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1 Hereafter referred to as Shell in the UK. 
2 Wise Resources 2018.

We have continued to work hard in the past 12 months to improve 
the gender balance across the Shell Group of Companies in the UK1.

Everyone should have the opportunity to fulfil their potential and 
improving the gender balance is fundamental to the success of our 
business. We need to attract the best minds and build a culture 
where every voice can speak up and every voice is heard.

We are confident that we pay our men and our women in the UK 
equally for work of equal value. However, we have an average 
2018 gender pay gap across our organisation of 18.6%. It is 
caused by the same factors we reported in 2017: fewer women 
than men in senior leader positions, fewer women in specialist 
roles attracting higher levels of pay and, over many years, 
relatively fewer women studying engineering at university.  
In the UK, 24% of graduates in science, technology, engineering 
and mathematics (STEM) subjects are women and in engineering 
and technology this figure is 14%2.

When we compare our results to 2017, we see an improvement  
from 22.2%. This is partly down to the measures we are putting 
in place. But we should also recognise that as a global business, 
employees moving to and from the UK will affect our numbers,  
as will restructurings, mergers and divestments. 

These factors mean our annual figures will not necessarily show 
linear improvement. What will be consistent however, is our 
commitment to bring balance to our business. I firmly believe our 
actions will reduce the gender pay gap in the long term.

This report sets out the work we are doing to improve our policies and  
practices within Shell in the UK and shows how we are working 
with others to accelerate progress in our sector. I have joined a new  
coalition of energy leaders in the UK who wish to work together to  
improve the representation of women at all levels in our industry. We are  
sharing the approaches that work and the lessons we have learned. 

We continue to support the UK government’s leadership in gender 
equality, and the requirement for companies to publish their gender 
pay gap data. We will work with the government and our partners 
to improve balance in the UK and narrow the gender pay gap.

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).
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Sinead Lynch  
UK Country Chair 

UK COUNTRY CHAIR FOREWORD

https://www.wisecampaign.org.uk/statistics/core-stem-graduates-2017/


OUR FINDINGS

Shell UK Gender Pay Outcomes

On 5 April 2018, Shell in the UK employed more than 5,000 people across 12 companies, where two thirds are men and one third women. Of these, five companies had 250 or more employees and are 
required to publish their gender pay gap data under UK law (available on page 11). However, as in 2017, we have voluntarily published figures including all our people, as this is both a more transparent and 
a more meaningful representation of our organisation in the UK.
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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 2018, our average gender pay gap is 18.6%. This is an improvement from 22.2% in 2017. 

Pay quartiles help us understand the distribution of men and women throughout an organisation. When we 
compare our 2018 results to 2017, we see an increase in the proportion of women in our upper and upper 
middle quartiles, and a proportional decrease of women in the lower quartile.

Mean and median pay and bonus gap

MEAN MEDIAN

YEAR 2017 2018 2017 2018

Gender Pay Gap 22.2% 18.6% 23.4% 17.1%

Gender Bonus Gap 43.2% 38.7% 25.5% 21.8%

Shell UK     

Proportion of employees in each pay quartile band

MALE FEMALE

PAY QUARTILE 2017 2018 2017 2018

Upper 78.1% 76.3% 21.9% 23.7%

Upper Middle 74.5% 71.8% 25.5% 28.2%

Lower Middle 70.2% 70.8% 29.8% 29.2%

Lower 46.9% 51.3% 53.1% 48.7%

Proportion of employees receiving a bonus

MALE FEMALE

2017 2018 2017 2018

97.5% 96.5% 97.5% 97.1%
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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 analysis to ensure this is the  
case and share that methodology openly with our employees.

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 – something we are proud of. But low 
levels of turnover means that change will take time. We are 
committed to seeing this change through, with a UK-wide 
approach which improves our policies and practices, and with  
a targeted approach in the business areas where we face the 
greatest challenges.

Understanding the change

There are three reasons which explain our  
year-on-year results:

1. Our continued focus on helping every employee fulfil  
their potential – through how we manage careers and 
development and how we create an inclusive culture.

2. Changes to the structure of our UK business –  
this could include changes to our global business that 
have an impact in the UK or UK-led changes such as the 
significant divestment in 2017 of part of our Upstream 
business in the North Sea.

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 here to train and develop. 
These moves, from junior to senior levels, influence our 
year on year results.

These reasons mean that in the short term our results will 
change – either way – but in the longer term we will see  
the gender pay gap close at Shell in the UK.

