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The Shell UK Diversity Pay Gap Report is made  
up of our gender pay gap data, which we’re 
required to publish, and our ethnicity pay gap  
data, which we publish voluntarily.  

We were one of the first FTSE 100 companies to 
publish ethnicity pay gap data and we continue 
to use our voice externally to advocate for this to 
become mandatory, as part of our commitment  
to improving diversity representation and ensuring  
an inclusive workplace for all. 

I’m under little illusion that throughout my career,  
I’ve generally been among people who look like  
me and who have similar backgrounds to mine.  
It is also true that we have often been the product 
of a system that, by and large, makes some things 
easier for some people than it does for others.  
Mentorship. Networks. Opportunities. 

That is, of course, changing. In 2021, our gender 
pay gap moved in the right direction. There are 
more women in senior positions than last year.  
But the change remains incremental, and we  
must do more. 

 

Our ethnicity pay gap has increased compared  
to last year – due largely to a big increase in 
ethnicity declaration rates in our SERL (Shell Energy 
Retail Ltd) business. This means more people from 
SERL are included in this year’s ethnicity pay gap 
figures compared to last year. We continue to 
strive for 100% ethnicity declaration across our 
organisation, because accurate data helps us take 
targeted action to close the gaps, and we are 
committed to doing so.
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I confirm the gender pay gap data contained 
in this report for Shell Group Companies in 
the UK is accurate and has been produced  
in accordance with the guidance on 
managing gender pay developed by the 
Arbitration and Conciliation Service (ACAS).

         Shell is committed
            to becoming one  
of the most diverse and 
inclusive organisations in the 
world, and I’m determined 
that Shell UK will lead  
that charge.

“

In the report, we are using the term BAME to refer 
to our Black, Asian, and Minority Ethnic employees. 
I recognise BAME is an umbrella term which does 
not reflect the diversity, distinct experiences and 
potential barriers of different ethnicity groups across 
our organisation. However, we continue to retain 
focus on targeted actions and partner with our 
Employee Networks to deepen understanding 
across our organisation, evolve our language and 
improve diversity and inclusion in Shell, so everyone 
feels seen and heard for who they are.

All leaders have a responsibility to make the 
structures and systems they operate in fully inclusive. 
Shell is committed to becoming one of the most 
diverse and inclusive organisations in the world, and 
I’m determined that Shell UK will lead that charge. 
 
We explore the reasons for both the gender  
and ethnicity pay gaps, as well as our bonus  
gaps in the report. You can see what we are doing 
to make meaningful change. Please take the time  
to explore the Diversity Pay Gap Report to learn 
about our journey. 

 
”
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Shell in the UK gender pay outcomes

On April 5 2021, Shell in the UK employed more 
than 6,000 people, more than one-third of which 
were women, across ten companies¹. Of these,  
6 companies had 250 or more employees  
and were therefore required to publish their gender  
pay gap data under UK law (see page 10). 
However, as in previous years, we have voluntarily 
published figures for all our UK employees  
to provide a more transparent and meaningful 
representation of our UK organisation.

Equal pay vs gender pay gap 

A gender pay gap is the difference in the average 
pay and bonuses of all men and all women across 
an organisation. This is different to equal pay which 
means paying men and women the same salary for 
performing equivalent work. Shell in the UK has had 
equal pay for many years, and we conduct regular 
pay equity analysis to monitor this on an ongoing 
basis.  We also engage openly with our employees 
on the mechanisms we have in place to ensure  
non-discriminatory pay practices.

¹The companies in which Royal Dutch Shell plc directly and indirectly owns 
investments are separate legal entities. In this Report, “Shell in the UK,” “Shell UK”, 
“Shell”, “Shell Group”, “Group”, “company”, “we”, “us”, “our” and similar terms are 
sometimes used for convenience where references are made to Royal Dutch Shell 
plc and/or its subsidiaries in general. These expressions are also used where no 
useful purpose is served by identifying the particular company or companies.

