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Expedia Group’s guided by an inclusive 
purpose - to strengthen connections, 
broaden horizons and bridge divides for 
our employees, partners, customers, 
and communities.

We have global reach, and with 19,000+ employees 
across 50 countries, we recognise that we serve our cus-
tomers, partners and communities best when we repre-
sent the diversity of our travellers and work as allies to 
create an inclusive culture both within Expedia Group 
and the travel industry.  In order to do this, we are fo-
cused on building workplaces that prioritise and value a 
sense of belonging, respect and equal opportunity.

One of the most important steps to achieve our inclusion 
and diversity goals is to understand the makeup of our 
global workforce and how it compares to the communi-

ties in which we work.  Reporting on the gender pay 
gap results for our UK based entities is one example of 
this.  Although it’s a legal requirement, it provides us with 
important and valuable insights into our workforce. 

So much so, that even last year when the UK govern-
ment granted a reprieve due to the pressures of 
COVID-19 we felt it was crucial for us to submit our data 
to show our commitment to remaining transparent and 
decreasing our gender pay gap.

At an Expedia Group level our mean pay gap is 11.7% (decreased from 14.9% in 2019) and our median pay gap is 
15.1% (decreased from 15.4% in 2019).  Although this is still in favour of men, the gap continues to move in the right di-

rection.  A key driver for this decrease is the impact of leavers between 2019 and 2020, however the gap continues to 
be attributable to having a higher proportion of men in senior roles and an over-representation of women in junior 

roles, something we continue to address.  Both the Expedia Group mean and median pay gaps compare favourably 
to the travel and tourism industry sector mean and median pay gaps of 25.6% and 38.1%.   
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Our Results 
Continuing the transparency from last year, we are 
publishing details for Expedia Group entities 
Expedia.com Limited (Expedia UK), Egencia UK 
Limited (Egencia), EAN Support Services Limited 
(Expedia Partner Solutions) and HomeAway UK (Vrbo). 

The Equality and Human Rights Commission guidance suggests that a non-demographic pay gap of 5% or more 
is potentially high risk and while we are delighted to have substantially reduced our non-demographic gap, we 
will continue to focus on developing our inclusion and diversity strategies to address our demographic pay gap 

and the representation of women across the organisation.   

Our Expedia Group non-demographic mean pay gap, 
the difference in pay between men and women in each grade, 

has decreased to 0.7% (from 4.1% in 2019). 

Expedia UK Egencia Expedia Partner 
Solutions

Vrbo

11.8%

Expedia’s mean and median pay gaps continue to 
move in a positive direction, showing a decrease of a 
couple of percent since 2019 where it was 14.3%.  As the 
largest of Expedia Group’s entities, it’s most impacted 
by leavers during 2019 – 2020. 

Despite decreasing, the mean bonus pay gap is still 
large and the median bonus pay gap has increased.  
This suggests that even when reducing the impact of 
the highest and lowest bonuses on the bonus gap, 
there’s still a bonus gap in favour of men and we’re 
committed to investigating the reasons behind 
these disparities.  

The pay quartiles continue to reflect an 
over-representation of females in junior level roles and 
an over-representation of males in more senior roles 
which has contributed to inflating the average pay and 
bonus for men.

Mean hourly pay for women 
was 11.8% lower than for men

Median hourly pay for women 
was 13.7% lower than for men

The mean bonus for women 
was 36.7% lower than for men 

The median bonus for women 
was 36.8% lower than for men 

Expedia UK (Expedia.com Limited):
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The ratio of men to women employees in the four UK entities is as follows:
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Egencia’s mean and median gender pay gap have 
both increased since last year.  To grow its business, 
Egencia hired a large number of employees in the 
lower pay quartile and proportionally more of the new 
hires were women.  This has increased the gender pay 
gap in favour of men.  It also suggests that while 
Egencia’s workforce is 54% women, they are 
under-represented in the highest-paid quartile and as 
with the other entities, they are over-represented in the 
lower middle quartile.

