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This is the third year that we have published information on our 
gender pay gap across the Shell Group of Companies in the UK1. 
We continue to work hard to improve gender balance because it 
is fundamental to the success of our businesses.

We are confident that we pay our men and our women in the UK 
equally for work of equal value. However, our average 2019 
gender pay gap is 18.7%, slightly higher than the 18.6% of 2018. 
This year’s figures include the addition of around 1,000 employees 
of Shell Energy Retail Limited, which provides energy for UK 
households and which did not fall into the reporting requirements 
last year. On a like-for-like basis, our 2019 gender pay gap would 
be 15.1%, a 3.5% improvement on last year. 

Our gender pay gap is the result of two long-standing issues:  
fewer women than men in senior leader positions, and fewer women 
working in science, technology, engineering and mathematics 
(STEM) related roles or in other roles such as trading that attract 
higher levels of pay. Our gender pay gap also reflects wider 
issues, such as fewer women studying STEM subjects at university. 
Only 26% of UK graduates in STEM subjects are women, and in 
engineering and technology this figure is just 14%2.

We are building a more diverse and inclusive workplace at  
Shell in the UK. For example, we are training managers on 
inclusive behaviours, taking action to attract candidates with 
diverse backgrounds and improving our approach to flexible 
working. We have created mentoring programmes to support  
the next generation of female talent. 

We also continue to work with others. This includes our membership 
of the Energy Leaders Coalition, which brings together business 
leaders committed to improving gender diversity. It includes our 
support of the UK government’s leadership in gender equality and 
narrowing the gender pay gap.

We are constantly learning about how we can build a truly 
diverse organisation and we recognise gender balance is just 
one part of the story. That is why we will also publish our ethnicity 
pay gap data in 2020. This is something we have chosen to do 
because we believe in equality and transparency.

I am proud of the progress we have made so far but I am not 
complacent. We still have further to go in building a diverse 
workforce at Shell in the UK.

I confirm the gender pay gap data contained in this report for 
Shell 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).

1 Hereafter referred to as Shell in the UK. The companies in which Royal Dutch Shell plc directly and indirectly owns investments are separate legal entities.  
In this Report, “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.

2 Wise Statistics – Core STEM Graduates 2018.

Sinead Lynch  
UK Country Chair 

1UK COUNTRY CHAIR FOREWORD

http://powerfulwomen.org.uk/energy-leaders-coalition/
https://www.wisecampaign.org.uk/statistics/core-stem-graduates-2018/


Shell UK gender pay outcomes
On 5 April 2019, Shell in the UK employed more than 6,000 employees across 9 companies, where two-thirds are men and one -third women. Of these, six companies had 250 or more employees and are 
required to publish their gender pay gap data under UK law (available on page 12). However, as in 2017 and 2018, we have voluntarily published figures including all our employees, as this is both a more 
transparent and a more meaningful representation of our organisation in the UK.
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Gender split of  
Shell UK employees  
as of April 2019

The 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. For 2019, our average gender pay gap is 18.7%. This is compared to our pay gap of 
18.6% in 2018. In March 2019, Shell in the UK announced the rebranding of household energy provider 
First Utility to Shell Energy Retail Limited. Shell Energy Retail Limited’s figures are now included in the 
overall figures below and in the breakdown on page 12. If we were to compare like-for-like with 2018, 
excluding Shell Energy Retail Limited, our pay gap would be 15.1%, an improvement from our 2018 pay 
gap of 18.6%. We also saw an increase in the proportion of women in our upper pay quartile.

Mean and median pay and bonus gap

MEAN MEDIAN

YEAR 2017 2018 2019 2017 2018 2019

Gender Pay Gap 22.2% 18.6% 18.7% 23.4% 17.1% 21.5%

Gender Bonus Gap 43.2% 38.7% 35.1% 25.5% 21.8% 22.3%

Shell UK     

Proportion of employees in each pay quartile band

MALE FEMALE

PAY QUARTILE 2017 2018 2019 2017 2018 2019

Upper 78.1% 76.3% 74.7% 21.9% 23.7% 25.3%

Upper Middle 74.5% 71.8% 72.7% 25.5% 28.2% 27.3%

Lower Middle 70.2% 70.8% 64.9% 29.8% 29.2% 35.1%

Lower 46.9% 51.3% 53.1% 53.1% 48.7% 46.9%

Proportion of employees receiving a bonus

MALE FEMALE

2017 2018 2019 2017 2018 2019

97.5% 96.5% 87.0% 97.5% 97.1% 80.2%
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Understanding the change
Three factors explain our year-on-year results:

1. Our focus on helping all employees fulfil their 
potential – our inclusive culture shapes how we  
support employees to manage and develop their careers.  
This has led to an increase in the number of women 
in senior positions throughout the organisation.

