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FCE Bank Plc (FCE) or known as Ford Credit Europe is a UK registered 
bank that offers a variety of retail, leasing and wholesale automotive 
financial products and services to Ford dealers and customers.

Our employees are the drivers of our success and we rely ever 
more deeply on the skills and talents of our dedicated and diverse 
workforce.

FCE has two locations in the UK: a Head Office in Dunton, Essex, 
and a Business Centre in Manchester. Across both sites we have a 
roughly equal split of male and female employees (53% female 
in Manchester and 47% female in Dunton). This equal split has 
remained steady over the last few years.

Introduction

This is FCE’s third Gender Pay Gap report in which we include the six key measures required by the UK 
Government and report on the actions we have taken to address our pay gap.

FCE recognises that Gender Pay is not the same as Equal Pay, which is a legal requirement for men and women 
to be paid the same for performing like work, work that has been rated as equivalent in a Job Evaluation study, or 
work of equal value.

For Gender Pay Gap reporting purposes, two types of average figures are reported: the mean and the median.
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Our Gender Pay Gap
Our mean gender pay gap has reduced to 11.8% in 2020 from 13.8% in 2019 and compares favourably to the 
national mean average of 14.6%* for both full and part time workers.
Our median gender pay gap has reduced to 1.6% in 2020 from 5.6% in 2019 and compares favourably with the 
national median average for both full and part time workers of 15.5%*.
The 2020 national average for all Finance and Insurance companies was 29.5% (mean) and 33.2% (median)*.

Gender Pay Reporting

* 2020 Office of National Statistics Figures
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Our Bonus Pay Gap

Our mean bonus pay gap has reduced to 
35.2% in 2020 from 68.5% in 2019. This 
metric is driven primarily by the proportions 
of male and female employees in senior 
management grades participating in the 
senior management bonus plan.

The median bonus pay gap has reduced 
to 0% in the same period: primarily due 
to the proportion of employees in our 
Manchester Business Centre Bonus plan and 
a one off lump sum payment given to non 
management employees, in lieu of a merit 
increase in 2020
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FCE operates three regular bonus schemes which are available to different population groups: “On the 
Spot” recognition awards available to all, a Manchester Business Centre employee bonus plan and a senior 
management bonus plan (available to approximately 7% of employees).
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The proportion of employees receiving a bonus has increased to 88% for males (from 41%) and 
to 85% for females (from 41%) in this period, primarily due to a one off lump sum payment given to non 

management employees, in lieu of a merit increase in 2020.

These charts illustrate FCÈ s gender mix across our organisation whereby, employees are split into four quartiles 
by hourly rate. In 2020, 49% of our first level management positions were held by women (up from 44% in 2019).
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Since the last gender pay gap report, in 2019, we’ve taken specific actions to ensure everyone feels welcome 
and every role is attractive to as many people as possible, including:

• Undertaking analysis and workforce modelling 
to better understand our diverse representation 
(including gender) in all parts of our business.

• Engaging our executive committee members 
in active sponsorship of our employee resource 
groups, including the Women of Ford group.

• Initiating new advocacy and mentoring 
relationships building greater support for women 
(and other underrepresented groups).

• Driving the conversation about equality and 
gender-based experiences in our business, 
including observing International Women’s Day 
and World Menopause Day. 

• Launching a Gender Identity Commitment and 
Transitioning policy, as we aim to ensure we 
continue to provide an inclusive environment for 
all.

Additionally, throughout the COVID-19 health pandemic we have continued to support our employees by 
utilising  our established range of flexible working options and policies aimed at supporting families and 
caregivers. We also hosted a series of daily remote-working webinars, providing support and guidance in areas 
such as effective working from home, domestic abuse, and mental health.

FCE is committed to equal opportunities irrespective of gender or other protected characteristics and wants a 
diverse workforce that reflects its customers. 

Both our gender pay and bonus pay gaps have improved over the past 12 months. However, we recognise that we 
have further to go, and are continuing to drive specific activities in order to create greater gender equality in FCE. 

Conscious of the underrepresentation of women at senior levels, we are taking steps to address this issue. Given 
relatively low levels of employee turnover (in particular at our Head Office), the actions we are taking will take 
time to significantly increase female representation in senior management positions. Our aim is to continue to 
make progress, year over year as our actions gain traction.

As well as our other family-friendly policies, we continue to offer enhanced Maternity and Adoptive Maternity 
Pay and Time off for Dependants which enable us to retain our employees’ skills and experience and provide 
support throughout their working lives.

Charles Bilyeu
CEO – FCE Bank Plc

I can confirm the accuracy of the information presented above in 
respect of FCE required by The Equality Act 2010 (Gender Pay Gap) 
Regulations 2017.
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Steps We Have Taken to Improve Our 
Gender Pay Gap

What Else Will We Do?


