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Opening Word

This report hasn’t just been created to fulfil our UK Gender Pay Gap reporting obligations, but is also an 
opportunity for Chelton to lend our voice to a call for gender balance across our industry and beyond. 

It is fundamental to note that this is not due to unequal pay. Like many companies with roles heavily rooted in 
Science, Technology, Engineering and Mathematics (STEM), the gender pay gap is primarily driven by the higher 
proportion of men who have senior or technical roles which are generally higher paid.

We believe that many of the actions we have already taken and continue to invest in will contribute to a 
sustainable and meaningful change and to ensure that Chelton is a place where opportunity and fair reward 
is available to all, and that we encourage the next generation of females to enter traditionally male-dominated 
roles.

Our ambitions

1. To increase the number of females within the workforce at all levels and areas of the business

2. To engage more with local schools, colleges and universities to entice females to the world of engineering

Jason Abbott
President at Chelton
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Overview

This report covers gender pay gap data at the snapshot date of 5 April 2020 and bonuses paid in the year to 5 April 2020. The Gender Pay Gap is different from 
Equal Pay in that it is an average of hourly pay levels of all female employees compared to all male employees. This does not account for their role and level. 
Chelton is committed to paying employees doing equivalent jobs in the organisation equally regardless of their gender or other characteristics.

Employers are required to report six different measures based on a snapshot of pay data on a particular date set out by the Government Equalities Office. 
Mean and Median are both averages; the mean calculates the traditional average by taking all sets of data into account and dividing by the total amount of 
data. The median however sets out to find the centre-most point of the data and is not skewed by sampling fluctuations.

Mean Gender Pay Gap:
The difference between the mean hourly rate of pay of male and female full-pay relevant employees.

Median Gender Pay Gap:
The centre-point between the median hourly rate of pay of male and female full-pay relevant employees.

Mean Bonus Gap:
The difference between the mean bonuses paid to male and female relevant employees.

Median Bonus Gap:
The centre-point between the median bonus pay paid to male and female relevant employees.

Bonus Proportions:
The proportion of male and female relevant employees who were paid bonus pay during the relevant period.

Quartile Pay Bands:
The proportion of male and female full-pay relevant employees in the lower, lower-middle, upper-middle and upper quartile pay bands.
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Summary of our 2020 data
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Our current mean gender pay gap is 27%.

This is not due to unequal pay. Like many companies with roles rooted in Science, 

Technology, Engineering and Maths (STEM), it is primarily driven by the proportion 

of men who have senior or technical roles which are generally higher paid.

Our employee makeup is reflective of the marketplace in which we sit and whilst 

we are committed to promoting gender diversity, this will take many years to filter 

through and the current gender imbalance contributes to the gender pay gap 

calculated across the organisation.

Our biggest internal challenge is based on our demographics; women are under-

represented in our business. Women currently make up only 19% of our workforce 

and this percentage drops further across our senior roles. We believe this is 

reflective of the fact that the female talent pools we can develop and promote are 

fewer in numbers than the male talent pools which we must maintain and improve 

upon to achieve change in the future. We are committed to reducing this gap as we 

believe it is fundamental to creating an innovative and high performing company.

The gender bonus gap rose significantly in 2020 and this is primarily due to the 

closure of our LTIP bonus plan, resulting in additional payments given as a result of 

vesting of shares. This plan was only open to senior leaders and as our proportion 

of males in senior leadership positions is far higher, this is then reflected in the high 

mean bonus gap figure.

Causes of our gender pay gap
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What are we doing to address our Gender Pay Gap?

We have a number of mechanisms within our reward policies and processes 
to promote consistency in pay for men and women performing in similar roles. 
This includes a consistent approach to job evaluation and grading and a pay-for-
performance philosophy both in pay awards and bonuses. Our organisation is 
committed to attracting and retaining female talent but like similar technology 
organisations, we sometimes face challenges recruiting female employees with 
STEM qualifications and experience.

We actively support International Women in Engineering Day and participate with 
local schools, colleges and universities to engage female students.

We will continue to actively recruit and retain women at 
all levels across the business and recognise that there 
is a significant opportunity to increase the number of 
women in leadership positions.

We offer flexible working patterns to support employees, 
robust succession plans and provide managers with 
training to ensure fair, non-discriminatory recruitment 
and reward processes are followed.

Our business is committed to making progress in 
developing a diverse workforce but acknowledge that 
there is still a lot to do to improve gender diversity in 
both the industry and within our organisation.
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