2. Changes to the structure of our UK business –  
this includes the closure of our Glasgow office  
and the acquisition of First Utility and subsequent 
rebranding to Shell Energy Retail Limited in  
March 2019.

3. Adopting a global approach to developing talent 
– for many years, Shell in the UK has transferred talented 
UK employees around the world, and colleagues from 
overseas have come to the UK to develop their careers. 
These moves, at both junior and senior levels of the 
organisation, influence our year-on-year results.

All these factors mean that in the short term, our results may 
change but that in the longer term, we expect to see the 
gender pay gap close at Shell in the UK. 
 

Explaining our gap
We continue to make progress towards gender balance. 
However, as shown by our results, we still have a gender pay 
gap. This is for the same reasons we set out in our 2018 report: 

 More men than women in senior positions.  
We have improved, but there is still some way to go.

 Women are under-represented in some specialist roles. 
Roles linked to STEM subjects and trading attract higher pay 
because of a scarcity of skills and competition in the market. 
We are addressing this by aiming to increase the number  
of women in specialist roles, but structural challenges mean  
it will take time.

 The way bonuses are calculated in some of our 
businesses. It is common for senior positions to have a 
higher proportion of variable pay in the form of bonuses  
tied to individual and business performance. As we have 
greater representation of men in senior positions, this 
contributes to our bonus gap and this is heightened in  
years of strong business performance such as 2018. 
Additionally, higher variable pay in trading roles, where  
we have fewer women, creates a greater bonus gap. 
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Equal pay vs gender pay gap
We are confident we pay men and women equally for work 
of equal value. We conduct regular analyses 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 a gender pay gap, which is different. That is 
the difference in the average pay and bonuses of all men 
and all women across an organisation. To find out more 
view our video.

For decades, our industry has employed significantly more men 
than women. Many of our employees stay with the Group for long 
and fulfilling careers, in a variety of roles — something we are proud 
of. But low levels of turnover means that change will take time.  
We are committed to increasing the number of women in our 
company. We are improving our policies and practices in the UK, 
and are taking a targeted recruitment and development approach 
in the business areas where we face the greatest challenges. 

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


We aim to create a culture that allows all our employees to bring their whole selves to work, be their best and thrive and perform well. Why? Because it is good for our people and it is good for our business.  
As set out in our 2017 and 2018 reports, we base our approach to improving diversity and inclusion (D&I) – and through that gender balance – on four pillars for all of Shell in the UK:

1. Visible leadership
The leaders of Shell in the UK are committed to ensuring equal opportunities for all employees. To achieve this, they take visible  
actions, such as sponsorship of our diversity pillars (disability, ethnicity, gender, LGBT+ and inclusion) and employee networks, contributing 
towards the shaping of our policies, leading group discussions on diversity and inclusion, and role-modelling inclusive behaviours. In 2019,  
Shell in the UK was recognised by The Times newspaper as a Top 50 Employer for Women. As well as being visible leaders through active 
external partnerships and using our voice to be advocates of change, we also aspire to show leadership within our own Shell community. 
Some examples of this include: 

  Recognition of teams and individuals who have made a 
difference in promoting diversity and building a more inclusive 
workplace through our Country Chair Awards. These awards 
raise awareness of good practice around the UK and highlight 
the importance of diversity and inclusion, demonstrating how it sits 
at the heart of our organisation. Last year, the Digital Innovation 
team in our Marketing business won the Team Award. Their work 
in recruitment, mentorship and culture has helped build a more 
gender-balanced team in an area of our business where women 
are traditionally under-represented. Jodie Greer, IT Accessibility 
Lead, won the Individual Award for championing disability in the 
workplace. She developed a workshop to help teams be more 
comfortable talking about disability, an intervention which was 
also featured in a Business Disability Forum blog. 