Gender split of Shell UK employees

Male Female

2019 2020 2021 2019 2020 2021

68% 66% 65% 32% 34% 35%

Proportion of employees receiving a bonus

Male Female

2019 2020 2021 2019 2020 2021

87% 86.7% 31.7% 80.2% 81.5% 30.2%

Mean and median of gender pay and bonus gaps

Mean

2019 2020 2021

Pay gap 18.7% 18% 17.8%

Bonus gap 35.1% 40.8% 45.9%

Median

2019 2020 2021

Pay gap 21.5% 19.9% 22.4%

Bonus gap 22.3% 17.1% 0.1%

Proportion of employees in each pay quartile

Male Female

2019 2020 2021 2019 2020 2021

Upper 74.7% 73.4% 73.2% 25.3% 26.6% 26.8%

Upper Middle 72.7% 72.1% 72.7% 27.3% 27.9% 27.3%

Lower Middle 64.9% 65.9% 64.3% 35.1% 34.1% 35.7%

Lower 53.1% 51.9% 51.3% 46.9% 48.1% 48.7%

https://www.youtube.com/watch?v=wMoyZBs86dc


4OUR GENDER PAY GAP FINDINGS 2/3

Pay is an important part of the employee experience 
and we commit to deliver fair and competitive pay 
through our annual performance assessment process 
and pay policies to ensure all our employees are 
valued, respected, and recognised for the work  
that they do. 

The gender pay gap

For 2021, our average gender pay gap was 17.8%, 
an improvement from 18.0% in 2020 and 18.7% 
in 2019. Compared with 2020, we also saw a 
continued upward trend in the proportion of women 

in our upper pay quartile. However, compared with 
previous years, the proportion of men and women 
receiving a bonus decreased significantly. This is 
because the majority of Shell in the UK employees 
did not receive a bonus in 2021 due to financial 
challenges arising from the COVID-19 pandemic. 

Explaining our gap 

We continue to make progress towards gender 
balance. Whilst men and women are paid the same 
salary for equivalent work, Shell in the UK does still 
have a gender pay gap and the reasons for this are: 
 
1. More men than women in senior positions

There are almost three times as many men than 
women in the upper and upper middle pay 
quartiles. This is because, in the past, our industry 
has employed significantly more men than women, 
and there have been low levels of staff turnover 
at Shell in the UK. We continue to modernise our 
policies and support our employees to manage 
and develop in their careers, coupled with a focus 
on recruiting from an expanded diverse talent pool. 
This has led to an increase in the number of women 
in senior positions throughout the organisation. 
The percentage of female senior leaders in the 
UK has more than doubled from 12% in 2005 to 

31.8% by the first quarter of 2021. Although we 
reached our 2020 UK ambition of 30% female 
senior leadership representation two years early 
(in 2018), there is still some way to go towards 
achieving our global aspirations of 35% female 
senior leader representation by the end of 2025 
and 40% by 2030 as set out in our Powering Lives 
D&I commitments.

2. Organisational change and our  
global approach to developing talent

Each year organisational changes affect our gender 
pay gap. For many years, Shell in the UK has also 
transferred UK employees around the world, and 
colleagues from overseas have moved to the UK to 
develop their careers. These moves, at both junior 
and senior levels of the organisation, influence 
our year-on-year results. In 2020, in response 
to challenges from the COVID-19 pandemic, 
we took steps to preserve cash, including a UK 
voluntary severance exercise and a global review 
of international assignments. This resulted in some 
employees repatriating to and from the UK from 
overseas and some leaving Shell. Both factors  
have affected our gender pay gap this year.  
During 2020, the economic conditions and 
our future footprint in the Energy Transition also 
prompted a global review of our organisation

https://www.shell.com/about-us/diversity-and-inclusiveness/gender-balance.html
https://www.shell.com/about-us/diversity-and-inclusiveness/gender-balance.html
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and portfolio to deliver our Powering Progress 
strategy. This has led to further reductions in the 
number of employees that work for Shell. While  
the result of this review is expected to feature  
in our 2022 gender pay gap disclosure, as we 
progress through our largest organisation-wide 
transformation to date, Shell remains committed  
to driving an inclusive culture. 

