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At the end of the report, we have summarised some 
of our actions to address this in 2022. We know we still 
have lots to do, but we are committed to changing 
this and will continue to do so year on year until true 
gender parity is achieved.

Alan Edwards
Regional Manager - Europe

What is the Gender Pay Gap? 

The 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 – which has been 
illegal since the 1970’s. 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 GPG 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 2021, which covers all pay as at this 
date and all bonuses paid between 1st April 2020 and 31st March 2021. The data 
is based on UK SLR employees, and does not include recent acquisitions, including 
Vectos, Corporate Citizenship, OPEN or Finch & Beak within the analysis.  

Whilst we have a legal obligation to calculate and 
publish our Gender Pay Gap (GPG), I also strongly feel 
that we have a social obligation to do so too. 

At SLR we care about our colleagues; we want them 
to feel fulfilled in their work, we want them to feel 
comfortable being themselves in the workplace and 
we want them to feel valued for the role they play in 
our success. To do this, we must ensure everyone has 
the same opportunities to progress their career. 

The GPG report is one tool we use to keep us 
accountable and help highlight where we still need to 
make improvements. After reading the report you will 
not be surprised to hear that I am disappointed with 
the pay gaps we are reporting for 2021. 

Yes, there were several external factors that played 
a part in moving the results in the wrong direction. 
The global COVID-19 pandemic and the supporting 
cost saving measures, such as furlough and unpaid 
leave, or the lack of women in our industry. But I also 
acknowledge that there are some internal factors that 
we could be doing better.  

In summary, in 2021, our GPG increased and we saw 
an increase in the mean and the median. However, 
there are still some successes to celebrate. I am 
encouraged to see that across the UK, the gender 
balance in the lower and lower mid quartiles is more 
equally balanced between men and women and we 
have also seen slightly more women represented in the 
upper-mid and upper quartiles as we see more women 
progressing into senior roles. 

The importance of our  
Gender Pay Gap report

The 2021 data shows there has been an 11.7% increase in the mean and 7.4% increase in the median of our GPG. However, these increases may in part be attributed to the 
changes made to the pay data in April 2021, due to the COVID-19 pandemic cost savings measures in place, such as furlough and unpaid absence.

UK only Gender Pay Gap data
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MALES & FEMALES

MEAN MEDIAN
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Gender Pay Gap 2018

Gender Pay Gap 2019

Gender Pay Gap 2020

Gender Pay Gap 2021

35.4%
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Female       Male

Lower quartile Lower mid quartile Upper mid quartile Upper quartile

GRADE MEAN MEDIAN

A

B

C

D

E

F

G

 6.9% 

 0.7%  

 - 6.2%  

 1.5%  

 3.7%   

 -17.9%

 -27.6% 

•   The number of women in the lower pay quartile has reduced 
slightly from 56% to 54%. The mean pay gap of the lower quartile 
has increased from -7.8% to 3.6% and the median pay has 
decreased from 4.3% to 0.4%.

•   The number of females in the lower mid pay quartile has increased 
significantly, In 2021 the percentage of females was 27.4% 
which in 2022 has increased to 52.9% providing a far more equal 
comparison group. The mean pay gap has decreased from 9.6% to 
4% and the median decreased from 12.6% to 5%. Likely due to the 
increased number of women in this group. 

•   The number of women in the upper mid quartile has increased 
slightly from 28.8% to 30.6%. We have also seen an increase in the 
mean from 1.4% to 5.2% and the median from 2.5% to 11.7%.

•   The number of women in the upper quartile has also increased 
slightly from 13.7% to 14.3%. The upper quartile gender split 
remains the same as last year, however the mean has increase from 
-4.4% to 13% and the Median, which has increased from 4.4% to 
11%. 

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.

The differences in these figures will be attributed 
to the different pay scales of the various technical 
disciplines within the company.

When analysing the figures by grade the Gender Pay Gap has increased 
significantly at most grades. The grades have been updated to reflect the new 
grading structure, and a comparison to last year provided, please see below:
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There has been some movement in the number of women in the upper pay quartiles 
as well as a few changes to the pay gaps in the quartiles, please see below:
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What is the Gender Bonus Gap?

Female

Male

0%

3%

97%

3%

97%

50% 10 0%

There were no discretionary annual bonuses paid to any SLR employees in 2021 due to the 
global pandemic. This applies to all employees, at all levels within SLR.  