The bonus pay gap figures still favour men, but this year 
we’ve seen the mean bonus gap decrease by 7.9% 
since 2019.  Although this is a positive sign, the median 
bonus pay gap has increased, so we’ll continue to 
monitor bonus awards within Egencia to identify the 
specific drivers for these changes. 

Mean hourly pay for women 
was 11.7% lower than for men

Median hourly pay for women 
was 13.7% lower than for men

The mean bonus for women 
was 17.1% lower than for men 

The median bonus for women 
was 15.2% lower than for men

Egencia (Egencia UK Limited)
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The Expedia Partner Solution (EPS) mean gender pay 
gap continues to compare very favorably with the UK 
national average mean pay gap of 15.5%.  Once 
again, there’s a significant mean bonus gap in favour of 
women, whereas the median bonus gap favours men.  
This suggests that across the mid-range of employees, 
men receive higher bonuses but a small number of 
women receiving significant bonus awards is driving the 
bonus gap in favour of women. 

Given that women in EPS comprise of 48.5% of 
the overall workforce, they are also slightly 
under-represented in the upper (highest paid) quartiles. 

Mean hourly pay for women 
was 2.4% lower than for men

Median hourly pay for women 
was 10.8% lower than for men

The mean bonus for women 
was 44.7% higher than for men 

The median bonus for women 
was 8.3% lower than for men 

Expedia Partner Solution (EAN Support Services Limited)
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The Vrbo mean gender pay gap figures have 
significantly decreased this year and it’s positive to see it 
fall under the UK national average mean gender pay 
gap.  As the median pay gap is higher than the mean, it 
suggests the mean pay gap has been driven down by a 
small number of the highest earning women or lowest 
earning men.

The decrease in the mean bonus gap has been driven 
by the same reason as above and seen a significant 
reduction 29.5% since 2019.  Whereas the median bonus 
gap has increased, suggesting there may be disparity 
between men and women in terms of bonus pay in the 
mid-range quartiles. We’re working on an action plan to 
address this disparity.  

The pay quartiles also reflect this under-representation 
of women in more senior roles which largely drives the 
existing pay and bonus gap.  

Mean hourly pay for women 
was 12.1% lower than for men

Median hourly pay for women 
was 22.8% lower than for men

The mean bonus for women 
was 19.4% lower than for men 

The median bonus for women 
was 55.8% lower than for men 

Vrbo (HomeAway UK)
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The number of men and women receiving a bonus differs by entity but in Expedia and Egencia 
is higher for women than men.  Although there are differences in the proportion of men and women receiving 

a bonus, the gap is primarily related to new joiners being ineligible for a bonus or due 
to the nature of their employment contract e.g. Fixed Term Contractors.  
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Proportion of men and women receiving a bonus
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What are we doing to strengthen 
our inclusive culture?

Over Expedia Group's history, we’ve developed numerous inclusion and diversity initiatives, from 
our efforts to increase the representation of under-represented identities within our Inclusion Business 

Groups, to benchmarking with external organizations like McKinsey’s Women in the Workplace, 
Human Rights Campaign’s Corporate Equality Index, Working Mother’s Diversity Best Practices

Index and Disability: IN’s Disability Equality Index.  

Building on previous progress, here's a selection of initiatives we’re driving to increase women’s 
representation throughout the organisation. 

Workforce targets: 
Workforce targets: Since 2015, we’ve placed 

clear workforce targets on global binary gender, in-
creasing women in executive levels by 10 percentage 
points in 5 years.  These targets are substantiated by 
mandated diverse slates for all roles and a referral 
bonus that pays out double for women in 
technology roles.   

But we also appreciate that gender is not binary and 
in 2020 accelerated our efforts toward driving gender 
equality by establishing a formal working group 
called the Transgender & Gender-nonconforming 
Inclusion Advisory Council (TGNC IAC).  This is a 
global volunteer group of transgender and gen-
der-nonconforming community members and allies 
who build inclusive practice and policy.  The TGNC 
IAC raises awareness, promotes inclusive behavior, 
and designs resources to advance equality for all 
members of the gender spectrum. 