3. Women are under-represented  
in some specialist roles 

We are taking steps to address the under-
representation of women in jobs related to science, 
technology, engineering, and maths (STEM) subjects 
as well as trading and upstream. These roles attract 
higher pay partly because of a shortage of skills and 
competition in the market. We remain focused on 
addressing the under-representation of women in these 
roles by continuing to promote STEM subjects with 
a range of programmes for women and other less-
represented groups. We manage talent in upstream 
specialist and trader roles through placing gender-
neutral job adverts, supporting diverse resourcing 
panels and encouraging female leaders in trading 
to share their experiences. We also support women 
working offshore to drive gender parity, dispel myths, as 
well as inspire women to pursue STEM-related jobs and 
which have previously attracted more men than women.

4. The way bonuses are calculated  
in some of our businesses

Our mean gender bonus gap for Shell in the UK 
as a whole is almost entirely attributable to our 
gender bonus gap results for trading. It is common 
for trading positions to have a higher proportion 
of variable pay in the form of bonuses tied to 
individual and business performance. With more 
men in trading positions at Shell in the UK, this 
contributes to our gender bonus gap. The bonus 
gap is then more pronounced in years of strong 
business performance. There were no bonuses 
paid to most Shell in the UK employees in 2021, 
due to challenges arising from the COVID-19 
pandemic, however bonuses continued to be paid 
to employees in our trading business which delivered 
strong results. We have a proportionately higher 
representation of men in senior trading roles relative 
to women, which has contributed to our bonus  
gap in trading.

Despite short-term fluctuations, we expect to close 
our gender pay gap in Shell in the UK over the 
long term. We strive to increase representation of 
women at senior levels and in other parts of our 
businesses where women are under-represented. 
We are strengthening our policies and practices 
and focusing on our approach to recruitment and 

development in business areas where we face  
the greatest challenges. Shell in the UK will continue  
to hire, retain, and promote people based on merit. 
By removing barriers, widening our recruitment  
to attract diverse candidates, and supporting  
and developing employees, each of our businesses  
in the UK will also work towards our 2025  
and 2030 aspirations. 

Read more about our approach to close 
the pay gap.

Watch the video

https://www.shell.co.uk/about-us/powering-progress.html
https://www.shell.co.uk/careers/about-careers-at-shell/we-are-one-team/diversity-inclusion/diversity-pay-gap-report/our-approach.html
https://www.shell.co.uk/careers/about-careers-at-shell/we-are-one-team/diversity-inclusion/diversity-pay-gap-report/our-approach.html
https://www.youtube.com/watch?v=zYU_WI0hOyw
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UK legislation requires us only to calculate and 
publish our gender pay gap and bonus gap figures. 
However, we assess pay from a range of other 
perspectives, including those of our Black, Asian and 
Minority Ethnic (BAME) employees. We were one of 
the first in the industry to voluntarily publish ethnicity 
pay gap data and will continue to do so as part of 
our commitment to ensure an inclusive workplace 
for all. We continue to advocate for greater 
transparency externally on ethnicity pay data,  
for example, through our participation in Business  
in the Community’s race equality leadership team.

The ethnicity pay gap

The ethnicity pay gap shows the difference in the 
average pay and bonuses between BAME and  
non-BAME employees across an organisation, 
expressed as a percentage of average non-BAME 
pay. We use the same methodology as our gender 
pay gap reporting. However, 16% of our workforce 
have not yet provided data on their ethnicity, so 
our ethnicity declaration rate is not 100% and all 
calculations are based on a declaration rate of 84%. 
The 16% of our workforce who have not provided 
data cannot be included in our calculations.  