 The launch of the third phase of our global ‘Close the  
Gender Gap’ series across social media, reaching thousands 
of people and demonstrating Shell’s commitment and actions 
regarding gender equality. The campaign aims to act as a 
reminder that small, daily conversations which are biased 
– consciously or unconsciously – can undermine people’s 
confidence and hold them back in their careers. It encourages  
us all to create the right culture and environment, one where 
people are aware of the impact of their words and actions. 
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Let’s close the gender gap

In the years ahead, our leaders will continue to drive progress towards gender balance. Shell in the UK will make sure they have the  
support and training they need to build a more balanced workforce.

https://www.youtube.com/watch?v=CkB5ij0bwp4


2. Inclusive culture
Inclusion is embedded in everything we do, from recruitment and how teams work together, to our culture of safety and care and leadership development. We aim to reflect the community in which we live  
and to create an environment that is diverse, where all employees are supported to develop, thrive and deliver strong performance. Supported by our employee networks, we aim to build a culture of trust  
and respect, which values inclusion as a key enabler of employee engagement and business outcomes. This year, we have: 

 Brought to life our commitment to flexible working by 
showcasing stories of Shell employees who work flexibly. 
With these stories, we aim to inspire others and emphasise 
our commitment to support employees as they manage 
the demands of modern life. Our refreshed approach to 
flexible working was based on feedback from employees 
and recommendations by an independent review led by 
Timewise, a UK flexible working consultancy. We now 
provide clearer guidance and practical advice to both 
employees and line managers to overcome perceptions 
and challenges, and help male and female employees 
understand how flexible working can be achieved. 

 Built on the success of 2018 by continuing to hold  
quarterly Diversity and Inclusion days, facilitating a regular 
company-wide dialogue to build understanding. This year, 
our gender equality network widened the conversation to 
men by holding male-specific engagements and question 
and answer sessions on gender balance. Our LGBT+ Network 
recognised International Day Against Homophobia and 
Transphobia with a transgender inclusion event. 

 Continued to champion mental health awareness and to 
encourage people to be open about their experiences to 
reduce the stigma surrounding mental health. We recognised 
UK Mental Health Awareness week with a video featuring 
senior leaders, and with personal stories and panel discussions 
highlighting the importance of caring for our employees and 
the support available. In addition, a number of teams and 
leaders have participated in Mental Health Champion training 
to further demonstrate our commitment to create support 
mechanisms within teams.

Shell in the UK aims to be a supportive employer. This year we have reviewed our family care and flexible working policies and processes with the aim of being more in tune with modern life and more considerate 
of feedback from employees, the Equal Lives Survey and Stonewall. We will continue to review our family and care policies to position ourselves as a progressive employer that supports our employees as they 
balance caring for loved ones with a rewarding career.
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Seb Spears 
Manager OD & Learning Finance, 
featured in our recent flexible working 
employee story campaign, having taken 
shared parental leave twice after the  
birth of his two daughters.

“ My manager was really supportive. Our team planned ahead and prioritised 
the work, so both times I could take the leave to bond with my new daughters.”
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Alexandra Lawson 
Hydrocarbon Scheduler in Aberdeen, was winner 
of the Women in Science and Engineering (WISE) 
‘One to Watch’ Award, which recognises women 
under the age of 25 who are working to change  
the image of girls and women working in STEM.

“ My vision is clear - I am so proud to be one of the current females 
striving for one million UK Women in STEM by 2020. I am on a 
mission to inspire others and light their spark for science and 
engineering, just like others did for me.”

3. Holding ourselves accountable
We use data to measure the effectiveness of our initiatives. In the 14 years from 2005, the number of female senior leaders  
has more than doubled from 12% to over 30% as of Q1 2019. Recruitment is critical in our ability to reach our ultimate ambition  
of gender balance. 

  In the last twelve months, our graduate female hiring 
has been above 50%, and we expect this to continue. 
For experienced professionals, we have averaged more 
than 40% female hiring over the same period. Despite 
a challenging environment for recruitment in technology 
and technical roles, our goal is to continue to recruit 40% 
or more females in the UK as part of our experienced 
professional hires.

  While our ultimate aim is to achieve gender balance,  
we continue to work towards our near-term ambition 
that 30% of senior leaders in the UK will be female by 
2020, rising to 35% by 2025. We have achieved our 
first ambition, reaching 30.2% female senior leaders by 
the first quarter of 2019. To ensure we meet our 2025 
ambition, we will continue to use mentoring, sponsorship 
and development programmes, enabled by our approach 
to flexible working. Senior leaders are accountable for 
developing talent within their business and delivering results. 