Explaining our gap

We have seen an improvement compared to last year,  
but we still have a gender pay gap. This is for the same 
reasons we set out in our 2017 report:

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

 Women are under-represented in specialist roles. 
Engineering and trading attract higher pay because  
of scarcity of skills and competition in the market.  
We are addressing this, but it will take time.

 The way bonuses are calculated in some of our 
businesses. Higher variable pay in trading roles, where 
we have fewer women, creates a greater bonus gap. 
This has a significant impact on specific businesses as  
well as on our overall UK figures.

Caroline Missen

Business Advisor to Downstream 
Director / Chair of UK Gender 
Equality network

“ Across Shell in the UK – from our offices to our 

platforms in the North Sea – we want all our 

employees to have an equal opportunity to  

fulfil their potential.”

https://www.youtube.com/watch?v=wMoyZBs86dc&t=40s
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We are focusing on creating a culture that allows our employees to bring their whole selves to work and be their best. Why? Because it’s good for our people and it’s good for our business. As set out in our  
2017 report, we base our approach to improving diversity and inclusion – and through that gender balance – on four pillars for all of Shell in the UK:

1. Visible Leadership

The men and women leading our organisation are committed to equal opportunities for all. They shape the policies and role model 
the behaviours we need to achieve this, which will help our gender balance. We also look to be visible leaders outside Shell in the 
UK, helping shape the conversation in wider society. In 2018, we:

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

Bernadette Williamson
General Manager, Retail UK

“ As a leader, I set the tone in the organisation.  

It’s my job to ensure everyone continues to have  

a fair chance and every voice is heard.”

  Introduced quarterly diversity and inclusion days, with 
our first on International Women’s Day. The Leader of our 
UK Upstream business started the conversation with a 
personal blog about why gender equality matters to him 
and his organisation. He then challenged teams across the 
UK to share their experiences and discuss what steps they 
could take to help #pressforprogress.

 Launched a campaign to ‘Close the Gender Gap in 
Engineering and Technology’ across social media, 
reaching thousands of people. Inspired by interviews 
with female engineers, the campaign highlights the 
uncomfortable realities women in STEM industries can 
face. Through it, we helped start an honest conversation 
about the challenges the energy industry faces and  
how we can overcome them.

Close the Gender Gap in Engineering  
and Technology

https://www.youtube.com/watch?v=RT8kzq_GRuY


OUR APPROACH 5

John Abbott
Downstream Director

“ By listening to our staff at all levels of the organisation, 

we get a better understanding of the barriers to 

achieving gender balance and we can work on 

solutions together.” 

2. Inclusive Culture

We work hard to create an environment where all employees can succeed in their career and deliver for the business. Supported 
by our employee networks, we do this by building a culture which understands and values our differences; and by being transparent 
with our employees to build trust and respect. This year, our efforts have seen us:

In 2019, our efforts around flexible work will continue as we engage employees and line managers further on our philosophy and 
our approach. We will explain to employees how they can get the support they need.

 Focus on our flexible working policies, to support  
both men and women as they manage their work and 
personal commitments. We held focus groups with our 
employees, participated in Business in the Community’s 
Equal Lives survey and worked with an independent 
auditor to improve our policies and make them more 
accessible to all.

 Host Equal Pay in Shell: Do you believe it? 
engagements. After publishing our 2017 report, 
employees had many questions about equal pay.  
Our UK leaders held sessions explaining: our pay  
policies, how we ensure equal pay and how we  
monitor pay throughout Shell in the UK to ensure  
equal pay for work of equal value. 
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Max Brouwers
VP Exploration, Europe, 
Russia and Caspian

“ We’ve made real progress, but we must do more.  

I welcome the ambitious plans to ensure our men  

and women reach their potential.”

3. Plans

We use data to drive progress and measure the effectiveness of our initiatives. We said last year that in the 12 years from 2005  
to 2017, the number of female senior leaders in the UK more than doubled from 12% to 26.8% as of Q1 2017. In the last 12 months  
this upward trend continued to 28.1%. In recruitment, the number of female experienced hires in the UK continues to rise at 42.1% 
in the year to April 2018, up from 35.1% in 2005. Today, more than 44.0% of our graduate roles are held by women. There is 
always more to do, which is why in 2018 we have:

First and foremost, we will continue to operate a meritocracy, but each business in the UK will also work towards our 2020 and 
2025 aspirations by making sure we recognise female talent early and by making sure our internal hiring process encourages a 
diverse range of applicants.

 Set the new aspiration that 30% of senior leaders in the 
UK will be women by 2020, rising to 35% by 2025. We 
will use a comprehensive support system to ensure women’s 
careers stay on track and we will consistently apply our 
policies from flexible working to resourcing. We will also 
make senior leaders accountable for developing talent 
within their businesses and for delivering results. 

