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The Shell Group of Companies1 in the UK aims to ensure 
that people are treated equally at work, across all levels 
and locations. This includes making sure they have the same 
opportunities for recognition, reward and career development. 

Diversity and inclusion must be central to our business to 
ensure our continued success. We must create a culture 
where people can be themselves at work, regardless of 
their gender or any other attribute or choice. 

We are confident that we have equal pay however we do 
have a gender pay gap. There are two main reasons for 
the gender pay gap in our UK companies: fewer women 
in senior leadership positions, and fewer women working 
offshore or in other roles such as trading that attract higher 
levels of pay.

Our gender pay gap also reflects wider issues. Globally, 
women represent around one fifth of employees in the oil and 
gas sector2. In the UK, only 25% of graduates in science, 
technology, engineering and mathematics (STEM) are women, 
and in engineering and technology this figure is just 14%3.

We are already working to bring gender balance to our 
workforce, and while we have made progress, there is still 
some way to go, as this report shows. 

We know it will take time, and our leaders will continue 
to tackle the root causes of imbalance by sponsoring and 
engaging in STEM programmes for girls, by working to 
eliminate any unconscious bias in our systems, processes  
and policies and by working to foster a culture of inclusion  
at every level. 

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

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).

 

1 Hereafter referred to Shell in the UK. 
2 BGC untapped reserves 2017.
3 Wise Resources 2017.
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Sinead Lynch  
UK Country Chair 

https://www.bcg.com/publications/2017/energy-environment-people-organization-untapped-reserves.aspx
https://www.wisecampaign.org.uk/resources/2017/02/higher-education-statistics-2016


OUR FINDINGS

Equal Pay

Shell in the UK is committed to providing equal pay for equal 
work, not just because this is a legal requirement but 
because it is the right thing to do. We conduct regular 
analyses that show male and female employees are paid 
equally for equivalent work. 

Our pay policies and practices are designed to control 
potential biases and to ensure equal pay for equivalent jobs, 
regardless of gender. We have a standard approach to job 
grading using the Hay job evaluation methodology which 
underpins how we reward employees. We undertake skew 
checks, including for gender, as an integral part of our 
annual performance ratings.

Recruitment is a critical point when gender pay inequity 
could arise, partly because of the risk that we adopt  
any gender pay bias that may exist in the wider market.  
We train our recruitment assessors and HR Managers to 
ensure there is no bias in the compensation offers we make.

The Gender Pay Gap

The gender pay gap is the difference in the average  
pay and bonuses of all men and all women across an 
organisation. Although we are confident that we have equal 
pay for work of equal value, we do have a gender pay  
gap when we compare the overall average pay and 
bonuses for women and men. This gap is because of the 
unequal distribution of men and women across the company,  
not because of our pay policies and practices.

This short video explains how a gender pay gap may  
arise due to employee demographics. 

Mean and median pay and bonus gap

MEAN MEDIAN

Gender Pay Gap 22.2% 23.4%

Gender Bonus Gap 43.2% 25.5%

Proportion of employees in each pay quartile band

PAY QUARTILE MALE FEMALE

Upper 78.1% 21.9%

Upper Middle 74.5% 25.5%

Lower Middle 70.2% 29.8%

Lower 46.9% 53.1%

Proportion of employees receiving a bonus

Shell UK

MALE 97.5% FEMALE 97.5%

Shell UK Gender Pay Outcomes

The regulations require all companies with 250 or more employees on 5 April 2017 to publish details of their gender pay and bonus gap. In Shell, there are seven employing entities required to publish this data 
and they are detailed on page 10 and 11, along with the definitions of mean and median. We have also taken the opportunity, below, to voluntarily publish the consolidated data for Shell in the UK which 
includes a further five companies with less than 250 employees. We believe the consolidated UK data, as shown in the table below, is more meaningful and representative of our UK organisation.
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http://www.shell.co.uk/external/gender-report-video.html
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Understanding the Gap

Men have traditionally dominated the oil and gas sector 
and this is reflected in our UK organisation where 67% of 
our employees are male and 33% female. 

There are two main reasons for our gender pay and bonus 
gaps: we have more men than women in senior positions, 
and women are under-represented in the Upstream specialist 
roles such as petroleum engineering as well as in trading 
roles. These positions often attract high levels of 
remuneration due to scarcity of skills or highly competitive 
markets. The gap in our Upstream business is compounded 
because many of these positions attract premiums for 
working offshore or in shifts. 

