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Building a fair, inclusive workplace takes commitment and is SMR UK’s upmost priority. It matters to us.
Through the data provided in our 2021 Gender Pay Gap Report, it is evident that we need to continue to address our Gender 
Pay Gap and, in doing so, we are continuously evolving and thinking of new ways to address the gap. 
We are committed to progress on inclusion as we work towards addressing this gap and recognise that it will take time. This 
report serves as a benchmark which we can hold ourselves against to track our future progress.

Craig O’Connell
Managing Director

Foreword

For the purposes of the report, I can confirm that the data is accurate and representative of our organisation.
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Reminder of Legislative Requirements

Gender Pay Gap vs Equal Pay
A Gender Pay Gap is a measure of the 
difference between the average 
earnings of men and women 
(irrespective of roles or seniority). It is 
our legal obligation as an employer to 
give men and women equal pay for 
equal work.

Mean and Median Explained
Mean Pay Gap: the mean pay gap is the 
difference in the average hourly pay for women 
compared to men.

Median Pay Gap: the median represents the 
middle point. This is the difference between the 
hourly rate for the middle earning woman 
compared to that of the middle earning man.

The mean and median figures are expressed as a 
% of men’s earnings. 

Gender Pay Gap legislation requires 
us to publish, on an annual basis, 
Gender Pay Gap data. The specific 
information we are required to 
publish is:

• Mean and median Gender Pay 
Gap (based on hourly rate of pay 
on 5th April 2021).

• Mean and median bonus Gender 
Pay Gap (considers bonus pay 
received in the 12 months leading 
up to 5th April 2021).

• Proportion of men and women 
receiving a bonus payment.

• Proportion of men and women in 
each quartile pay band (4 pay 
bands in total).

SMR UK Ltd
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Our Gender Pay Gap

The mean and median figures exclude those 
on lower pay due to leave i.e. furlough 
leave/maternity/voluntary unpaid leave. In 
2020, most of the workforce were on furlough 
which distorted our figures and this year 86 out 
of 433 employees were on lower pay due to 
leave, for the reasons listed above, which has 
led to further distortion.

Bonuses do not form a large part of SMR’s 
remuneration structure and instead our bonus 
items include Christmas gifts/loyalty awards 
etc. When looking at the median, the mid-point 
employee for both categories was paid a 
Christmas gift only and so no gap is present.

The only employees that don’t receive a bonus 
are those who joined after 1st January 2021 
which is explained by the 1% gap between 
males and females receiving a bonus.

Apr-21 Apr-20 Apr-19

Gender Pay Gap

Mean 19.6% 47% 18.55%

Median 21.68% 44.6% 12.28%

Bonus Pay Gap

Mean 41.92% 16.53% 55.05%

Median 0% 13.69% 14.49%

% Employee Receiving a Bonus

Male 100% 98.2% 97.44%

Female 99% 99.3% 99.31%

Male Female Male Female Male Female Male Female

Proportion of Males & Females by Quartile for April 2021
Lower Quartile Lower Middle Quartile Upper Middle Quartile Upper Quartile 

99%100%

Proportion of Males & 
Females receiving a Bonus 

Payment for April 2021

61.6% 67.4% 75.6% 88.4%

SMR UK Ltd
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Our Aims in Bridging the Gap

• Build a fair and inclusive workplace.
• Create fair and transparent hiring, 

compensation and promotion policies.
• Send a positive message and provide 

training about our organisation’s values.
• Increase efficiency and productivity by 

attracting and retaining the best employees.
• Reduce staff absence and turnover.
• Form a key part of our organisation's 

corporate social responsibility.
• Avoid under-representation or job 

segregation of people.

SMR UK Ltd
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Our Actions to Bridge the Gap

Job Evaluation and Pay Grading
We continue to use the job evaluation and pay grading strategy to enable accurate salary comparisons to market and make fair
decisions when allocating merit as part of our annual merit review process.

Recruitment
We use gender neutral language in our job advertisements and job descriptions in order to eliminate potential recruitment biases and
we are transparent about pay when sourcing applicants for interview.

Employee Development
We are committed to developing our existing talent through investing in development potential for both men and women. We do this
through using our training and development programmes which include company sponsorship for further education qualifications and
identifying high potential employees.

Family Friendly Policies
We offer Family Friendly Policies that help to balance and benefit both work and family life for men and women and we are committed
to ensuring that our policies and practices are fair to all. Examples are our Maternity Policy, Paternity Policy, Flexible Working Policy
and Shared Parental Leave Policy.

STEM
We continue to work with STEM NOW as it is important to us to inspire females who are under represented within Engineering into our
industry. As such, we are excited to be partnering with local colleges/universities to promote women into Engineering as part of our
STEM strategy.

SMR UK Ltd
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Thank you.


	2021 Gender Pay Gap Report
	Foreword
	Reminder of Legislative Requirements
	Our Gender Pay Gap
	Our Aims in Bridging the Gap
	Our Actions to Bridge the Gap
	Foliennummer 7