We also recognise that without a near 100% 
declaration rate on ethnicity, we cannot currently 
provide a complete picture of pay and bonuses 
across Shell in the UK from an ethnicity perspective. 
We will continue to strive towards increasing 
declaration rates to build a more complete 
workforce profile to track trends better and take 
more targeted action to further reduce any gaps  
in the future.
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Ethnicity split of Shell UK employees

BAME non-BAME

2019 2020 2021 2019 2020 2021

- 19.7% 24.9% - 80.3% 75.1%

Proportion of employees receiving a bonus

BAME non-BAME

2019 2020 2021 2019 2020 2021

- 82.4% 23% - 90.8% 37.3%

Mean and median of ethnicity pay and bonus gaps

Mean

2019 2020 2021

Pay gap - 8.5% 21.9%

Bonus gap - 9.3% -22.9%

Median

2019 2020 2021

Pay gap - 11.8% 27.1%

Bonus gap - 6.6% 0%

Proportion of employees in each pay quartile

BAME non-BAME

2019 2020 2021 2019 2020 2021

Upper - 16.4% 16.2% - 83.6% 83.8%

Upper Middle - 19.3% 19.5% - 80.7% 80.5%

Lower Middle - 29.7% 22.7% - 70.3% 77.3%

Lower - 20.6% 39.5% - 79.4% 60.5%

Shell in the UK ethnicity pay outcomes

The average ethnicity pay gap is 21.9%, an  
increase from 8.5% in 2020, and our ethnicity  
bonus gap has decreased to -22.9% from 9.3%  
in 2020. Within our BAME groups the pay gaps 
vary, and we continue to see the highest pay 
gaps when comparing the average pay of Black 
employees with the rest of our workforce. 
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Explaining our gap 

The key factors driving our ethnicity pay  
and bonus gap are:

3. Increased rates of ethnicity declaration  
– from 75% to 84%

There were an additional 640 employees (around 
9%) who declared their ethnicity in 2021 compared 
to 2020, which provides a more meaningful picture 
of the profile of our workforce, but it also makes 
year-on-year comparisons a challenge. We are 
proud of our continued efforts to increase ethnicity 
declaration, and with sustained appropriate 
targeted action, we expect to see the ethnicity pay 
gap close at Shell in the UK over the long term. 

4. Within certain of our employing companies 
in the UK, a large proportion of our BAME 
employees are employed in more junior roles

Shell Energy Retail Limited (SERL) saw ethnicity 
declaration rates rise to 91% in 2021 from 40% in 
2020 due to a joint effort between colleagues, 
leaders, and the people team, with the aim to 
support a better understanding of the makeup 
of the SERL workforce. Whilst BAME employees 
are generally well represented in SERL’s overall 
workforce, a larger proportion of BAME employees 
who shared their ethnicity in 2021 work in junior 
customer advisory roles. In order to continue to 
close the gap and drive a more proportionate 
representation at all levels in the business for BAME 
employees, SERL has introduced focused 

1. BAME employees are  
under-represented in senior roles 

While BAME employees make up 24.9% of our 
total UK workforce, overall BAME representation 
decreases as seniority increases, with 11.3% in senior 
roles which attract higher pay. To address this, we 
are working to implement recommendations from 
The McGregor-Smith Review, which considers the 
issues affecting BAME groups in the workplace.

2. The impact of global organisational change

Like our gender pay gap; our ethnicity pay gap 
is also affected by organisational change and 
talent movement into and out of the UK and Shell.  
These moves, at both junior and senior levels of the 
organisation, influence our year-on-year results. In 
2020, in response to challenges from the COVID-19 
pandemic, we took steps to preserve cash, including 
a global review of international assignments. That 
resulted in some employees repatriating to and from 
the UK from overseas. These factors have affected 
our ethnicity pay gap this year.

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/594336/race-in-workplace-mcgregor-smith-review.pdf
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Watch the video

OUR ETHNICITY PAY GAP FINDINGS 4/4

development initiatives ranging from internal 
programmes for aspiring leaders (such as mentoring 
schemes and internal development programmes), 
through to development programmes with 
external providers such as the Windsor Leadership 
Programme and The Talent Accelerator (developed 
by the Black British Business Awards). 