Building workplaces that prioritize and value a sense of belonging, 
respect, and equal opportunity is an ongoing journey. 

Although moving in the right direction, the UK gender pay gap analysis shows we still have 
work to do to improve gender representation at all organizational levels.

Our path forward includes 

1

Listening and Responding to 
Employee Sentiment

We endeavour to understand and address known 
identity-based trends to set and measure progress 
against data-driven goals, objectives and strategies 
for increased headcount, hiring, compensation, 
advancement, and retention of underrepresented 
groups at Expedia Group.  We do this through 
employee-wide listening surveys, external 
benchmarking, and publishing our workforce 
representation data internally. 

2

Attracting and acquiring diverse talent:
Using inclusive job descriptions.  Since 2015, we 

have used a writing-enhancement service to ensure 
our job descriptions have a gender-neutral tone.  In the 
12 months ending November 2020, we have used Textio 
to author 1,518 jobs and replace over 6,800 words to be 
more inclusive.  We found that job descriptions with best 
gender-neutral score attract 52% of candidates identi-
fied as women, compared to 38% for gender-biased 
descriptions, and that these roles fill 9 days faster 
than average. 

3

Inclusivity in our hiring process: 

To remove bias and discrimination and ensure the 
diversity of our candidate population is reflected in our 
hiring results.  We’re improving our processes and 
policies with a particular focus on hiring pipeline data, 
mixed-gender interviewing, skill-based interviews and 
increasing accessibility for candidates globally through 
video interviewing and technical assessment tools. In 
addition, we have created an internal cadre of leaders 
who as Talent Champions help to raise the bar for hiring 
decisions at Director level + across Expedia Group. 

4

Mitigating Bias in 
Performance Conversations:

Rolling out a learning module and performance review 
writing checklist focused on recognizing and 
addressing how our potential biases may influence 
our decision-making process when evaluating 
employee performance. 

5

Diverse Hiring Targets: 
Targeting women to occupy 50% of roles at all 
levels by 2025.

1
Job Requirement Review: 
To interrupt bias and reduce inequity in our 

hiring process by removing educational requirements 
and questions around salary history from job postings, 
interviews and hiring processes. 

2

Community Collaboration: 
Collaborating more closely with our Inclusion 

Business Groups, including our women’s employee 
network WELL (Women at Expedia Leading and 
Learning) which is one of our largest to enhance 
company representation and candidate 
engagement at key recruitment events globally.

3

Building Inclusive Skillsets:
 We have launched several learning programs 

addressing bias and exclusive practices within 
traditional recruitment, hiring, and marketing processes.  
Our updated onboarding program has a robust focus 
on Intercultural Awareness, Ally Skills, and Expedia 
Group’s Inclusion Business Groups.  We’ve also scaled 
our Ally Skills training to close to 25% of the organization. 

4

Building our Sourcing Capability: 
Establish strong sourcing teams for both 

Technology and Commercial and Functions hiring that 
integrate diverse hiring in all of our external talent 
outreach.

5

We acknowledge we will inevitably encounter more lessons to inform our future priorities and strategy.  
Throughout it all, we strive to provide transparency to our global audiences as 

we power global travel for everyone, everywhere. 

Michael Davis Velasco

Michael Davis Velasco
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Gender Pay Gap

Our global analysis uses a different methodology to the UK Government and shows that we have global pay parity for 
Expedia Group employees with an average global women to men total compensation ratio of 1.00: 1.00 

To calculate pay parity, our global methodology analyses the major components of compensation for full time men 
and women employees. Total compensation components include: base salary, actual annual bonus amounts paid for 
2017 performance and equity awarded over the 12-month duration. Allowances, overtime and other off-cycle 
payments were not included. 

We’re pleased to see these promising signs of gender balance within our organisation, but will be taking the below 
steps to ensure that we’re continually improving.   

Our 2020 Global Population 

51% 33%

51% of total employees are women Women make up 33% of the 
Board of Directors  

31%

31% of leadership are women Globally, the women to men pay 
ratio is 1.00: 1.00

1.00 1.00


