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WHAT IS THE GENDER PAY GAP? 

The Gender Pay Gap (GPG) is defined as the difference in the average pay 
and bonuses of all men and women within an organisation over a standard 
time period, regardless of their role or seniority.

It is important to note the GPG is different from equal pay. Equal pay is about 
ensuring that men and women are paid the same for carrying out work of 
equal value. At SLR we regularly audit our pay and bonus structure and as 
a result are confident that men and women are paid equally. That said, we 
acknowledge that we do have a GPG when we compare the overall average 
pay and bonuses for men and women. 

This report provides both the statutory disclosures required by legislation as 
well as further information, so the organisation’s GPG can be understood in 
the broader context.

HOW IS IT CALCULATED?

The Gender Pay Gap calculates the difference between the mean and 
median hourly rate of pay that males and females receive. The mean pay 
gap is the difference between the average hourly earnings of men and 
women. The median pay gap is the difference between the midpoints in the 
range of hourly earnings of men and women.  

The figures set out below have been calculated using the standard 
methodologies used in The Equality Act 2010 (Gender Pay Gap Information) 
Regulations 2017 based on the “snapshot” date for reporting of 5th April 
2018, which covers all pay as at this date and all bonuses paid between 1st 
April 2017 and 31st March 2018.

“We are presenting a mixed picture in our Gender 
Pay Gap (GPG) report this year. On the one hand 
there are some pleasing areas of progress; we’ve 
seen an increase of 2% in the number of women 
in the upper quartile of our GPG figures, with 
29% female representation on our Regional 
Management Team, we’ve seen an increase in 
the overall number of women we have working 
across the business (2%) and our mean bonus 
gap reduced by 29.2% (median by 10%). 

However, there are some disappointing areas 
too. Overall, we saw an increase in our Gender 
Pay Gap, albeit a small one (mean 0.1%, median 
4.2%). To me, this reinforces the need for us 
to ensure this remains a priority area for the 
business, to keep this at the forefront of people’s 
minds and a topic of conversation for everyone. 

DIFFERENCE BETWEEN  
MALES & FEMALES

MEAN (AVERAGE) MEDIAN (MIDDLE VALUE)

Gender Pay Gap 2017

Gender Pay Gap 2018

35.4%

35.3%

37.3%

41.5%

Our commitment to ensure that we honour one 
of our five core values, Our People, and ensure 
that we offer a ‘diverse and inspiring place to 
work’ has not changed. We have taken a number 
of positive steps over the last year to move things 
forward, and these are outlined later in the 
report. However, there is still much to be done. 
While we’re not going to see overnight changes, 
the steps that we take today will help us attract, 
recruit and retain more females and our focus 
is then to enable them to develop and progress 
their careers with us. 

The disparity in the number of women in senior 
managerial positions compared to men remains a 
bigger issue for our industry and I want to ensure  
that SLR is doing what we can to work to reduce 
this gap in the years to come.”

THE IMPORTANCE OF OUR  
GENDER PAY GAP REPORT



There are a number of underlying reasons for the Gender Pay Gap, some of 
which can be attributed to the following:

•  There has been a 10% increase in the number of women in our lower  
pay quartile. 

•  There continues to be a gender imbalance of males and females across 
the Company. However, there has been a slight increase in the number 
of women working in the business in comparison to last year (2%).  
We currently employ 63% male and 37% female staff.

• The continued lower representation of women within senior grades, and in 
 particular technical disciplines that attract higher levels of pay.

• We continue to have a prevalence of women working in part-time roles  
 and  currently have 28% of our employees working part-time, of which 62% 
 are females. 

• Women continue to be under-represented in the industry.

        + in favour of men  - in favour of women

LOWER QUARTILE

36%

64%

Male Female

Mean: 2.5% 
Median: -3.7%

LOWER MID QUARTILE

56%

44%

Male Female

UPPER MID QUARTILE

77%

23%

Male Female

UPPER QUARTILE

85%

15%

Male Female

GRADE MEAN (AVERAGE) MEDIAN (MIDDLE VALUE)

Admin

Project

Senior

Associate

Principal

Technical Director

-4%

-3%

8%

-3%

3%

3%

-6%

-3%

5%

4%

3%

-11%

WHAT ARE THE REASONS FOR THIS?