5. The way bonuses are calculated  
in some of our businesses

Bonuses paid in our trading business was one 
of the main factors contributing to a decrease in 
our ethnicity bonus gap for 2021. There were no 
bonuses paid to most Shell in the UK employees in 
2021 due to challenges arising from the COVID-19 
pandemic, which had an impact on our ethnicity 
bonus gap. The significant decrease in our ethnicity 
bonus gap for 2021 results from continued higher 
variable pay in trading roles, where we have  
a proportionately higher representation of some 
BAME ethnic groups in senior trading roles  
relative to other ethnic groups.

The steps we are taking

We continually strive to ensure that the 
representation and inclusion of employees at  
Shell in the UK is in line with the relevant UK  
working population and to remove barriers for 

BAME employees to reach senior levels. Within  
our BAME groups, the highest pay gaps occur when 
comparing the average pay of Black employees 
with the rest of our workforce. To drive progress 
towards addressing the underrepresentation of Black 
employees, in 2020 we introduced recruitment 
aspirations for 8% of our graduate and experienced 
hires to be from Black ethnic backgrounds by 
2025. This is an important part of our broader 
efforts to support BAME employees to participate 
in reciprocal mentoring, targeted development 
programmes and provide greater visibility of BAME 
role models for employees as they navigate their 
own careers. Shell in the UK will continue to hire, 
retain, and promote people based on merit. By 
removing barriers, widening our recruitment to 
attract diverse candidates, and supporting and 
developing employees, each business in the UK  
will also work towards ensuring representation  
and inclusion of BAME groups at Shell in the  
UK in line with the relevant UK working population.

Read more about our approach to closing  
the pay gap.

Equal pay vs ethnicity pay gap 

We are confident we pay equally for work  
of equal value, regardless of ethnic origin. We 
conduct regular analysis to ensure this is the case 
and engage openly with our employees  
on the mechanisms we have in place to ensure  
non-discriminatory pay practices. We do have 
an ethnicity pay gap, which is different. That is 
the difference in the average pay and bonuses 
between BAME and non-BAME employees across 
an organisation.

https://www.youtube.com/watch?v=1DmLkZS2kaI
https://eur02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwindsorleadership.org.uk%2F&data=04%7C01%7CC.Addison-Taylor%40shell.com%7C70f47fc528a949606c0008d9b0faa50e%7Cdb1e96a8a3da442a930b235cac24cd5c%7C0%7C0%7C637735412858167201%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000&sdata=Cc6raTWLoH6GX1oXB%2Fq7fKsavAtHYJpT5ucBXvBzq5k%3D&reserved=0
https://eur02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwindsorleadership.org.uk%2F&data=04%7C01%7CC.Addison-Taylor%40shell.com%7C70f47fc528a949606c0008d9b0faa50e%7Cdb1e96a8a3da442a930b235cac24cd5c%7C0%7C0%7C637735412858167201%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000&sdata=Cc6raTWLoH6GX1oXB%2Fq7fKsavAtHYJpT5ucBXvBzq5k%3D&reserved=0
https://eur02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.thebbbawards.com%2Fthe-Talent-Accelerator&data=04%7C01%7CC.Addison-Taylor%40shell.com%7C70f47fc528a949606c0008d9b0faa50e%7Cdb1e96a8a3da442a930b235cac24cd5c%7C0%7C0%7C637735412858172179%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000&sdata=UocNMR6LrXeCJLUqTJfKljx1QLwH3ntquMKl88tv6wU%3D&reserved=0
https://www.shell.co.uk/careers/about-careers-at-shell/we-are-one-team/diversity-inclusion/diversity-pay-gap-report/our-approach.html
https://www.shell.co.uk/careers/about-careers-at-shell/we-are-one-team/diversity-inclusion/diversity-pay-gap-report/our-approach.html
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Key

Mean and Median:  
The gender pay gap shows the difference between the mean 
(average) and median (mid-point) pay and bonus earnings 
of male and female employees, expressed as a percentage 
of male employee’s earnings. 

Proportion of males and females receiving a bonus:  
The proportion of male and female employees who were paid 
any amount of bonus pay. 

Proportion of males and females in each pay quartile band:  
The proportion of male and female employees in four quartile hourly 
rate pay bands ranked from lowest hourly rate to the highest hourly 
rate. It is done by dividing the workforce into four equal parts. 

