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Introduction
At SThree, our people play a vital role in our purpose of  
bringing skilled people together to build the future. We  
put a strong emphasis on creating a diverse and inclusive 
working environment allowing us to find, develop and retain 
great people.  

Within the last year, we have reviewed our Diversity & Inclusion 
strategy and are in the process of refreshing it to ensure it 
supports the achievement of our long-term goals. Gender is 
a key part of our Diversity & Inclusion Strategy, and although 
this report is focused on the UK, our work in this area is global 
but delivered locally. We are encouraged to see that we are 
attracting and hiring more females into our business and in 2019 
we increased our overall proportion of females in the company 
by 4%. This is encouraging progression in our drive towards 
becoming a more diverse and inclusive business.  

This report shares our UK Gender Pay Gap results as required by 
law under the Equality Act 2010 (Gender Pay Gap Information) 
Regulations 2017. It also provides narrative around our strategy 
and actions to reduce any gaps and achieve our aspiration  
of being recognised as leaders of Diversity & Inclusion in the 
Staffing industry. 

We are committed to reducing the gap and continue to use 
our five-point plan to focus our work and fulfil our ambition in 
creating a diverse and inclusive environment. 

Our five-point plan covers the following: 

1. Hire – develop hiring practices which are accessible and 
create opportunities for diverse talent 

2. Engage – promote a positive and inclusive work environment 
and work towards becoming an employer of choice   

3. Advance – recognise, develop and promote a broad range 
of talent

4. Reward – provide reward structures that enable and support 
our focus whilst being fair and transparent

5. Involve – work with our external communities and partners to 
encourage diversity in the workplace particularly as the only 
pure-play STEM specialists 

We confirm that the gender pay gap data set out in this  
report is accurate and has been produced in accordance  
with the regulations.

Signed,

Mark Dorman
Chief Executive Officer

Matthew Blake 
Chief People Officer

800 employees 
in the UK

781 employees 
in the UK

2019 2018

46% 
employees 

in the UK are 
women

42% 
employees 

in the UK are 
women

Matthew Blake, CPO

Mark Dorman, CEO
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People Highlights

The Senior Executive team has made Diversity & 
Inclusion a key strategic priority for the Group. 
Addressing the issue of female representation 
in senior roles is of vital importance to the 
progression of our business, and while work in 
that area is ongoing, we are committed to driving 
positive, meaningful change.

Kate Holden 
Chief Strategy and Development Officer

“

”
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What we are reporting
The UK Gender Pay Gap Regulations requires an employer with 
more than 250 employees in the UK to report statistics for four 
key areas as at 5 April 2019. 

These key statistics are: 

1.  Gender Pay Gap  
The difference in hourly pay between males and females as at 5 April 2019 by:

i. Median Gap
ii. Mean Gap 

2. Proportion of men and women in each pay band quartile  
The population is ranked from highest to lowest and then cut into four equal parts 
to see the gender composition of each section.  

3. Bonus Pay Gap 
The difference in bonuses (including commissions, long term incentive and 
recognition payments) paid between male and females over the 12 months up to 
5 April 2019 by:

i. Median Gap
ii. Mean Gap 

4. Proportion of men and women receiving a bonus  
The percentage of all males and all females that received a bonus payment in 
the 12 months to 5 April 2019. 

Gender Pay Gap is not the same as Equal Pay. Equal pay looks at pay based on 
those performing the same role or a role of equal value. The Gender Pay Gap looks 
at the workforce as a whole and does not consider roles being performed in the 
calculations of its figures.  

The data in this report shows aggregated views of SThree UK figures and then  
split out by SThree Management Services and SThree Partnership LLP as required  
by legislation.
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People Highlights

Our ambition is to be recognised as leaders of Diversity & 
Inclusion in the staffing industry. As the only global, pure-play 
STEM staffing specialists, we hold a personal responsibility to 
ensure we are contributing to this important activity to help 
open the doors to diverse talent who can solve complex, global 
issues in the field. That goes for our own people too; we want to 
find, develop and retain great people and recognise that great 
minds don’t think, act or look alike. Understanding this helps us 
truly live our purpose; bringing skilled people together to build 
the future.

Karima Green  
Global Diversity, Inclusion and Engagement Partner

“

”
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Our Results - Aggregated totals
The aggregated data below shows the combined view of employees of SThree 
Management Services (support services) and SThree LLP (sales) within the UK only, at 
the snapshot date of 5 April 2019 as well as 5 April 2018, in line with the UK Gender Pay 
Gap Regulations.  
 
Excluded from this analysis are our Partners, executive and non-executive directors 
and our contracting employees.

2019

Gender Pay Gap

11.1% Median 15.0% Mean

Gender Bonus Gap

59.9% Median 54.9% Mean

Bonus Proportion

78.0% Proportion of men
receiving bonus 80.2% Proportion of women

receiving bonus

Lower Middle

50% 50%

Upper Middle

55.8% 44.2%

Upper

63.7% 36.3%

Lower

54.1% 45.9%

Male Female

2018

Gender Pay Gap

12.0% Median 16.5% Mean

Gender Bonus Gap

38.4% Median 44.6% Mean

Bonus Proportion

88.1% Proportion of men
receiving bonus 80.1% Proportion of women

receiving bonus

Lower Middle

57.4% 42.6%

Upper Middle

61.9% 38.1%

Upper

67.5% 32.5%

Lower

57.1% 42.9%

Male Female
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Aggregated totals – Our total UK population
As part of our ongoing commitment to being recognised as leaders in Diversity 
& Inclusion in the staffing industry, we are also starting to evaluate our total UK 
population including our Partners and Plc Directors who are currently part of a 
separate entity. Going above and beyond to report on our aggregated figures from 
our entire UK population is discretionary and not required under current legislation, but 
we believe it is important to start to show a broader, more transparent picture of our 
Gender Pay Gap. 
 
