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Cigna Healthcare Europe is part of The Cigna Group, a global health company committed to improving health and vitality. We relentlessly challenge ourselves to partner and innovate solutions for better health.
Our global workforce of more than 70,000 colleagues work to fulfill our mission to improve the health and vitality of the more than 190 million customer relationships we serve in more than 30 countries and jurisdictions. In the UK alone, we employ nearly 1030 people, all of whom are passionate about improving the health and vitality of those we serve.








We are committed to fair, competitive, and transparent pay practices. To support that commitment, we continue to evolve our programs, practices, and processes to drive fair pay and opportunity for all employees, regardless of gender, race, or ethnicity. We conduct ongoing internal pay reviews aimed at ensuring that employees are paid fairly. We are proud of the progress we’ve made to create more opportunities for women to advance, but we know there is more work to do. Our gender pay gap results in the UK demonstrate that we have progress to make in having better female representation in more senior roles.
We know that impactful change requires behavioural and structural inclusion. To hold ourselves accountable to our aspirational gender representation goals and to women thriving at The Cigna Group more broadly, our company joined the United Nations Women’s Empowerment Principles
This report highlights the areas that we will take real and measureable action to improve upon and I am confident that we will do so with dedication and commitment. I confirm that the information and data in this report is accurate.
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Arjan Toor 
CEO Cigna Healthcare Europe
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Overview




Legislative Requirements

Our 2022 figures show a small increase in our gender pay gap and small decrease in our gender bonus gap. We continue to face common barriers in closing our gender pay gap, mainly:
· Low representation in management and senior positions at Cigna 
· Higher proportion of women than men in lower level positions
Since the UK Government introduced the new reporting regulations which requires all companies with more than 250 employees to disclose their gender pay gap annually from April 2018, we remain compliant to this legislation.
Gender pay gap is the difference in average pay between men and women in a workplace, regardless of what jobs they do and is expressed as a percentage of men’s earnings. It is very different from ‘equal pay’ which is the difference in pay between a man and a woman who carry out the same or similar work.
The gender pay gap figures shown here have been calculated in line with Government regulations. They represent the mean and median pay gap (based on hourly rates of pay at 5th April 2022) and mean and median bonus gap (based on bonuses paid in the 12 months to 5th April 2022).
Summary of the numbers and what is driving our gap?
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Mean and Median Gender Pay Gap




30.67%   


27.01%                                                 



The mean gender pay gap is the difference in average hourly pay of male and female employees, expressed as a percentage of the average hourly pay of male employees
The above table shows our overall mean and median gender pay gap as at 5th April 2022.
Our analysis shows how both our gender pay gaps are driven by the fact women hold a lower proportion of more senior, higher paid positions than men.
As at 5th April 2022 only 46.18% of our senior positions were held by women whilst 53.97% of our total employees were female.
Deductions for salary sacrifice arrangements are excluded from an employee’s base pay for the purposes of gender pay gap reporting.
As we have more female than male employees in the UK, this can create an artificially lower rate of pay for those women who opt to use salary sacrifice compared to those who do not.
The median gender pay gap is the difference in the midpoint of the range of hourly pay for male and female employees expressed as a percentage of the midpoint of the hourly pay of male employees.
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Mean and Median Gender Bonus Gap







53.46%   

49.01%




We calculated the mean gender bonus gap by calculating the difference in average bonus paid to male and female employees.
The above table shows our overall mean and median bonus pay gap as at 5th April 2022. In accordance with the reporting requirements this  data excludes anyone who did not receive a bonus. It does not take into account pro-rated bonus targets and awards for part-time working, or other factors such as individual performance and level of contribution.
As well as a lower representation of women in our more senior positions that attract higher bonuses, our bonus gap is further impacted by the fact that the majority of our part-time employees are women. Of the 9.96% part-time employees, 96.23% are female.
The median gender bonus gap is calculated by looking at the difference in the midpoints of the range of bonus pay between our male and female populations.
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Proportion of Employees Receiving a Bonus                                









This is the percentage of our employee population who received bonus pay in the 12 months prior to 5th April 2022.

Pay Quartiles

This represents the proportion of men and women in each pay quartile.
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What We Do Well


At Cigna, we believe that diversity is a business priority and an important enabler of our inclusive company culture.
We launched Cigna’s Enterprise Diversity, Equity and Inclusion (DEI) Council, which is made up of leaders from across our company.
The council, led by our President and CEO David Cordani, will track progress and accountability for our ongoing DEI and health equity efforts internally and externally, including addressing representation, talent advancement and development, and performance to facilitate increased belonging, innovation and equity for all Cigna colleagues.
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Enterprise Level:


· Cigna’s Diversity, Equity and Inclusion (DEI) Council has been in place since 2020 and is made up of Cigna leaders from across the company. The council, led by our President and CEO David Cordani, tracks progress and accountability for our ongoing DEI and health equity efforts internally and externally, including addressing representation, talent advancement and development, and performance to facilitate increased belonging, innovation and equity for all Cigna colleagues. 
· We are continuing to deliver our annual Diversity Scorecard Report, which focuses on our DEI work across three critical areas – colleagues, clinical, and communities. Each section of the scorecard includes a summary of our progress to date, using key data and metrics, as well as a roadmap for where we hope to make additional progress going forward. This transparency keeps us accountable and able to share progress externally with key stakeholders and partners.







