parts of the business. It’s also great to see that 
initiatives being brought forward now impact all the 
women across BCG. In addition, I have also enjoyed 
being part of targeted DE&I initiatives within Digital 
Ventures (DV), my business unit. I have particularly 
enjoyed facilitating a panel for DV and wider BCG on 
“What’s in a name?” where we created a space for 
exploring the challenges faced by people of colour 
because of their name. 

“I am really excited about plans to continue to make 
DE&I a priority within global DV through the global 
DE&I Week and look forward to continuing to get more 
involved in these initiatives in and out of London”.

RECRUITING | Aico Troeman, 
Managing Director and Partner,  
People Chair

“Our ability to access the broadest possible talent 
pool will be even more critical to our continued 
success than it has been. There is a tonne of value for 
us to add by evolving our people agenda. This includes 
strengthening how we recruit exceptional talent 
regardless of gender, ethnicity, and socioeconomic 
background. Safe to say, we’re on a learning journey. 
We’re not going at this on our own and are looking to 
learn from multiple partnerships, including with the 
Bright Network and the 93% Club in the UK and with 
Wrokko and ECHO in the Benelux region. 

“We know that change at scale doesn’t happen overnight, 
but I am both confident about our path forward and 
excited to see the first results of the foundational shifts 
triggered to-date, including the increase in representation 
of women in our most senior roles”.

CAREER SUPPORT |  
Myrto Lee, Managing Director and 
Partner, Healthcare Practice Area Node 

“Previous years have shown that one of our major 
challenges is recruiting and retaining senior women 
even though we continue to succeed at recruiting 
women at junior levels. One way that we are tackling 
this is by providing targeted career support for our 
senior women. We have recently expanded our 
‘Segment of One’ mentorship programme, which aims 
to match all senior women in our consulting team 
with a Managing Director sponsor in their practice 
area to act as an advocate, and to provide support in 
building a strong, sustainable platform that is tailored 
to each individual woman.

“However, we know that to have sustainable change, 
we need to build accountability across our business 
leaders for the changes and targets that we introduce. 
We have done a lot in the last year to bring more 
visibility and responsibility to our different practice 
areas (PAs), including taking a data-based approach 
and driving open collaboration between PAs to 
benchmark and share best practices and lessons 
learnt. As a node and with the rest of the PA MDPs, 
we are actively engaging with our teams to discuss 
how we can collectively deliver for our women. 
This is not just to meet targets—it is critical for the 
future success of our business longer-term”.

We are shining a spotlight on the actions we are taking by sharing the personal 
stories of team members

Affiliation
Once at BCG, all recently hired women are 
automatically invited to join the Women@BCG network, 
where a range of affiliation, mentorship, and 
engagement opportunities are available. The network is 
run by a group 50 BCG women, which is representative 
of the breadth of teams and roles at BCG.

The network runs regular social and education events, 
ranging from office-wide celebrations for International 
Women’s Day to informative talks on specific topics 
(e.g., the Science of Relationships, Women in Sports 
with Ellen White MBE (England Women’s Football 
Team), and informal coffee chats and dinners to build 
connections amongst women.

In addition to our Women@BCG network, we have 
many other diversity networks and initiatives that 
provide opportunities for community, support, and 
allyship as part of one network and at their 
intersections. These include Pride@BCG (for LGBTQ+ 
individuals), Bold@BCG (for individuals of Afro-
Caribbean descent), LAB Asian Network (for individuals 
of Asian heritage and background), AccessAbility@BCG 
(for individuals, and caregivers for individuals, with 
disabilities and chronic illnesses), Families@BCG (for 
individuals with family commitments), and Military@
BCG (for ex-military individuals). Additionally, for the 
first time this year, active communities of BCGers have 
been coming together to celebrate, spread awareness, 
and encourage inclusivity with their religious heritages. 

External Engagement 
We invest in developing original research and thought 
leadership to advance diversity, equity, and inclusion 
at BCG, in our client organisations, and throughout 
society. Recent publications include “Inclusive 
Cultures Have Healthier and Happier Workers”, 
“The Importance of Being Equitable in Product Design”, 
“The Network Effect: How Women Beat the Odds to Get 
to the Top in Tech”, and “Know Where You Stand 
to Take a Stand on Equity”. 

