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2UK COUNTRY CHAIR FOREWORD

We have published our gender pay gap data in the UK every year since 2017. This year, for the first time, we are also voluntarily 
publishing our ethnicity pay gap.

At Shell in the UK1, we want to create an environment that is as diverse as the communities in which we operate; where all employees 
are able to be themselves, thrive and deliver great work. In partnership with our employee networks, we are building a culture of 
inclusion because we know that a culture where people feel valued is one that brings greater engagement and delivers better business 
outcomes. Publishing our gender and ethnicity pay gaps (known as the diversity pay gap) is not only the right thing to do, it drives 
better business too.

For 2020, our average gender pay gap is 18%, an improvement 
from 18.7% in 2019. At the same time, the proportion of women 
receiving an annual bonus increased, and we have seen a higher 
percentage of women in our upper and upper middle pay quartiles.

Our gender pay gap is driven by two main factors: fewer women 
than men in senior leadership positions, and fewer women 
working offshore or in other roles such as trading that tend to 
attract higher levels of pay. It also reflects wider societal issues 
such as significantly fewer female than male graduates in science, 
technology, engineering and maths (STEM) subjects, meaning that 
there are less women applying for roles in this area. 

We will retain our focus on ensuring diversity and inclusion across 
every level of our organisation. As we continue to work towards 
achieving gender balance, we hold ourselves accountable by 
being transparent around our data and progress. This means 
tracking progress against not only our long-term aspirations,  

but also against the shorter-term goals that enable us to keep 
driving change.

For gender, our ambition was to have 30% female senior leaders in 
the UK by 2020, rising to 35% by 2025. We achieved our 2020 
ambition early by reaching 30.8% female senior leaders by the 
first quarter of 2019. Over the last year, this figure has increased to 
32.6%. I am confident that we will meet our 2025 ambition. We 
will do this by maintaining focus and accountability, with recruitment 
initiatives to attract more diverse people, sponsorship and 
development programmes, and transparent data and reporting.

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 Advisory, Conciliation and Arbitration 
Service (Acas).

Our 2020 gender pay gap Our 2020 ethnicity pay gap

1 The 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.

In a year that has challenged our organisation, our industry and the entire world, we cannot and will not lose our focus on creating a 
workplace that is safe, supportive and full of opportunity for everyone. We are making progress, and I am proud of the steps we have 
taken and the conversations we have had, but we still have a long way to go.

Sinead Lynch  
UK Country Chair 
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UK COUNTRY CHAIR FOREWORD

In our first year of voluntary reporting, our average ethnicity 
pay gap is 8.5% and the ethnicity bonus gap is 9.3%. Our 
data shows that the highest pay gaps exist among our Black 
employees. The main factor contributing to our ethnicity pay gap 
is that there are proportionately fewer Black, Asian and Minority 
Ethnic (BAME) employees in senior roles which attract higher 
pay and higher bonuses.

We are taking meaningful action and are monitoring progress 
to address this. Our actions to close the ethnicity gap are 
focused on our UK recruitment practices which aim to increase 
representation among our Black, Asian and Minority Ethnic 
employees, and on mentoring and development programmes,  
as well as external advocacy and outreach work.

Together with our employee networks, the UK Country 
Coordination Team, comprised of thirteen senior leaders  
across our UK businesses and functions, have developed  

a 10-point Action Plan which has been shared with all UK 
leaders and employees to help us build a more balanced and 
inclusive workplace for all. 

Part of the challenge is not having all the data. It is a real 
achievement to have moved from 58% to 75% of employees 
declaring their ethnicity over the last year, and I hope to see that 
increase further. It means we can accurately track our progress, 
make changes when we need to, and ensure our actions continue 
to create a balanced, diverse and fully inclusive organisation that 
we can all feel proud to be part of.

In a year that has challenged our organisation, our industry and the entire world, we cannot and will not lose our focus on creating a 
workplace that is safe, supportive and full of opportunity for everyone. We are making progress, and I am proud of the steps we have 
taken and the conversations we have had, but we still have a long way to go.