 Continued with our quarterly reviews of our employee 
data in the UK. To help us achieve our aspirations, the UK 
leadership team meets every three months to monitor the 
progress we are making in diversity across the UK, and by 
business. Our leaders also measure the effectiveness of our 
plans, adjusting them as needed to maximise their impact. 
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Ruth Leach
General Manager, 
Retail Engineering

“ The UK needs more female technical professionals. 

Shell is playing its part from inspiring girls to study 

STEM to getting experts back into the workforce.”

4. Attraction and Development

We want our workforce to reflect the society we live and work in. To do that, we are always looking for new ways to attract and 
develop diverse talent. That means two things: first, attracting diverse candidates at different stages in their careers and second, 
appealing to different groups of people. In 2018, we:

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.

 Started a Return to Work Programme for external 
applicants who have taken a career break. By giving 
talented individuals a flexible route back into the workforce,  
we are benefiting from their skills and experience. 

 Inspired young people to study STEM subjects.  
This work includes our investment of more than £2 million 
in Tomorrow’s Engineers Energy Quest, a programme 
which inspires 11-14 year olds to consider engineering 
careers. And our Shell Eco-marathon competition, which 
encourages thousands of students to design and build their 
own energy-efficient cars to see how far they can travel  
on the least amount of fuel. 
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Monika Khullar
VP HR United Kingdom

“ Our continued efforts to build a diverse and inclusive work  

environment are recognised by Business in the Community,  

Stonewall and the Disability Scheme. Whilst we are pleased  

to be recognised, there is still more work to be done to 

continue our progress and deliver on our aspirations.”

External partnerships

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

  Working with UK energy 
companies to push for change. 
Working with POWERful Women (a 
UK initiative promoting the growth and 
development of women in the energy 
sector) we contributed to their report 
assessing the gender pay gap in our 
sector. Our UK Country Chair also 
joined an Energy Leaders’ Coalition 
with other energy sector leaders 
working to improve the representation 
of women across the industry.

  Sharing our commitments. This year,  
the Chief Executive of Royal Dutch 
Shell, Ben van Beurden, signed 
the Catalyst CEO Champions for 
Change pledge, to strengthen and 
accelerate the representation of 
women globally. Our UK Country 
Chair also spoke at the Women’s 
International Networking (WIN) 
Conference in Rome to more than 
500 delegates about the role 
women will play in the future.

  Learning from experts. From our 
work with Business in the Community 
(a charity that promotes responsible 
business) on gender and race in 
the workplace, to our work with 
Stonewall (a campaigner for  
LGBT equality across the UK) on  
their equality index – we partner  
with leading organisations to 
understand how we can build  
a more inclusive business.

External partnerships

Shell in the UK works with many partners, from our peers in the energy industry to charities and organisations, to help us continue to 
build a more balanced workforce. Working with others helps us stay up-to-date with best practices, collaborate on issues across the 
energy industry and share our successes and challenges. Some recent examples include:
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Some areas, like Legal and Human Resources, have good gender balance. Others like our marketing business, are making strong progress. But there are areas where we need additional focus such as in 
Upstream (where most of our engineering roles are based) and Trading. Both these businesses face specific challenges because of the under-representation of women in specialist roles which attract higher 
levels of pay because of a scarcity of skills in the market.

Recognising this, we have plans to build a culture in which women can thrive to achieve better representation.

CASE STUDY: Bringing balance to the Upstream Leadership Team

“Our Upstream business extracts oil and gas from 
the North Sea and brings it onshore to meet the 
many energy needs in the UK. Traditionally, it has 
been a very male dominated environment, due to the 
tough working conditions and fewer women studying 
engineering at university. Because of this, 14% of our 
technical roles are held by women, with few senior 
female role models.

“One area we are focusing on is improving diversity 
at the top. Achieving better balance at the leadership 
level has brought more diversity of thought to our 
discussions, leading to:

 More visible leaders for junior employees to look up to; 

 A more inclusive and open culture where issues are discussed and acted upon; and 

 A fresh approach to developing women ranging from our social investment programmes  
for secondary school pupils to targeting female colleagues for development opportunities.

There is no quick fix, balance will take time, but we are committed to bringing about change. 
Our focus is now on bringing better balance at the middle management level, so our culture 
strengthens from the top to bottom.”

Steve Phimister
VP Upstream UK

“ Improving diversity is a core part of my business plan. The fresh 
perspectives in my leadership team are helping us make better decisions.  
The more progress we make, the stronger our business will be.”