We know our bonus awards are gender neutral. However, 
in some businesses, such as trading, we see a greater bonus 
gap because of higher variable pay, reflecting market practice  
in that sector, and fewer women in these roles. These 
bonuses have a significant impact on both our UK mean 
bonus gap and the mean bonus gap for specific businesses. 

OUR FINDINGS

“ To achieve gender equality we must focus  
on maintaining a culture of inclusiveness in which people 
from all backgrounds are able to fully contribute.”

Gender split of Shell UK  
employees as of April 2017

Nigel Hobson  
VP, Global Operations Trading and Supply
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OUR TALENT

Increase Representation of Women

The gender profile of our global workforce has begun to shift 
in recent years. Today, the proportion of women on the Board 
of Royal Dutch Shell plc is 33.3%, up from 20% in 2005, and 
more than 21.8% of senior leaders across Shell globally are 
women, compared to 9.9% in 2005. 

In the UK, the number of women in senior leadership positions 
has more than doubled since 2005 increasing from 12% to 
26.8% as of Q1 2017. However our workforce overall remains 
67.0% male. 

Each business in the UK has recruitment aspirations to increase  
the number of female graduates and experienced hires that 
we recruit. The number of female graduates we have hired 
has risen over the last six years so that today just over 47% 
of our graduate roles are held by women. The number of 
female experienced hires that we have recruited in the UK 
has increased to 41.0% in Q1 2017 from 35.1% in 2005. 

“ To lead in the energy transition, 
we have to find the best solutions 
through diversity of thought and 
experience underpinned by 
a true meritocracy where our 
people can realise their talents 
and fulfil their potential.”

Proportion of women in UK graduate roles
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Jessica Uhl  
Chief Financial Officer,  
Royal Dutch Shell plc
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Women in Upstream Specialist and Trading Roles

There is a greater gender pay and bonus gap in our Upstream  
specialist and Downstream trading roles as 82% of these 
roles are held by men and they attract higher pay because 
of local market conditions. 

We remain focused on promoting STEM subjects to women 
and on changing the perception of STEM careers. We are 
involved in several initiatives to encourage girls to take up 
STEM subjects, and to encourage women to follow a career 
in the energy industry, with the goal of creating a talent 
pipeline that is equally split between men and women. 

Some examples of our initiatives include;

  Partnering with the Royal Academy of Engineering to 
create a national network of support for teachers across 
all STEM subjects, 

  Engaging more actively with women studying STEM 
disciplines at university by partnering with women’s 
networks on campus and ensuring our campus 
ambassador teams are gender balanced, 

  Amending language in job adverts and imagery in  
our attraction campaigns to target more women and  
better reflect our business,

  Actively managing talent in Upstream specialist and 
trading roles by having diverse resourcing panels, running 
our Women’s Connect Programme, strengthening our 
pipeline through annual reviews and proactively  
managing talent,

  We have invested a further £1 million in Tomorrow’s 
Engineers Energy Quest – the national school programme 
that is helping to inspire the next generation of scientists 
and engineers, which we have supported since 2014. 
Girls who have participated in the programme so far are 
twice as likely to see engineering careers as desirable, 
compared to the national average, and

  Active promotion of careers in trading through real-life  
experiences from women and men in our business, from  
junior to senior leadership positions to dispel myths about 
trading being a man’s world.

While we have increased the number of women joining 
as graduates and achieved balance we see more women 
joining our corporate and commercial disciplines than 
technical roles. Our focus in the future will be on  
accelerating the same levels of progress in our technical and 
trading disciplines.

OUR TALENT

Upstream specialist and trading skill pools
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“ Our industry offers an environment 
where anyone, from any background, 
can thrive. I am committed to 
inclusion in every way, which is right 
at the heart of collaboration and 
innovation in our business”

Steve Phimister  
VP, United Kingdom and Ireland 
Upstream Operated
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OUR APPROACH

Inside Shell

To address gender balance, we must maintain a culture  
of inclusion in which people from all backgrounds can  
fully contribute to the growth and success of our business.  
To achieve this, we remain focused on four areas:

1. Visible Leadership

2. Inclusive Culture

3. Targets and Plans

4. Attraction and Development

In the UK, our Country Chair and Country Leadership Team 
are responsible for the UK diversity and inclusion plan which 
includes a focus on inclusion, gender or any other attribute  
or choice.