  We continue to monitor UK diversity and inclusion every 
quarter, and every year through our diversity and inclusion 
index, following the annual employee opinion survey.  
This helps us measure the effectiveness of our plans, identify 
any obstacles and take subsequent action. Succession 
planning and identification of talent are essential to ensure 
a balanced pipeline of talent from a diverse range of 
backgrounds. To achieve this, we ensure our internal hiring 
process encourages a diverse range of applicants. We check 
for bias and diversity skews in recruitment, performance 
calibration and assessments of leadership potential.
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4. Attracting and developing talent
Shell’s ability to thrive through the transition to lower-carbon energy relies on attracting and developing the broadest possible range 
of talent. This means two things: attracting diverse candidates at different stages in their careers and appealing to different groups of 
people. In 2019, we:

  Completed our first Return to Work Programme for external 
applicants, which offered talented individuals who have 
taken a career break a flexible route back into the workforce, 
with a six-month role. The programme was a success with 
each returner gaining relevant experience, and bringing 
fresh perspectives to their teams. Through mentoring and 
coaching, returners were also able to re-build their 
confidence in the workplace. We have launched the 
programme for a second year. 

  Continued to be a Principal Partner of This is Engineering, 
a multi-year campaign to transform perceptions of 
engineering among 13-18-year olds. This is Engineering is 
looking to re-ignite interest in the profession by talking to 
young people about the engineering that shapes the things 
they love, such as sport, fashion and technology. It also 
provides information on careers for tomorrow’s engineers. 

  Inspired young people to study STEM subjects. We held Make 
the Future Live London, which was attended by more than 1,000 
school students. The event included a ‘Big Assembly’, hosted by 
television presenter and mathematician Rachel Riley which was 
streamed live to 17,000 students and teachers across the country. 
The theme of the Big Assembly was ‘inspiring careers that are 
changing the world’ and the many routes into engineering. 

  We invested in three national student programmes: Tomorrow’s 
Engineers Energy Quest, The Bright Ideas Challenge and 
Connecting STEM teachers. These help teachers deliver the 
science and maths curriculum in a fun and engaging way, while 
providing students with information on STEM careers. To encourage 
female representation in STEM, our leadership on the Girls in Energy 
programme, a one-year course targeted at girls aged 14–16 in 
secondary education, is designed to open young women’s eyes  
to the energy industry’s wealth of career opportunities. 

Rachel Humphreys 
IT Project Manager,  
shares her experience of the 
Return to Work Programme.

“ I joined the Shell Return to Work Programme after a four-year career break. It was  
a rewarding and exciting opportunity, which enabled me to re-immerse myself into 
professional life. I have been able to both leverage and refresh my existing skills, whilst 
building new professional experience. The support and flexibility have been invaluable 
in making my return to the workplace not just feasible but enjoyable and worthwhile.”

Finding new ways to attract, engage and hire diverse talent – and through that, achieving better gender balance – will remain a priority 
in the years ahead.
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http://www.bigassembly.org/on-demand/


External partnerships
We collaborate with partners, from our peers in the energy industry to charities and organisations to help us build a more 
balanced workforce. Working with others helps us stay up-to-date with best practices, co-operate on issues across the energy 
industry and share our successes and challenges. Some recent examples include: 

  Continuing to work in partnership with POWERful Women 
(a UK initiative promoting the growth and development 
of women in the energy sector) and the Energy Leaders 
Coalition, comprising eight of the leading CEOs from the 
UK’s energy sector. We meet quarterly to drive progress 
within the sector. We contributed to the first POWERful 
Women report identifying the barriers to gender balance  
in our sector, and initiatives to overcome them. 

  Our ongoing partnership with Business in the Community 
(Prince’s Responsible Business Network) helps us lead 
change in the wider UK business community. Caroline 
Missen and Roland Ilube, two senior Shell UK leaders,  
sit with senior executives from other companies on the 
Business in the Community leadership teams for Gender 
and Race Equality respectively. These teams provide 
strategic guidance, share expertise and experience and 
shape the agenda for action for businesses. Shell UK 
signed the Race at Work Charter, developed by the  
UK government and Business in the Community, committing 
to five principles designed to drive the recruitment and 
progression of employees from ethnic minorities. 