International Health (including UK)
· The International Health Diversity, Equity and Inclusion (IH DEI) Council is a small group of volunteers who got together in 2020 to begin planning and setting up the IH DEI initiative. The current IH DEI group, including the council, work stream leads, sponsors and members, began in 2021. We have people from various positions, bands, countries, backgrounds – some in positions of leadership, others not, all involved and contributing. The IH DEI group focuses not only on translating the Enterprise initiatives into the various other markets around the globe but also on defining new and market specific initiatives. 
· There are 5 focus areas: Gender, Multiculturalism, Pride, Talent with Additional Needs and Business Impact. In addition to creating awareness and thought leadership, we are also looking to spark conversations and bring about actions that can not only put DEI front of mind but also promote an inclusive, accessible, equal working environment for all.
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Pay Philosophy


Equal pay for equal roles: Men and women are paid equally for doing equivalent roles across the organisation. We adopt fair and equitable pay practices and monitor to ensure we pay equally for the same or similar work activities. 
Bonuses: We adopt a performance related bonus pay approach to ensure individuals, regardless of gender, are rewarded for the individual contribution they make to our business. All employees have an equal opportunity to participate and earn a bonus.








Women in Leadership

We are on track to achieve our goals to increase the representation of women at the Band 5 (Director and Senior Director) levels to 50% by 2024 and increase ethnic minority representation.
· Women in Leadership: For the past 5 years, we have successfully planned and delivered the International Health - Women Leaders Program. We have around 150 women leaders each year across International Health who participate in the program. This year the programme has 3 participants from the UK. Overall 13 women leaders in UK have graduated from this program. This program focuses on enhancing 6 competencies that promote effective leadership behaviour and focuses on helping our talent to assess their full potential as a leader in business.
· In March 2021, our Diversity, Equity and Inclusion team hosted the inaugural Cigna Global Women’s Leadership Summit in partnership with the Women Influencing & Networking (WIN) and Virtual ERGs and Lean In Circles. During the virtual event, participants had the opportunity to explore ideas, share insights, get inspired and connect with colleagues. Around 90% of post-event survey respondents indicated a greater sense of belonging after the event.
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Talent Strategy

· Succession Planning: We are continuing to expand the resources available for managers and HR Business Partners on how to overcome unconscious bias and diversification in succession planning. We understand that diversity in our pipeline is crucial to allow more women to step into senior roles in the organisation.
· Career Development: To ensure that all employees are given an equal opportunity to be considered for role progression, all open positions are advertised internally prior to starting an external search.
· Our Talent Review and Planning practices put significant focus on increasing the diversity of our leadership by expanding the inclusion of diverse succession candidates in the leadership pipeline. During the May 2021 ELT talent review, we evaluated the diversity of our incumbents in critical leadership positions, highlighted diverse successors for accelerated development, and identified talent with untapped potential for alignment with critical positions.







Benefits & Wellness


· Access to Benefits: In order to remove any barriers our employees face in regard to making the most of all that we offer at Cigna, we transitioned our flexible benefits platform to a more user friendly hub to ensure that all of our employees have easy access and a better understanding of the benefits we offer in the UK. 
· Whole Health: We are continuing our journey to become a model whole health employer as we recognize that our employee’s health is not two dimensional and is made of up of many different moving parts. We are striving to create a holistic environment where employees can be their best self at work therefore able to progress in the organization. We have conducted focus groups and surveys in order to better understand the health. Needs of our employees (ie. Financial, Mental health etc) and we are using the results to help tailor our benefits and well-being offering. 
· Leave Policies: Cigna is committed to providing peace of mind to our employees who have additional responsibilities outside of work. We understood that the past year created a range of additional challenges which is why we offered an additional 10 days leave during the pandemic so that employee needs could be further supported. We also continue to offer our employees enhanced paid maternity, adoption and paternity leave as well as up to 4 weeks of caregiver leave.
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Future Actions and Commitments


· We are committed to continuously reviewing our talent management practices, identifying and removing potential barriers to progression and pro-actively focusing on career segments where we have an imbalanced representation.
· We will introduce a more proactive measurement of gender diversity in our succession plans and continue to improve and develop the educational resources available to managers on overcoming diversification and unconscious bias in succession planning.  
· We will continue to monitor our leave and flexible working policies to ensure our employees’ individual circumstances are made a priority by listening to our employee feedback though employee surveys.
· We will monitor gender trends in our recruitment of new hires which will allow us to inform and create action plans to ensure we continually improve female representation in the selection pool.
· We are also implementing a new internal career portal which will give greater visibility to job opportunities based on skills, experiences and interests.  
· We understand that our new way of working following the pandemic will bring new well-being needs to our employees. We will continue to ensure that our programs and framework provide the right focus on supporting the mental health and resilience of our employees. 
· In July 2021 a Discussion Paper issued by the Bank of England, PRA and the FCA was published out on the subject of improving Diversity and Inclusion (D&I) in the Financial Services sector. The regulators believe that increased D&I will improve governance, decision making and risk management within firms as well as aiding innovation and supporting a broader range of goods and services. The FCA believe that diversity and inclusion are critical to their work on culture and governance, particularly for boards and senior management. Research shows the positive benefits between diversity and inclusion and positive outcomes in risk management, good conduct, healthy working cultures, and innovation. A formal consultation on the proposals is expected to take place during 2023, which Cigna will be actively engaged in, in line with our Diversity and Inclusion strategy and initiatives. DP 21/2: Diversity and inclusion in the financial sector – working together to drive change | FCA
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Pay Gap in %

Series 1	Mean	Median	30.67	27.01	


Pay Gap in %

Series 1	Mean	Median	53.46	27.01	


Bonus

Series 1	Male	Female	94.53	49.01	


% of Gender in Each Quartile

Male	
Q1	Q2	Q3	Q4	90	100	102	166	Female 	
Q1	Q2	Q3	Q4	159	148	147	83	
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