In 2022, we launched a cross-industry partnership 
with The Sutton Trust, through the ’Pathways to 
Consulting’ programme, which seeks to build corporate 
skills and raise awareness of consulting career paths 
amongst 16- to 18-year-old students regardless of their 
socioeconomic background. The programme was 
launched with about 50 participants and will be 
expanded next year.

BCG is consistently recognised as a top diversity 
employer. In January 2023, we were ranked third in the 
UK in Glassdoor’s Best Places to Work awards, which 
are based on voluntary and anonymous employee 
reviews. Last year, we were named one of Forbes’ Best 
Employers For Women. In 2022, for the 16th year in a 
row, BCG received a perfect score from the Human 
Rights Campaign’s Corporate Equality Index. 

Our own people are consistently recognised as a 
driving force for equality. In 2022, Nadjia Yousif, 
a London Managing Director, was appointed our first 
BCG Chief Diversity Officer, and was also recognised 
as a HERoes Women Executive and an INvolve 
OUTstanding Executive Ally. Our BCG CEO, Christoph 
Schweizer, was also recognised in 2022 as a HERoes 
Women Executives Advocate.

Structure
We regularly review our benefits programmes and 
policies to ensure they are fully supportive of all staff, 
including parents and caregivers. In 2022, we launched 
a significant expansion of our employee benefits 
provision. Additionally, we moved towards equal leave 
of 26 weeks for all parents welcoming a new child, 
including both biological parents and parents adopting, 
regardless of gender. We also made explicit the 
recognition of bereavement leave for miscarriage for 
both genders.

Beyond this, our flexible working policies continue to 
allow employees to work part-time, take extended time 
off, and/or work remotely. Recently, our ‘FlexCapacity’ 
programmes were expanded to be available to all our 
people across business units.

With key progress made in sustainability and flexibility 
for our people, we recognise there is further progress 
to be made in this area. We continue to focus on 
‘Teaming@BCG’ and have a permanent internal team 
focused on coaching our teams to deliver great results, 
whilst ensuring individual sustainability. 

Career Support
BCG leadership, at all levels, is strongly committed to 
supporting the advancement and promotion of women. 
Through best-in-class career development, mentorship, 
and networking programmes, we are continuing to 
double down on supporting senior women, where 
we have a more significant representation gap.

In 2022, we launched a pilot programme for senior 
hires (‘Feedback Foundations’), placing an emphasis 
on development and trajectory while acknowledging 
starting point differences. The programme creates 
space for new hires to focus on learning and 
development during their initial tenure at BCG. 
The programme will be expanded to more staff in 2023. 
Our new dedicated senior integration manager will 
build on this programme to further support the 
integration of senior hires in their first few months.

Additionally, we have continued to extend our ‘Segment 
of One’ programme, designed for every woman on track 
to becoming a Managing Director. Through the 
programme they receive a named senior sponsor to 
provide support in building and establishing a platform 
for succeeding in their long-term career. Near Managing 
Director promotion women are additionally offered the 
‘Advanced Women’s Leadership Essentials’ programme 
which is comprised of a range of workshops, and 1:1 
coaching sessions over a nine-month period to provide 
targeted leadership development support.

The Women@BCG network supports mentorship 
connections between junior and senior women 
employees. Recently, we have expanded our mentorship 
efforts to include programmes for women from all BCG 
teams, across our Consulting and Business Services 
teams, and have also launched a new digital platform 
to enable more tailored pairing.

Notes: 1 Recruiting and Career Support initiatives only apply to Consulting cohorts/roles. 2 While this report is focused on our gender diversity efforts, 
we have, where relevant, included current broader diversity, equity, and inclusion initiatives.
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Boston Consulting Group partners with leaders in business 
and society to tackle their most important challenges and 
capture their greatest opportunities. BCG was the pioneer 
in business strategy when it was founded in 1963. Today, 
we work closely with clients to embrace a transformational 
approach aimed at benefiting all stakeholders—empow-
ering organizations to grow, build sustainable competitive 
advantage, and drive positive societal impact.

Our diverse, global teams bring deep industry and func-
tional expertise and a range of perspectives that question 
the status quo and spark change. BCG delivers solutions 
through leading-edge management consulting, technology 
and design, and corporate and digital ventures. We work in 
a uniquely collaborative model across the firm and 
throughout all levels of the client organization, fueled by 
the goal of helping our clients thrive and enabling them to 
make the world a better place.

© 2023 Boston Consulting Group

About Boston Consulting Group