  The Chief Executive Officer of Royal Dutch Shell plc, 
Ben van Beurden, has signed up to the Valuable 500 
(a campaign to sign up 500 organisations to commit to 
disability being on the leadership agenda). This reinforces 
our commitment to accountability and accelerates action 
on disability inclusion. This is alongside our long-standing 
partnership with the Business Disability Forum (a not-for-profit 
organisation offering advice to support customers and 
employees with disabilities). Our partnership with MyPlus 
Consultancy, (a consultancy working with students with 
disabilities) further supports our efforts in student recruitment. 

  We continue to partner with leading organisations to 
understand how we can build a more inclusive business.  
For example, we work with Women in Science and Engineering 
(WISE) on gender balance in science, technology and 
engineering, with Stonewall (a campaigner for LGBT equality 
across the UK) on their equality index, and with the 
Royal Academy of Engineering to broaden the appeal of 
engineering and address the skills gap. Ben van Beurden  
has endorsed the United Nations LGBTI Standards of 
Conduct for Business, which support tackling discrimination 
against lesbian, gay, bi, trans and intersex (LGBTI) people. 
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http://powerfulwomen.org.uk
http://powerfulwomen.org.uk/wp-content/uploads/2019/05/PfW-ELC-Anniversary-Report.pdf
http://powerfulwomen.org.uk/wp-content/uploads/2019/05/PfW-ELC-Anniversary-Report.pdf
https://www.bitc.org.uk/race-at-work-charter-signatories/


Some areas of our company, like Legal and Human Resources, have gender balance. Others, like our Commercial and Marketing business, continue to make strong progress. But there are areas where we need 
additional focus, such as Shell Energy Retail Limited, Projects and Technology, and our Shipping and Maritime organisation. These businesses face specific and differing challenges in reaching gender balance. 
Recognising this, we have taken action to improve the representation of women, and achieve better gender balance, in these areas.

CASE STUDY: Shell Energy Retail Limited – Modernising working patterns and family care policies were game changers for attraction, engagement and retention

In March 2019, Shell in the UK announced the rebranding of First Utility to Shell Energy 
Retail Limited. Shell Energy Retail Limited provides British homes with 100% renewable 
electricity, as well as gas, broadband and smart home technology. It is a business that 
has grown rapidly, and now employs 1,000 people in Coventry and London.

John Wrighthouse, Chief People Officer at Shell Energy Retail Limited said, “We aim  
to deliver a best-in-class customer experience, underpinned by highly skilled and 
engaged people. Achieving gender balance and closing the gender pay gap is 
integral to delivering this ambition. For 2019, our average gender pay gap is 16.2%,  
an improvement of 5.1%. This is linked to our efforts in recruiting more women in our  
core jobs, in order to improve our talent pool.

“There are two main reasons why we may have a gender pay gap at Shell Energy 
Retail Limited, and we are determined to tackle them. First, we have disproportionately 
more men than women in senior positions. Second, as a technology-driven company, 
we employ a large number of people focused on IT software development who 
typically earn more than our mean salary. The reality of the UK labour market means 
that there are fewer women available for these roles.”
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Kerrie-Marie 
Arthurton 
Associate Designer  
(Business Technology Group)

“ Being able to work on a fixed shift helped me pursue my career while 
having a family balance. I couldn’t be more grateful for the opportunity  
and it shows that Shell Energy Retail Limited recognises that working mums 
have a lot to contribute to the business success.”

Building the future — In partnership with Engineering UK  
(a not-for-profit inspiring tomorrow’s engineers) we are working 
with secondary schools based around Coventry to encourage 
female students to consider a STEM-related career.

Work-life balance — From 2018, our colleagues in the  
Customer Service teams can choose the work shifts that best suit 
them. This makes it much easier for working parents to manage 
their commitments and has increased the proportion of female 
colleagues to 46% of our workforce, a 12% rise from 2017. 

Enhanced maternity and paternity pay — In 2018, we 
responded to employee feedback and replaced statutory 
maternity, adoption and paternity leave with enhanced offers, 
signalling our intent to support colleagues as they manage  
the demands of parenting.

Recruiting differently — We have changed our recruitment 
methodology, moving away from assessing a candidate’s 
experience to a methodology that focuses on assessing 
capabilities. This has increased our ability to attract a wider  
range of candidates and has seen proportionately more women 
applying for roles, resulting in better gender balance.