1. Visible Leadership

  We have signed the World Economic Forum declaration 
on gender balance for the oil and gas sector, which 
focuses on removing barriers that may hinder or discourage 
women from progressing into leadership roles.

  We offer leadership programmes with a focus on 
inclusion and unconscious bias to ensure leaders 
understand their impact on others and how they can create 
a more inclusive working environment. 

  We host an annual UK diversity and inclusion week, 
including Country Chair diversity and inclusion awards 
to celebrate role models, highlight successes, recognise 
best practice and raise awareness of Shell’s diversity and 
inclusion plan and targets for the year. These include 
the aspirations to continue to increase the proportion of 
women in senior leadership roles year on year and targets 
to increase voluntary declarations of ethnicity by 15% 
so we can celebrate and report the true diversity of our 
workforce.

Note: Data as published in the Hampton-Alexander Review FTSE Women Leaders 
dated 9/11/17. Royal Dutch Shell plc is now 23rd in the Hampton-Alexander FTSE 
100 ranking for Women on Boards.

John Abbott  
Downstream Director, 
Royal Dutch Shell plc

“ The different perspectives that diverse 
thinking brings help us to deliver better 
business results.” 

67%

Male
board 
members

Female
board 
members

2017

33%

Gender split of the Board of Royal Dutch Shell plc 
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OUR APPROACH

3. Targets and Plans

   Every quarter we monitor UK diversity and inclusion  
by age, ethnicity and gender to identify trends in 
our workforce. We do this by looking at new hires, 
promotions, progressions and leavers, by skill pool, 
location and business. This helps us identify barriers and 
take actions. 

   UK Leaders have aspirations, aligned with their global 
business targets, to improve inclusion and gender balance 
in their businesses. These are reviewed annually and 
monitored regularly.

   We review succession plans to ensure balanced talent 
pipelines and identify areas where minorities are under-
represented so that we can put strategies in place to 
address that imbalance.

   We identify employees with high potential through 
our Current Estimated Potential process to focus on active 
career management and ensure progression to more 
senior leadership positions. 

   We assess performance ratings annually to check for 
unconscious bias in the allocation of performance  
ratings against diversity characteristics. 

2. Inclusive Culture

  We offer progressive and enhanced maternity, 
adoption, surrogacy and shared parental leave policies 
equalised to balance the demands of parenting between 
both parents. 

  We aim to advertise all internal roles as flexible 
working, subject to business requirements, and all 
employees can request flexible working arrangements. 

  We offer a range of diversity and inclusion 
programmes, raising awareness and educating our 
people in areas including gender identity, inclusive 
leadership, micro behaviours, unconscious bias, disability, 
cultural awareness and sexual orientation.

  We support voluntary employee network groups such  
as “Balance at Shell”, which is dedicated to accelerating 
gender balance and sponsored by leaders in the UK 
and which includes a parenting network. These groups sit 
alongside our Asian, African, enABLE (Disability), Energie 
(Graduate), Experience Hire, Iberia-American, and 
Lesbian, Gay, Bisexual and Transgender (LGBT) networks.

Sarah Morton  
Head of Legal UK 

“ The data helps to inform our 
discussions further. Informed 
dialogue is critical if we are to 
change the future.”
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4. Attraction and Development

  We have gender neutral practices in our recruitment 
including: ensuring job adverts have gender neutral 
language, differing marketing sources and diverse 
candidate shortlists.

  Our recruitment system defaults to flexible working 
terms. In cases where the manager does not consider 
flexible working to be possible for a particular role, we 
examine the reasons. 

  We mitigate unconscious bias during selection 
processes by having diverse and gender-balanced 
selection panels and appointing internal assessors outside 
of the hiring line when undertaking external recruitment.

  We offer the Shell Senior Women’s Connect programme 
that supports women with a series of peer-to-peer 
coaching sessions. We also provide career development 
programmes that aim to help women reach their full potential 
and explore what they value in their personal and 
professional lives. 

  We share inspirational stories through our internal news 
channels monthly to celebrate success, challenge 
stereotypes, provide role models and demonstrate how 
diversity can add value to our business. 