Mean: 5.8% 
Median: 2.6%

Mean: 1.3% 
Median: 5.5%

Mean: 3.6% 
Median: 0.0%

When analysing the figures by grade, the GPG reduces significantly; see the table below:

HOW CAN WE BREAK THIS DOWN FURTHER?
The graphs below show the gender split of hourly rates in pay quartiles. This clearly demonstrates that women are predominantly represented in the lowest pay

quartiles in roles that tend to attract lower salaries.



While acknowledging that there is still much to be done, we can recognise the 
progress made over the last 12 months:

• We attracted a higher proportion of female project grade graduates this 
 year. 

• We’ve seen an increase in the number of staff working part-time (5%). 

• There has been a 2% increase in the proportion of women within the upper 
 pay quartile.

• We have made improvements to our recruitment process which has 
 included; the implementation of an Applicant Tracking System (ATS), 
 ensuring the wording of our recruitment material is gender neutral, and 
 promoting our flexible working practices.

• We have rolled out unconscious bias training for all employees to help  
 eliminate unintentional behaviours, which can create barriers in the 
 workplace. This has included a specific course for Managers with 
 recruitment, development and promotion responsibilities.

• We have launched a Diversity & Inclusion Hub on our intranet to 
 proactively engage staff and celebrate our differences.

• We launched an employee opinion survey with an inclusion section, which 
 enabled us to identify, understand and address views expressed in relation  
 to development, promotion, etc. 
 
 
 
 
 
 

We have already been thinking about what else can be done to address our 
GPG. These include:

• We will continue to actively review and manage decisions around 
 pay and bonuses to ensure we maintain fairness by grade for work of equal 
 value.

• We will build collaborative working relationships with companies such 
 as WISE, who campaign for gender balance in STEM, to raise awareness of 
  environmental consultancy as a career choice and maximise the  

contribution diversity makes to the business.

• We will develop a career framework which provides a structured 
 approach to development and provides transparency on promotion 
 decisions.

• We intend to review our flexible working arrangements to see if we can 
 further support our employees to achieve a better work life balance.

• We will continue to monitor recruitment practices to ensure our policies 
 and procedures do not create barriers to attract or develop females 
 within the business.

• We will ensure that diversity is reflected identifying talen and that focused 
 development plans are implemented for those employees identified.

OUR PROGRESS OUR FUTURE FOCUS

WHAT IS THE GENDER BONUS GAP?

Employees at all levels within SLR are awarded a discretionary annual bonus dependent on both individual and Company performance.  
A similar proportion of males and females received a bonus in the relevant pay period, as set out below:

There has been a significant reduction in our Gender Bonus Gap (GBG). The mean reduced by 29.2% and the median by 10%. However, there is still a 
lot of work to do in this area. The GBG exists for similar reasons to the GPG – we have more males than females within the business and the males are 
concentrated in more senior positions that attract higher bonus payments. I’m confident that the steps we are taking to address the GPG will also have a 
continuing positive impact on our GBG as well.

Female

Male

0%

76% 24%

72% 28%

50% 10 0%

Percentage receiving
a bonus

Percentage not receiving 
a bonus

DIFFERENCE BETWEEN  
MALES & FEMALES

MEAN (AVERAGE) MEDIAN (MIDDLE VALUE)

Gender Bonus Gap 2017

Gender Bonus Gap 2018

57.6%

28.4%

60.0%

50.0%



  

www.slrconsulting.com

SLR is a global leader in environmental and advisory solutions, with a team of 1,100 
talented professionals delivering advice and support from a network of offices in 
Europe, North America, Asia-Pacific and Africa.
 
With the increasing importance of environmental and related matters, SLR’s focus 
on environmental know-how, combined with strategic business acumen, offers an 
attractive proposition for both clients and professionals.


