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Foreword

Our Board and the Executive are committed to ensuring 
that we provide equality of opportunity and reward for 
all our employees, and that we safeguard a culture that 
ensures equality, diversity and inclusivity. This means 
facilitating an environment where all individuals are 
presented with the same opportunities at Steer.

Gender Pay Gap is an attempt at a common metric that 
can be consistently calculated to provide a comparable 
benchmark, its purpose being to promote both equal 
pay and the representation of women at all levels in the 
work place. 

At Steer we started calculating and publishing our UK 
Gender Pay Gap in April 2018 as a response to the 
introduction of the Equality Action 2010 (Gender Pay 
Gap Information) Regulation in 2017 which requires all 
UK companies of 250 employees or more to externally 
publish their Gender Pay Gap in a format prescribed by 
the legislation.

Our pay gap is not an equal pay issue, men and 
women are paid equally for doing equivalent jobs. 
Our analysis shows that where we have a more even 
balance of men and women our pay and bonus gap 
reduces. 

As part of our overall approach to equality, diversity 
and inclusivity and our 5-year Company Strategy we 
are aiming to employ an even balance for gender. 
Our annual action plan is our means of monitoring 
and measuring our progress towards this goal.
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Chief Operating Officer 
Steer Executive
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Gender Pay Gap Reporting

This document reports the metrics that show the 
difference between the mean and median hourly 
earnings and bonuses of male and female employees who 
were employed by our UK business on 5th April 2019 (the 
“snapshot date”). The methodology used to generate 
these metrics is determined by the standard laid out in 
the Equality Action 2010 (Gender Pay Gap Information) 
Regulation 2017. The data in this report has been 
prepared by our payroll providers and further validated 
internally.

The mean Gender Pay Gap is the difference between the 
average hourly women’s pay as a percentage of men’s 
pay across all grades taken together. The median Gender 
Pay Gap is the difference between the pay per hour 
based on the person in the middle of the distribution, as a 
percentage of men’s pay. The same applies to the pay gap 
in bonus payments. Quartiles are the number of men and 
women in each 25% of the employees numbers by salary.

This document reports on Gender Pay Gap – not equal 
pay. Equal pay is ensuring that individuals receive the 
same pay for the doing the same jobs, similar jobs or 
work of equal value. 
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Table 3: Proportion of employees receiving a Bonus

Our UK Gender Pay Gap as at 5 April 2019 

Measure

Salary

Bonus

As at 5 April 2019, our UK business 
had 249 employees – 32.9% (82) 
women and 67.1% (167) men.

Table 1 shows the distribution of 
gender across the four quartiles of 
the number of Group employees by 
region. We continue to have a 
higher number of men in senior 
positions relative to women.

Table 2 shows the mean and median 
gender salary pay gap and the mean 
and median pay gap for bonus. 

Table 3 shows the proportion of 
men and women who received a 
bonus for their performance in the 
12 months preceding the “snapshot 
date”. 

Table 4 shows the UK mean and 
median gender salary pay gap and 
the mean and median pay gap for 
bonus in 2017, 2018 and 2019. The 
figures show that the mean salary 
gap has reduced when compared 
with our first reporting period, 
2017, but the median has increased. 
Our mean and median pay gap for 
bonus has reduced over the three 
years. 
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Upper 
Quartile

Upper 
Mid 

Quartile

Lower 
Mid 

Quartile

Lower 
Quartile

23.8% 24.2% 41.9% 41.9%

76.2% 75.8% 58.1% 58.1%

Men Women

74.3% 63.2%

Gender

Female

Male

Table 1: Gender Split of number of employees by Quartile

Mean April 
2019

Median April 
2019

18.0% 21.0%

-5.8% 14.7%

Table 2: Mean and Median Pay and Bonus

Measure

Salary

Bonus

Mean April 
2017

Median April 
2017

20% 18%

23% 25%

Table 4: UK Mean and Median Pay and Bonus 2017 to 2019

Mean April 
2018

Median April 
2018

18% 26%

21% 20%

Mean April 
2019

Median April 
2019

18% 21%

-6% 15%
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Action Plan

5. Better understand 
the causes of the GPG 

and continuously 
improve

1. Ensure a fair and 
balanced recruitment 

process 

2. Improve diversity 
and inclusion 

4. Practical support –
leave, flexible working, 
project opportunities 

• Ensure there are no single gender interview panels and work with our supply chain to 
ensure no single gender short-lists

• Use a consistently applied code of conduct for interviews.
• Review where we place job advertisements to capture diverse candidate pools
• Refresh our induction to better communicate our EDI policy and approach

• Commit to goals on all EDI measures including gender
• Measure progress against our industry, the professional services sector and our regional and 

local communities
• Progress toward gender balance at Group level by 2024
• Mandatory Unconscious Bias training for all employees

• Improve Personal Supervisor Structure and training 
• Review competency framework ensuring EDI is a core part of leadership competencies
• Review all L&D materials for inclusiveness and monitor training attendance 
• Greater transparency in promotions and salary review processes

• Invite relevant external people and authorities to share best practice with us
• Improve return to work support – for all types of extended leave, including maternity, 

paternity and SPL
• Improve Corporate support and resources – delivering quality and at a local level
• Review our policies and job advertisements to ensure that we are using gender-neutral 

language

• Engage with other organisations to share learnings and good practice
• refresh the Staff Survey and merge with the Working @ Steer Survey so that we continue to 

develop our understanding of Steer as we evolve
• Run these surveys externally through a 3rd party supplier to ensure impartiality and compare 

externally where possible
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ACTIONS

3. Career, talent 
development and 

succession 

We have established a five-point action plan. We will measure, monitor and report progress internally and externally every year.

A. Attract 
and Recruit

b. Retain 
and Engage

C. Develop 
and Progress

MEASUREMENT

• Number of internal applicants for internal 
opportunities

• Gender balance of new hires, experience and 
graduate scheme

• Gender balance at all stages of recruitment

• Number of flexible working applications and 
number approved

• Number of returners and retention after family 
leave

• External recognition e.g. ENEI awards

• Gender proportions of promotions
• Uptake of L&D programme and training 

activities
• Exit interview programme
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