Inspiring female leadership — We invest in our female  
colleagues with individual development programmes,  
supporting female talent to progress through the organisation.



Kari Jordan 
Digital Product  
Manager Lead

“ Small steps around the big topic of gender balance are an effective way of getting everyone talking  
and taking actions themselves. A video takes just 30 minutes to shoot, training sessions – 45 minutes.  
Little and often is a great way to get the team involved. This is not an agenda for leaders alone.  
It’s an agenda everyone needs to participate in to make a change.“

CASE STUDY: Digital Centre of Excellence in Projects and Technology – Diversity key to innovation and digital transformation

The Digitalisation and Computational Science Centre of Excellence 
was created in 2018 to bring together expertise that supports the 
delivery of digital projects and incubates emerging technologies. 
Core competencies in this team include data science, computational 
science, digital product management, digital engineering and 
innovation. It is especially hard to attract females into these disciplines 
as there is a lower proportion (26%)3 of female graduates with the 
relevant (STEM) backgrounds. Competition in the external market is 
fierce as many other companies are also building these skills in an 
era of digitalisation and are trying to attract the same, limited pool  
of female talent into their teams. 

From the start, it was essential to create a culture and an employee 
value proposition that would be attractive to women and bring in 
greater cultural diversity; both in terms of recruitment, as well as 
retention of females in the team. This needed a pro-active approach 
and visible actions. 

We have taken steps that can also be replicated in other parts of 
the organisation which are responding to digitalisation and building 
the same skills. Some of the actions we have taken include:

  Creating an open culture where the agenda for gender balance and diversity 
in the team is a top priority. This agenda is taken seriously and is discussed at 
most leadership and team meetings. All team leaders are champions of gender 
balance and diversity.

  Mentoring and coaching for females in the Digital and Computational Science 
Centre of Excellence. This provides a better support structure and gives our leaders 
insights into how we need to shape the team and culture of a future organisation to 
better support gender equality.

  Shared videos of female leaders across Projects and Technology talking about 
their experiences of working in heavily male-dominated teams and what attracts 
them to work in Shell.

  Presence and presentations at external forums and conferences that attract 
females with the backgrounds we seek for recruitment and networking purposes.

As a result, we celebrated having 60% female representation in one of our digital teams 
this year and achieved 30% females overall in the Digital Centre of Excellence by the 
end of August 2019. Our team spans four generations, and 23 nationalities in terms of 
overall diversity. It is not yet enough but it is an encouraging start. It shows what can be 
achieved in the short space of a year by placing emphasis on the diversity agenda.
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3 Wise Statistics – Core STEM Graduates 2018.

https://www.wisecampaign.org.uk/statistics/core-stem-graduates-2018


Catherine Hall 
Commercial and Strategy 
General Manager,  
Shipping and Maritime

“ While we recognise that there is no quick fix, we are already seeing improvements. Shipping and Maritime has achieved a 50/50 gender 
balance in our Leadership Team of 12 colleagues for the first time in our 125-year history. We have achieved this success in an industry where 
female executives are traditionally under-represented. Additionally, 110 men and women recently joined our Women in Maritime networking 
event in London, showing the real energy from across our business to make our workplace more representative of the societies in which we 
operate. I’m very proud of our commitment to date, and I look forward to our continued progress.”

CASE STUDY: Shipping and Maritime – Charting a course to gender balance

In our Shipping and Maritime business, our employees ensure that 
Shell can continue to provide its products and services worldwide. 
From optimising the journey of a ship delivering liquefied natural  
gas from Australia to Japan, or fuels from Rotterdam to Singapore, 
we know our people make the difference. 

In a traditionally male-dominated, hierarchical industry, where many 
leaders started their careers at sea before moving to shore-based 
roles, gender balance has for a long time seemed out of reach.  
We set out to change that.

In today’s rapidly changing business environment, having gender 
balance is essential to ensure our business thrives. So we are looking 
at everything we do, from changing the way we recruit, to setting 
clear ambitions on diversity in the annual performance measurement 
of our leadership. But of course, making sure we have the right 
working environment matters too. Our leaders require the skills to 
lead a workforce that welcomes everyone, fosters diversity of  
thought and ensures safety and care for our people.