Sinead Lynch  
UK Country Chair 

We have published our gender pay gap data in the UK every year since 2017. This year, for the first time, we are also voluntarily 
publishing our ethnicity pay gap.

At Shell in the UK1, we want to create an environment that is as diverse as the communities in which we operate; where all employees 
are able to be themselves, thrive and deliver great work. In partnership with our employee networks, we are building a culture of 
inclusion because we know that a culture where people feel valued is one that brings greater engagement and delivers better business 
outcomes. Publishing our gender and ethnicity pay gaps (known as the diversity pay gap) is not only the right thing to do, it drives 
better business too.

https://www.shell.co.uk/careers/about-careers-at-shell/we-are-one-team/diversity-inclusion/diversity-pay-gap-report/case-studies/shell-in-the-uk-commitment-to-racial-equality-and-inclusion.html


4

Shell in the UK gender pay outcomes
On 5 April 2020, Shell in the UK employed more than 6,000 employees across nine companies, where 
two-thirds are men and one-third women. Of these, seven companies had 250 or more employees and 
are required to publish their gender pay gap data under UK law (available on page 7). However, as in 
previous years, 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.

34%

66%

Female
employees

Male
employees

2020

Gender split of  
Shell UK employees  
as of April 2020

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 2020, our average gender pay gap is 18.0%, an improvement from 18.7% in 2019. 
Compared to last year, we also saw an increase in the proportion of women receiving a bonus and  
a continued upward trend in the proportion of women in our upper and upper middle pay quartiles.

Mean and median pay and bonus gap

MEAN MEDIAN

YEAR 2018 2019 2020 2018 2019 2020

Gender Pay Gap 18.6% 18.7% 18.0% 17.1% 21.5% 19.9%

Bonus Pay Gap 38.7% 35.1% 40.8% 21.8% 22.3% 17.1%

Shell UK     

Proportion of employees in each pay quartile band

MALE FEMALE

PAY QUARTILE 2018 2019 2020 2018 2019 2020

Upper 76.3% 74.7% 73.4% 23.7% 25.3% 26.6%

Upper Middle 71.8% 72.7% 72.1% 28.2% 27.3% 27.9%

Lower Middle 70.8% 64.9% 65.9% 29.2% 35.1% 34.1%

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

Proportion of employees receiving a bonus

MALE FEMALE

2018 2019 2020 2018 2019 2020

96.5% 87.0% 86.7% 97.1% 80.2% 81.5%

OUR GENDER PAY GAP FINDINGS 
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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 continued management of talented 
individuals and the modernisation of our policies 
contributes to a more inclusive culture, and 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. 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.

3. In previous years, organisational change has 
impacted our gender pay gap results - whilst this has 
not impacted our gender pay gap this year, we 
acknowledge that it may be a driver in the years ahead. 
We also recognise that whilst we are making progress in 
building an inclusive and diverse workplace, we are not 
yet where we need to be and remain committed to driving 
an inclusive culture during times of transformational 
change.

These factors mean that in the short term, our results may 
change either way, 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, we still have a gender pay gap and this is for the 
same reasons set out in our 2019 report: 

 More men than women in senior positions. 
The percentage of female senior leaders in the UK has more 
than doubled from 12% in 2005 to 32.6% by the first quarter 
of 2020. Although this continues to improve, there is still 
some way to go in meeting our aspiration of 35% female 
senior leaders by the end of 2025, and ultimately achieving 
gender balance.

 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 remain focused on addressing the under-representation 
of women in these roles by continuing to promote STEM 
subjects to women and other less represented groups. 

 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 is heightened in years of strong business 
performance. Additionally, higher variable pay in trading roles, 
where we have fewer women, creates a greater bonus gap.

OUR GENDER PAY GAP FINDINGS

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 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.

For decades, our industry has employed significantly more men 
than women. Many of our employees stay with Shell in the UK for 
long and fulfilling careers that span a variety of roles – something 
we are proud of. But low levels of turnover means that change will 
take time. We are encouraged by the positive movement of our 
gender pay gap, but remain committed to increasing the number 
of women across Shell in the UK to drive the pace of change. 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.

Read more about our approach to close the pay gap.