Shell has 9 employing companies in the UK, 
employing over 6,000 employees. Of these 
companies, six employ 250 or more relevant 
employees as at 5 April 2021. The consolidated 
Shell in the UK outcomes are published on page 3. 
The methodology used in arriving at the outcomes 
is consistent with the Acas Managing gender pay 
reporting guidance updated in February 2019. The 
calculations include regular UK employees as well 
as expatriates where the employment relationship 
suggests a strong connection to the UK. The data  
is set out in the following table.

Shell International Trading  
and Shipping Company Limited

No. of employees 899

(+0.8%)

Mean and median pay and bonus

Mean Median

Gender 
pay gap

18.4% 17.7%

(-0.6%) (+0.1%)

Gender 
bonus gap

54.9% 16.9%

(-9.1%) (-36.0%)

Bonus received

Male Female

Shell UK Limited (Upstream)

No. of employees 1,501

(-1.6%)

Mean and median pay and bonus

Mean Median

Gender 
pay gap

13.1% 17.1%

(+0.8%) (+0.4%)

Gender 
bonus gap

10.3% 9.7%

(+21.2%) (+5.8%)

Bonus received

Male Female

Pay quartiles

Quartiles Male Female

Upper 84.5% 15.5%

Upper 
middle

88.3% 11.7%

Lower 
middle

84.8% 15.2%

Lower 65.6% 34.4%

Pay quartiles

Quartiles Male Female

Upper 72.4% 27.6%

Upper 
middle

74.7% 25.3%

Lower 
middle

65.8% 34.2%

Lower 49.6% 50.4%
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Shell International Limited

No. of employees 934

(-3.0%)

Mean and median pay and bonus

Mean Median

Gender 
pay gap

21.8% 19.3%

(-2.7%) (-2.1%)

Gender 
bonus gap

4.9% 0%

(-28.5%) (-62.8%)

Bonus received

Male Female

Pay quartiles

Quartiles Male Female

Upper 70.0% 30.0%

Upper 
middle

58.1% 41.9%

Lower 
middle

35.5% 64.5%

Lower 47.2% 52.8%

STATUTORY DISCLOSURE 2/2

Shell Information  
Technology Limited

No. of employees 396

(+8.1%)

Shell Energy Retail Limited

No. of employees 1,223

(+18.1%)

Mean and median pay and bonus

Mean Median

Gender 
pay gap

7.3% 13.3%

(-2.8%) (-0.7%)

Gender 
bonus gap

-25% 0%

(-38.0%) (-33.1%)

Mean and median pay and bonus

Mean Median

Gender 
pay gap

 12.5% 11.3% 

(-4.6%) (-1.2%)

Gender 
bonus gap

29.5%   25.0%

(+3.0%) (0%)

Bonus received

Male Female

Bonus received

Male Female

Pay quartiles

Quartiles Male Female

Upper 72.7% 27.3%

Upper 
middle

82.8% 17.2%

Lower 
middle

67.7% 32.3%

Lower 58.6% 41.4%

Pay quartiles

Quartiles Male Female

Upper 67.6% 32.4%

Upper 
middle

55.2% 44.8%

Lower 
middle

52.9% 47.1%

Lower 53.8% 46.2%

Shell International Petroleum 
Company Limited

No. of employees 1,144

(-2.1%)

Mean and median pay and bonus

Mean Median

Gender 
pay gap

19% 17.9%

(-2.5%) (+0.5%)

Gender 
bonus gap

24.4% 10.3%

(-19.2%) (-40.7%)

Bonus received

Male Female

Pay quartiles

Quartiles Male Female

Upper 76.6% 23.4%

Upper 
middle

70.6% 29.4%

Lower 
middle

47.6% 52.4%

Lower 58.4% 41.6%



www.shell.co.uk/diversitypay

https://www.shell.co.uk/careers/about-careers-at-shell/we-are-one-team/diversity-inclusion/diversity-pay-gap-report.html#iframe=L3dlYmFwcHMvZGl2ZXJzaXR5LXBheS1nYXAv
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