For this reason, we have put in place new leadership training to develop these skills. 
It is a programme that focuses on four key aspects of leadership:

 Inclusion: creating clarity, inspiring colleagues and building common ground

 Diversity: focusing on benefits of gender diversity and identifying and eradicating 
existing biases

 Talent development: ensuring diversity is consistently considered throughout  
the recruitment process at all levels, including experienced hires, graduates  
and cadetships

 Coaching: a peer-to-peer coaching programme for senior leaders, to develop 
core team leadership skills

We aim to build a culture that cares for all people. Our Mental Health Champions 
programme gives leaders the skills they need to support well-being in their teams and 
increase awareness of mental health and resilience. We have also rolled out the  
Big White Wall across our Fleet organisation, which allows people to anonymously 
raise any mental health issues they are concerned about. We believe that these types 
of initiatives are an important way of building a culture of care and inclusion.
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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 2019. The consolidated Shell in the UK outcomes are 
published on page 2. The methodology used in arriving at the outcomes is consistent with the Acas Managing gender pay reporting guidance of March 2017. 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 below. 

Proportion of employees  
in each pay quartile

PAY QUARTILE MALE FEMALE
Upper 74.8% 25.2%
Upper Middle 72.3% 27.7%
Lower Middle 71.0% 29.0%
Lower 53.1% 46.9%

Shell International Trading  
& Shipping Co. Limited 

Proportion of employees  
in each pay quartile

PAY QUARTILE MALE FEMALE
Upper 84.9% 15.1%
Upper Middle 87.6% 12.4%
Lower Middle 83.6% 16.4%
Lower 68.1% 31.9%

Shell UK Limited

Proportion of employees  
in each pay quartile

PAY QUARTILE MALE FEMALE
Upper 64.7% 35.3%
Upper Middle 70.9% 29.1%
Lower Middle 55.1% 44.9%
Lower 44.9% 55.1%

Shell International Petroleum 
Company Limited

Proportion of employees  
in each pay quartile

PAY QUARTILE MALE FEMALE
Upper 73.0% 27.0%
Upper Middle 61.1% 38.9%
Lower Middle 50.0% 50.0%
Lower 35.2% 64.8%

Shell International Limited

Proportion of employees  
in each pay quartile

PAY QUARTILE MALE FEMALE
Upper 91.5% 8.5%
Upper Middle 78.7% 21.3%
Lower Middle 72.3% 27.7%
Lower 56.4% 43.6%

Shell Research Limited

Mean and median pay and bonus

MEAN MEDIAN
Gender  
Pay Gap 23.2% 15.1%

Gender  
Bonus Gap 55.3% 28.2%

Mean and median pay and bonus

MEAN MEDIAN
Gender  
Pay Gap 9.1% 18.7%

Gender  
Bonus Gap 3.0% 8.8%

Mean and median pay and bonus

MEAN MEDIAN
Gender  
Pay Gap 16.6% 13.5%

Gender  
Bonus Gap 49.9% 40.8%

Mean and median pay and bonus

MEAN MEDIAN
Gender  
Pay Gap 25.7% 23.1%

Gender  
Bonus Gap 35.2% 58.6%

Mean and median pay and bonus

MEAN MEDIAN
Gender  
Pay Gap 27% 23.2%

Gender  
Bonus Gap 42.1% 56.1%

Mean and median pay and bonus

MEAN MEDIAN
Gender  
Pay Gap 16.2% 13.7%

Gender  
Bonus Gap 29.4% 23.2%

Proportion of employees  
in each pay quartile

PAY QUARTILE MALE FEMALE
Upper 68.8% 31.2%
Upper Middle 57.8% 42.2%
Lower Middle 51.6% 48.4%
Lower 53.6% 46.4%

Proportion of employees  
receiving a bonus

Proportion of employees  
receiving a bonus

Proportion of employees  
receiving a bonus

Proportion of employees  
receiving a bonus

Proportion of employees  
receiving a bonus

MALE 97.2%

FEMALE 98.2%

Proportion of employees  
receiving a bonus

MALE 97.4%

FEMALE 97.2%

MALE 97.7%

FEMALE 97.1%

MALE 95.2%

FEMALE 96.0%

MALE 95.4%

FEMALE 98.9%

MALE 31.8%

FEMALE 23.3%

Shell Energy Retail Limited

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. 
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