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=wMoyZBs86dc
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UK legislation requires us to calculate and publish our gender 
pay and bonus figures only. However, we assess pay from a 
range of other perspectives, including in relation to our ethnic 
minority employees. Given our commitment to ensuring an 
inclusive workplace for all, we are voluntarily publishing our 
ethnicity pay gap data for Shell in the UK this year. 

The ethnicity pay gap
The ethnicity pay gap shows the difference in the average 
pay and bonuses between Black, Asian and Minority Ethnic 
(BAME) and non-BAME employees across an organisation, 
expressed as a percentage of average non-BAME pay. We 
have chosen to use the same methodology as for our gender 
pay gap reporting. However, our ethnicity declaration rate is 
not 100% and all calculations are based on a declaration 
rate of 75%. The 25% of our workforce who have not 
provided data or chosen not to declare their ethnicity cannot 
be included in our calculations. 

We also recognise that without a near 100% declaration rate 
on ethnicity, we cannot at present provide a complete picture 
of pay and bonuses across Shell in the UK from an ethnicity 
perspective. Voluntarily publishing our ethnicity pay gap data 
demonstrates our commitment to greater transparency, and 
coupled with our internal campaigns, we hope this further 
increases our declaration rates. An improved declaration rate 
is crucial in building a more complete profile of our workforce 
and better tracking trends in the years ahead.

Shell in the UK ethnicity pay outcomes
In our first year of voluntary reporting, the average ethnicity 
pay gap is 8.5% and our ethnicity bonus gap is 9.3%. Within 
the Black, Asian and Minority Ethnic groups, the pay gaps 
vary, and we see the highest pay gaps when comparing the 
average pay of Black employees with the rest of the workforce.

Explaining our gap
The key factor driving our ethnicity pay and bonus gap is:

 Proportionately lower representation of Black, Asian 
and Minority Ethnic employees than non-BAME 
employees in senior roles – While Black, Asian and 
Minority Ethnic employees comprise 21.1% of our total UK 
workforce, overall Black, Asian and Minority Ethnic 
representation decreases as seniority increases, with 13.7% 
representation in senior roles which attract higher levels of 
pay. This means we have proportionately fewer Black, Asian 
and Minority Ethnic employees at senior levels, where the 
highest bonus amounts are typically paid, and this is the 
primary driver for our ethnicity bonus gap.

It remains a priority to increase the representation of ethnic 
minorities at Shell in the UK to be in line with the relevant UK 
working population, and to remove any barriers to progression 
to senior levels for Black, Asian and Minority Ethnic employees. 
To drive this progress, we aim to increase the number of 
employees recruited from Black, Asian and Minority Ethnic 
backgrounds, and we have introduced recruitment aspirations 
for Black representation. To do this, we are sponsoring 
opportunities for people from Black, Asian and Minority Ethnic 
backgrounds to participate in development programmes, and 
providing greater visibility of Black, Asian and Minority Ethnic 
role models for employees as they navigate their own careers. 

Read more about our approach to close the pay gap.

OUR ETHNICITY PAY GAP FINDINGS 

Mean and median pay and bonus gap

MEAN MEDIAN

YEAR 2020 2020

Ethnicity Pay Gap 8.5% 11.8%

Bonus Pay Gap 9.3% 6.6%

Shell UK     

Proportion of BAME and non-BAME employees in each 
pay quartile band

NON-BAME BAME

PAY QUARTILE 2020 2020

Upper 83.6% 16.4%

Upper Middle 80.7% 19.3%

Lower Middle 79.4% 20.6%

Lower 70.3% 29.7%

Proportion of BAME and non-BAME employees 
receiving a bonus

NON-BAME BAME

2020 2020

90.8% 82.4%

Ethnicity declaration rate of 75%

Proportion of BAME and non-BAME employees

NON-BAME BAME

2020 2020

78.9% 21.1%

https://www.shell.co.uk/careers/about-careers-at-shell/we-are-one-team/diversity-inclusion/diversity-pay-gap-report/our-approach.html


7

Shell has 9 employing companies in the UK, employing over 6,000 employees. Of these companies, seven employ 250 or more relevant employees as at 5 April 2020. The consolidated Shell in the UK outcomes 
are published on page 4. 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 below. 