...And Externally in the UK

  Shell is the only oil and gas company to be included  
in the Times Top 50 Employers for Women for four 
consecutive years.

  Our “Girls in Energy” programme, a one-year course  
with an Aberdeen-based college, is designed to showcase 
career opportunities for young women in the energy industry. 
More than 100 young women participate annually.

  We actively support the Aberdeen University Women in 
Science & Engineering Society (AUWISE), Oxford Females in 
Engineering, Science, and Technology (OxFEST) and London 
School of Economics Women Leaders of Tomorrow Society. 

  We are Champion Sponsor of the Business in the 
Community Gender Campaign, members of Women 
in Science Engineering & Technology, and sponsor the 
Women of the Future Awards annually. 

  Shell is a member of Catalyst, a leading non-profit 
organisation that aims to expand opportunities for  
women in the business. 

  Shell has sponsored the annual Women’s  
International Networking Conference since 2008, 
helping provide leadership development and learning 
opportunities to women.

OUR APPROACH

DISCOVER THE WORLD  
OF OPPORTUNITIES

Discover your opportunities at  
www.shell.com/careers

TECHNOLOGY OR CONSULTANCY
WHY NOT CHOOSE BOTH?
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http://appointments.thesundaytimes.co.uk/article/the-times-top-50-employers-for-women-2017/
http://www.shell.co.uk/sustainability/society/supporting-stem/girls-in-energy.html
https://gender.bitc.org.uk/aboutgendercampaign
https://gender.bitc.org.uk/aboutgendercampaign
http://awards.womenofthefuture.co.uk/
http://www.catalyst.org/
http://www.winconference.net/Winconference
http://www.winconference.net/Winconference


OUR STORIES

While I was studying for a degree in Materials 
Science at Oxford University, I wasn’t entirely sure  
what I wanted to do, I only knew I wanted to go  
into a technical role in industry. Through OxFEST  
I learned about Shell’s Spring Week and was 
fortunate to secure a place on the 2014 programme. 

Before university I decided I didn’t want to work 
in oil and gas. Spring Week completely changed 
my perception of the energy industry. Through 
exposure to many different areas of the business,  
I came to understand the importance of engineers 
like me, who can provide innovative solutions to 
ever-evolving problems. I saw the opportunities 
presented by Shell, and applied to join.

Today, one year into the Shell Graduate 
Programme I am now on assignment working in 
the Netherlands as a Materials and Corrosion 
Engineer. I look forward to an exciting and 
rewarding career in energy.

I am pleased that today there are more women in 
our industry, and business than when I started, 
however we have a way to go to achieve balance. 

When I learnt about the extent of the UK gender 
pay gap, I had to reflect on how I, as a leader, 
may have contributed to the gap. Has there been 
unconscious bias in my people decisions? Could I 
have done more to attract more women into our 
industry? How have I supported my colleagues? 
Asking these questions has helped me reaffirm my 
commitment to our diversity and inclusion agenda 
by running mentoring circles, supporting our 
employee networks, focusing on talent development 
and engaging with our people to understand the 
real challenges. 

The introduction of gender pay gap reporting 
creates a new imperative for leaders to look at how 
inclusive they are. I believe it is within our gift to 
take action and close the gap.

Sarah Hopkin  
Trainee Materials & Corrosion Engineer 

Each family is different and needs to find what 
works best for them. When our family was 
expanding, my wife and I were both keen to 
ensure that our careers could be pursued in a 
balanced fashion. I feel extremely fortunate to 
have had the opportunity to take enhanced 
Shared Parental Leave – Shell’s advocacy and 
commitment to supporting Shared Parental 
Leave made it possible for our family to follow 
a path best suited for us. 

Taking the decision to invest in six months of 
dedicated time at home with our new-born was 
one of the best decisions I’ve ever made. It was  
certainly a big adjustment to go from being at 
home full time with our children to being back 
in the workplace again, but the transition went 
well and I’m excited about the future! 

Jordan Broadbent  
Shell Foundation Business Manager

Ruth Leach  
General Manager Engineering, Retail

9

As a Petroleum Engineer with 25 years in the 
energy industry I have seen the value of having 
diversity, in all its forms. It leads to better behaviours  
and less group thinking meaning a greater chance  
of avoiding poor decisions and greater inclusion 
for all. 