The below depicts the Employee Referral bonuses paid to employees within the 12-month 
period from April 2020 to March 2021, and some acquisition bonuses. These bonuses reward 
employees for referring a candidate who is successfully hired within SLR, or for those being 
acquired by SLR. There were 13 employees who received these bonuses, 9 males and 4 females. 
These bonuses are included in the calculations below:

Percentage receiving a bonus

Percentage not receiving a bonus

DIFFERENCE BETWEEN  
MALES & FEMALES MEAN MEDIAN

Bonus Gap 2017

Bonus Gap 2018

Bonus Gap 2019

Bonus Gap 2020

Bonus Gap 2021

57.6%

28.4%

14.0%

46.8%

-128.4%

 60.0%

 50.0%

 5.0%

 24.4%

     -280.9%

There has been a significant difference in the Bonus Pay Gap in 
comparison to previous years, as there was no annual discretionary 
bonus paid to SLR employees in 2021.

•   More men than women are employed in the senior positions 
within the business, which attract higher salaries. Although, it is 
positive to see the number of women within the upper mid pay 
quartile has increased again this year. 

•   Women continue to be under-represented in the industry.  
Which is why our work with organisations such as Women  
in Science, Technology & Engineering (WISE) in the UK, and 
Women in Technology & Science (WITS) in Ireland is so important. 

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

What are the reasons for our Gender Pay Gap?

•   Despite being committed to encouraging more women into 
roles at SLR and to redressing the balance of gender across 
all grades, there continues to be an imbalance across the 
company:

o   In 2019, 37% of the region were female compared 
      with 63% males. 

o   In 2020, this reduced to 32% (of females) compared   
      with 68% (of males.) 

o   In 2021, we increased back to 2019 levels at a split 
      of 37% female compared with 61% male (2% are 
      categorised as Other)

o    In 2022 we have increased the number of females 
      within our UK organisation to 40% with 60%  
      males (as at March 2022).  



Building on our progress over 2019 and 2020, 
we continued our momentum and added some 
significant successes for 2021.

Alongside our robust suite of training courses, we have recently 
rolled out new Diversity, Equity & Inclusion (DE&I) training to all 
employees, allowing greater understanding of how to recognise and 
embrace the differences and strengths that we all bring to the work 
environment.

Our DE&I committee and champions have been increased, with over 
13 new volunteers added to help deliver our DE&I action plan. The 
action plan includes several initiatives which in turn support the 
reduction of our GPG. 

We have made significant progress over the last year, most notably:

Promotion data
We are seeing an increased confidence and use of the promotion 
process by female candidates.

• Our last promotion round saw 52% of applications from female 
candidates.

• 68% of female candidates nominated themselves for promotion 
with a further 10% being nominated by their Line Manager (3% 
did not disclose their nomination type).

• In four out of five service lines the number of female promotion 
applications were the same or higher than male applications. 

Policies and practices

We continue to ensure that we have inclusive policies and practices 
in place, and we have:
• Updated a variety of existing People policies to be more 

inclusive.
• Created a selection of new family friendly policies.
• Created a new menopause policy and guidance.
• Ensured that job adverts appeal to all by including flexible 

options, such as part time or job share, where appropriate.
• Thoroughly analysed and undertaken a calibration of salaries 

increases and bonus payments in line with performance.

Memberships and relevant organisations or networks

We continue our memberships and relationship with relevant 
organisations, including:

• Continued membership of Women in Science and Engineering 
(WISE) in the UK and Women in Technology and Science (WITS) 
in Ireland. 

• Being active members of the BTIC Race at Work Charter
• Our own internal Women’s Network continues to provide a 

wealth of knowledge and feedback on important topics.

We recognise that we need to do more and going 
forward our future focus will:

• Ensure all employees understand Allyship and that this becomes 
embedded within the organisation through education and best 
practice from the top down. 

• Continue to identify and overcome challenges faced by our 
female colleagues and support them with their ongoing 
development and promotion aspirations. 

• Provide training and education to all, on challenges that effect 
women in the workplace, such as menopause awareness, and 
implementing champions across the business. 

• Enhance our promotion panel process to improve the decision 
making process.  
 

 
 
 

• Provide Line Manager training, equipping, and educating our 
managers to support employees with topics such as maternity 
leave, parental/family leave, and career breaks. 

• Engage with organisations who can assist us in enabling highly 
qualified and experienced STEM professionals to re-start their 
career or transfer their skills. 

• Work with our internal networks to listen to our our employees 
and amplify their voices.

Our progress

Our future focus



www.slrconsulting.com

SLR is a global leader in environmental and advisory 
solutions, helping our clients achieve their sustainability 
goals. With a team of over 1,800 talented professionals  
we deliver 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.
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SLR is a global leader in environmental and advisory 
solutions, helping our clients achieve their sustainability 
goals. With a team of over 2,000 talented professionals  
we deliver advice and support from a network of offices  
in Europe, North and South 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.