Proportion of employees  
in each pay quartile

PAY QUARTILE MALE FEMALE
Upper 72.6% 27.4%
Upper Middle 73.0% 27.0%
Lower Middle 67.3% 32.7%
Lower 49.8% 50.2%

Shell International Trading  
& Shipping Co. Limited 

Mean and median  
pay and bonus

MEAN MEDIAN
Gender  
Pay Gap 19.0% 17.6%

Gender  
Bonus Gap 64.0% 52.9%

Proportion of employees  
receiving a bonus

MALE 95.0%

FEMALE 97.1%

Proportion of employees  
in each pay quartile

PAY QUARTILE MALE FEMALE
Upper 85.3% 14.7%
Upper Middle 86.4% 13.6%
Lower Middle 86.1% 13.9%
Lower 65.2% 34.8%

Shell UK Limited

Mean and median  
pay and bonus

MEAN MEDIAN
Gender  
Pay Gap 12.3% 16.7%

Gender  
Bonus Gap -10.9% 3.9%

Proportion of employees  
receiving a bonus

MALE 96.3%

FEMALE 96.6%

Proportion of employees  
in each pay quartile

PAY QUARTILE MALE FEMALE
Upper 76.7% 23.3%
Upper Middle 70.5% 29.5%
Lower Middle 58.6% 41.4%
Lower 48.5% 51.5%

Shell International 
Petroleum Company Limited

Mean and median  
pay and bonus

MEAN MEDIAN
Gender  
Pay Gap 21.5% 17.4%

Gender  
Bonus Gap 43.6% 51.0%

Proportion of employees  
receiving a bonus

MALE 96.9%

FEMALE 96.0%

Proportion of employees  
in each pay quartile

PAY QUARTILE MALE FEMALE
Upper 71.0% 29.0%
Upper Middle 57.3% 42.7%
Lower Middle 48.3% 51.7%
Lower 34.0% 66.0%

Shell International Limited

Mean and median  
pay and bonus

MEAN MEDIAN
Gender  
Pay Gap 24.5% 21.4%

Gender  
Bonus Gap 33.4% 62.8%

Proportion of employees  
receiving a bonus

MALE 97.2%

FEMALE 97.6%

Proportion of employees  
in each pay quartile

PAY QUARTILE MALE FEMALE
Upper 71.7% 28.3%
Upper Middle 78.3% 21.7%
Lower Middle 67.0% 33.0%
Lower 57.1% 42.9%

Shell Information  
Technology Limited

Mean and median  
pay and bonus

MEAN MEDIAN
Gender  
Pay Gap 10.1% 14.0%

Gender  
Bonus Gap 13.0% 33.1%

Proportion of employees  
receiving a bonus

MALE 93.2%

FEMALE 91.3%

Mean and median 
pay and bonus

MEAN MEDIAN
Gender  
Pay Gap 7.8% 5.8%

Gender  
Bonus Gap 8.6% -11.3%

Proportion of employees  
in each pay quartile

PAY QUARTILE MALE FEMALE
Upper 65.6% 34.4%
Upper Middle 65.6% 34.4%
Lower Middle 57.1% 42.9%
Lower 58.7% 41.3%

Proportion of employees  
receiving a bonus

MALE 98.1%

FEMALE 96.9%

Shell UK Oil Products 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. 

STATUTORY DISCLOSURE

Mean and median  
pay and bonus

MEAN MEDIAN
Gender  
Pay Gap 17.1% 12.5%

Gender  
Bonus Gap 26.5% 25.0%

Proportion of employees  
in each pay quartile

PAY QUARTILE MALE FEMALE
Upper 71.4% 28.6%
Upper Middle 54.8% 45.2%
Lower Middle 55.2% 44.8%
Lower 53.7% 46.3%

Proportion of employees  
receiving a bonus

MALE 30.5%

FEMALE 20.6%

Shell Energy Retail Limited



www.shell.co.uk/diversitypay November 2020
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