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“At WGSN, our business is built on the ability 
to see what’s next. As we publish our first 
Gender Pay Gap report, we apply that same 
forward-looking lens to our own culture.

In an industry that has historically struggled 
to see women reach the top, WGSN is an 
outlier. Our data shows that women aren’t 
just ‘in the room’ here — they are leading 
it. This is further evidenced by our median 
bonus gap, where our female specialists are 
significantly outperforming their male peers.

However, transparency requires us to 
acknowledge where we must evolve. Our 
mean pay gap of 26.1% tells us that while 
women occupy the majority of our leadership 
roles, a small number of executive positions 
currently held by men sit at the very top 
of our pay scale. Our commitment is to 
maintain our momentum and ensure that 
equity remains the foundation of our global 
forecasting expertise.”

I am incredibly proud that 
75% of our highest-paid 
employees are women.

Carla Buzasi
CEO, WGSN

https://www.wgsn.com/
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Our Statutory Metrics

The table below shows the gender distribution across four equal pay 
quartiles, from the lowest hourly rate (Q1) to the highest (Q4).

Pay Quartiles

The Structural Narrative

The Mean Gap (26.1%)

This is primarily driven by an “executive 
skew.” While women dominate the Upper 
Quartile, a small number of male outliers 
in specialized executive positions sit at 
the very top of the pay scale, pulling the 
average upward.

The Median Gap (15.48%)

This reflects a narrower, more “typical” 
employee experience. The gap remains 
in favor of men due to higher male 
representation in specific technical or 
management roles compared to our 
broader entry-level demographic.

Female Male

Our highest-paid tier has our 
strongest female representation.Q4 (Upper)

Strong female presence in senior 
specialist/forecasting roles.Q3 (Upper Mid)

Our most gender-diverse tier, 
featuring entry-level roles.

Q1 (Lower)

Consistent representation across 
mid-level functions.

Q2 (Lower Mid)

75.0% 25.0%

70.4% 29.6%

69.8% 30.2%

63.5% 36.5%

UNDERSTANDING THE DATA

Gender Pay Gap

26.1% 15.48%

Mean (Avarage) Median (Middle)

Positive Gap (%): 
Men earn more

https://www.wgsn.com/
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Proportion of Employees Receiving a Bonus

43%
male

57%
female

Our workforce is characteristic of the retail and fashion industry, with a 
71.29% split in favor of females. Unlike the traditional “leaky pipeline” seen 
in many sectors, WGSN sees female representation increase as we move 
into the highest-paid roles.

The contrast in our bonus figures is a standout result of this report.

Gender Bonus Gap

38.52%

-127.53%

Mean (Avarage)

Median (Middle)

UNDERSTANDING THE DATA

The Bonus Success Story

Mean Bonus (38.52%)

Similar to the pay gap, this average is 
influenced by a small cohort of senior 
male executives receiving high-value, 
performance-linked bonuses at the 
top tier.

Median Bonus (-127.53%)

This significant negative gap indicates 
that the “middle” woman at WGSN 
earned over double the bonus of 
the “middle” man. This highlights the 
exceptional performance of our female 
talent in mid-level specialist and 
commercial roles.

Positive Gap (%): 
Men earn more

Negative Gap (%): 
Women earn more

https://www.wgsn.com/
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Looking ahead: 
Evolving our culture

https://www.wgsn.com/


While our data shows a business that successfully empowers 
female leadership, we remain committed to a culture of 
continuous refinement across three strategic pillars:

We will continue to evolve our 
equitable hiring practices. 
By further standardizing our 
structured interview processes 
and utilizing de-biased job 
architecture, we ensure that 
every candidate enters the 
business on a level playing field.

Integrity in 
Talent Acquisition

An equitable culture is an 
authentic one. We remain 
committed to fostering 
an environment where all 
employees can succeed, 
maintaining our focus on 
flexible working models and 
ensuring our internal policies 
reflect the diverse needs of 
our 71% female workforce.

Cultivating an 
Inclusive Ecosystem

Our Upper Quartile is a success 
story we intend to protect. We 
are refining our promotion review 
cycles to ensure they remain 
grounded in rigorous, merit-
based metrics, providing clear 
visibility on the pathways to our 
most senior executive roles.

Transparency 
in Progression
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Create
Tomorrow

Equity at WGSN will remain a priority 
because we know that a truly 
representative internal culture 
is the only way to authentically 
forecast the diverse future of our 
global industries.

Elizabeth Schutte
HR Director