Journey to Gender Balance: Upstream Leadership Team

https://www.youtube.com/watch?v=FSJ4CPf5xQA
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CASE STUDY: Bringing strong foundations through our Trader Development Programme 

“Our trading business has hubs around the world 
and we manage our workforce’s diversity globally. 
The UK, though, is a good example of the 
challenges we face.

“First, people often think that the trading industry 
is male-dominated. In reality, that’s changing, but 
people’s perceptions can make attracting female 
applicants tough. 

“Second, London is a global financial centre, so we  
face stiff competition to retain top female traders.

“A key way to achieving balance in the future is  
going back to the start, asking ‘are we attracting
enough diverse applicants?’ We have an

excellent Trader Development Programme (TDP). But we found we weren’t attracting enough 
female candidates.

“So, in 2017, we changed how we promote the programme. To reach a more diverse audience we 
broadened the channels we use to include Facebook, LinkedIn and media that appeal to a wider 
demographic. We also refreshed our assessment materials and now ensure a gender balance in our 
pool of people who assess potential candidates. The changes to our approach delivered some fantastic 
results: in 2017 45% of our internal and external TDP intake was female, way up on previous years. 
Of course, this is just part of our efforts – which also include initiatives like flexible working and  
inclusive leadership training – but it is making a real difference now and will in the future.”

Nigel Hobson
VP Trading and Supply

“ By taking steps to remove barriers to participation in our industry for 
women, we are close to a 50/50 gender split for our graduate intake 
in 2018. This is a huge step and gives us strong, gender-balanced 
foundations for the future.” 
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Journey to Gender Balance: Trader Development Programme

https://www.youtube.com/watch?v=wGcjasDg9ds


STATUTORY DISCLOSURE

Shell has 12 employing companies in the UK employing 5,000 employees. Of these companies, five employ 250 or more relevant employees as at 5 April 2018. 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. 

Mean and median pay and bonus

MEAN MEDIAN

Gender Pay Gap 19.5% 14.1%

Gender Bonus Gap 36.9% 25.5%

Mean and median pay and bonus

MEAN MEDIAN

Gender Pay Gap 28.7% 22.1%

Gender Bonus Gap 36.9% 48.0%

Mean and median pay and bonus

MEAN MEDIAN

Gender Pay Gap 30.8% 29.0%

Gender Bonus Gap 48.3% 54.2%

Proportion of employees  
in each pay quartile

PAY QUARTILE MALE FEMALE

Upper 66.5% 33.5%

Upper Middle 69.8% 30.2%

Lower Middle 55.8% 44.2%

Lower 49.0% 51.0%

Proportion of employees  
in each pay quartile

PAY QUARTILE MALE FEMALE

Upper 72.8% 27.2%

Upper Middle 57.6% 42.4%

Lower Middle 53.6% 46.4%

Lower 34.0% 66.0%

Proportion of employees  
in each pay quartile

PAY QUARTILE MALE FEMALE

Upper 91.8% 8.2%

Upper Middle 82.5% 17.5%

Lower Middle 72.2% 27.8%

Lower 50.0% 50.0%

Proportion of employees  
receiving a bonus

MALE 97.2% FEMALE 95.4%

Proportion of employees  
receiving a bonus

MALE 97.3% FEMALE 97.4%

Proportion of employees  
receiving a bonus

MALE 95.5% FEMALE 98.0%

Mean and median pay and bonus

MEAN MEDIAN

Gender Pay Gap 22.4% 17.4%

Gender Bonus Gap 60.1% 39.2%

Proportion of employees  
in each pay quartile

PAY QUARTILE MALE FEMALE

Upper 76.5% 23.5%

Upper Middle 71.4% 28.6%

Lower Middle 70.3% 29.7%

Lower 49.8% 50.2%

Proportion of employees  
receiving a bonus

MALE 95.8% FEMALE 97.2%

Shell International Trading  
& Shipping Co. Limited

Mean and median pay and bonus

MEAN MEDIAN

Gender Pay Gap 14.4% 20.6%

Gender Bonus Gap 12.1% 8.5%

Proportion of employees  
in each pay quartile

PAY QUARTILE MALE FEMALE

Upper 85.1% 14.9%

Upper Middle 86.6% 13.4%

Lower Middle 85.6% 14.4%

Lower 64.1% 35.9%

Proportion of employees  
receiving a bonus

MALE 97.2% FEMALE 98.3%

Shell UK Limited Shell International Petroleum  
Co. Limited Shell International Limited Shell Research Limited
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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. 
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