My Leadership Team in UK Upstream Developments  
could easily have remained heavily male 
dominated if the obvious candidates had been 
selected. By actively looking for talent  
that could be promoted, today my team is 
gender balanced. 

Looking forward, my priority is to be mindful also 
of the other dimensions of diversity to make sure 
that we utilise the full pool of talent and capability  
available in the subsurface disciplines.

Diversity breeds diversity and delivers better 
results, my team is evidence of this.

Marianne Eide  
Developments Manager



STATUTORY DISCLOSURE

Shell has 12 employing companies in the UK employing more than a total of 5,000 employees. Of these companies, seven employ 250 or more relevant employees as at 5 April 2017. The consolidated 
Shell 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 on the next two pages.

Mean and median pay and bonus

MEAN MEDIAN

Gender Pay Gap 13.3% 12.2%

Gender Bonus Gap 6.6% 12.8%

Proportion of employees in each pay quartile

PAY QUARTILE MALE FEMALE

Upper 71.0% 29.0%

Upper Middle 76.2% 23.8%

Lower Middle 61.9% 38.1%

Lower 48.4% 51.6%

Proportion of employees receiving a bonus

MALE 98.1% FEMALE 97.8%

Shell UK Oil Products Limited

Mean and median pay and bonus

MEAN MEDIAN

Gender Pay Gap 18.0% 24.0%

Gender Bonus Gap 62.4% 32.3%

Proportion of employees in each pay quartile

PAY QUARTILE MALE FEMALE

Upper 77.3% 22.7%

Upper Middle 74.4% 25.6%

Lower Middle 71.6% 28.4%

Lower 49.5% 50.5%

Proportion of employees receiving a bonus

MALE 96.9% FEMALE 98.1%

Shell International Trading & Shipping  
Co. 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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Mean and median pay and bonus

MEAN MEDIAN

Gender Pay Gap 19.2% 22.7%

Gender Bonus Gap 11.3% 12.1%

Proportion of employees in each pay quartile

PAY QUARTILE MALE FEMALE

Upper 88.2% 11.8%

Upper Middle 85.9% 14.1%

Lower Middle 85.2% 14.8%

Lower 61.1% 38.9%

MALE 97.8% FEMALE 96.6%

Shell UK Limited

Proportion of employees receiving a bonus



STATUTORY DISCLOSURE

Mean and median pay and bonus

MEAN MEDIAN

Gender Pay Gap 21.7% 16.5%

Gender Bonus Gap 46.0% 33.7%

Proportion of employees in each pay quartile

PAY QUARTILE MALE FEMALE

Upper 70.0% 30.0%

Upper Middle 71.9% 28.1%

Lower Middle 53.3% 46.7%

Lower 46.4% 53.6%

MALE 98.8% FEMALE 96.7%

Shell International Petroleum Company 
Limited

Proportion of employees receiving a bonus

Mean and median pay and bonus

MEAN MEDIAN

Gender Pay Gap 31.5% 25.7%

Gender Bonus Gap 39.7% 40.5%

Proportion of employees in each pay quartile

PAY QUARTILE MALE FEMALE

Upper 72.0% 28.0%

Upper Middle 58.8% 41.2%

Lower Middle 47.9% 52.1%

Lower 33.3% 66.7%

MALE 96.4% FEMALE 97.1%

Shell International Limited

Proportion of employees receiving a bonus

Mean and median pay and bonus

MEAN MEDIAN

Gender Pay Gap 32.1% 26.5%

Gender Bonus Gap 46.4% 48.2%

Proportion of employees in each pay quartile

PAY QUARTILE MALE FEMALE

Upper 89.4% 10.6%

Upper Middle 83.2% 16.8%

Lower Middle 75.2% 24.8%

Lower 54.4% 45.6%

MALE 95.3% FEMALE 97.3%

Shell Research Limited

Proportion of employees receiving a bonus
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Mean and median pay and bonus

MEAN MEDIAN

Gender Pay Gap 11.3% 3.7%

Gender Bonus Gap 18.0% 5.8%

Proportion of employees in each pay quartile

PAY QUARTILE MALE FEMALE

Upper 46.2% 53.8%

Upper Middle 38.8% 61.2%

Lower Middle 29.6% 70.4%

Lower 34.6% 65.4%

Proportion of employees receiving a bonus

MALE 97.5% FEMALE 99.5%

Shell Shared Service Centre – Glasgow Ltd
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