This data helps us to make effective decisions and become an organisation that 
recognises diversity as a necessity, not a nice to have. Our 2020 analysis will include 
global data and insight as we continue our focus on openness and transparency.      
 
The data below is an aggregated combined view of employees of SThree 
Management Services (support services) and SThree LLP (sales) within the UK only, at 
the snapshot date of 5 April 2019. As stated, this includes all UK employees, Partners 
and executive and non-executive directors from all SThree entities. The calculations all 
follow that as required by the current UK legislation. 

In the future we will continue to report on our aggregated figures on this basis. 

2019

Gender Pay Gap

12.9% Median 25.9% Mean

Gender Bonus Gap

65.3% Median 66.5% Mean

Bonus Proportion

78.0% Proportion of men
receiving bonus 79.9% Proportion of women

receiving bonus

Lower Middle

51.4% 48.6%

Upper Middle

55.6% 44.4%

Upper

66.7% 33.3%

Lower

52.8% 47.2%

Male Female
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SThree Management Services
The data below relates to the employees of SThree Management Services (support 
services) within the UK only, at the snapshot date of 5 April 2019 as well as 5 April 2018, 
in line with the current UK Gender Pay Gap Regulations. 

2019

Gender Pay Gap

17.7% Median 8.9% Mean

Gender Bonus Gap

17.6% Median -8.0% Mean

Bonus Proportion

80.9% Proportion of men
receiving bonus 83.9% Proportion of women

receiving bonus

Lower Middle

34.4% 65.6%

Upper Middle

46.9% 53.1%

Upper

50% 50%

Lower

32.3% 67.7%

Male Female

2018

Gender Pay Gap

27.4% Median 13.8% Mean

Gender Bonus Gap

24.9% Median 18.7% Mean

Bonus Proportion

86.9% Proportion of men
receiving bonus 77.6% Proportion of women

receiving bonus

Lower Middle

40.7% 59.3%

Upper Middle

66.1% 33.9%

Upper

63.3% 36.7%

Lower

44.1% 55.9%

Male Female
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SThree LLP
The data below relates to the employees of SThree LLP (sales) within the UK only, at 
the snapshot date of 5 April 2019 as well as 5 April 2018, in line with the current UK 
Gender Pay Gap Regulations. 

2019

Gender Pay Gap

7.9% Median 21.5% Mean

Gender Bonus Gap

48.7% Median 50.1% Mean

Bonus Proportion

77.0% Proportion of men
receiving bonus 76.8% Proportion of women

receiving bonus

Lower Middle

64.5% 35.5%

Upper Middle

63.0% 37.0%

Upper

72.9% 27.1%

Lower

59.3% 40.7%

Male Female

2018

Gender Pay Gap

10.2% Median 22.6% Mean

Gender Bonus Gap

47.0% Median 44.4% Mean

Bonus Proportion

88.6% Proportion of men
receiving bonus 81.8% Proportion of women

receiving bonus

Lower Middle

62.4% 37.6%

Upper Middle

67.9% 32.1%

Upper

72.7% 27.3%

Lower

56.9% 43.1%

Male Female
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Reflection on our Results

On review of the 2019 results, we see an overall improvement in our Gender 
Pay Gap. This is predominantly driven by an increase in the number of females 
in the business, particularly within our higher-salaried Management Services 
teams. The increase in women joining the business also supports our improved 
pay quartile composition. However, we recognise that there is still work to do 
to ensure the number of women within the Partnership entity and at the senior 
levels continues to increase. 
 
However, the results also show that our bonus gap has increased from 2018. 
While as a business with a commission and bonus-based reward model, the 
figures will naturally vary year on year with performance, this disparity is largely 
as a result of us not having enough females in senior sales roles. Therefore this 
has an impact on salary and bonus potential as well as tenure which typically 
has a positive impact on performance.

There is a similar percentage of colleagues receiving a bonus by gender 
and we remain committed to ensuring that people in all our roles are fairly 
rewarded for their contribution to the business and are able to share in  
its success.

At SThree we place a great deal of emphasis on the importance of Diversity 
& Inclusion and understand that, while there is no quick fix, there is a need for 
change across the business if we are to achieve true gender balance. In the 
next pages we share some of the work we have done and will continue to do 
in this area.
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People Highlights

It’s empowering to work for a company that is committed to 
Diversity & Inclusion as it’s an issue that is very close to my heart.

While I find it personally motivating, it is also critical to so many 
of our people, customers and to the STEM industries as a whole. 
Without diverse talent being attracted to the Science, Technology, 
Engineering and Mathematics professions we will continue to 
see an ever-widening skills gap, which is concerning when you 
consider these skills are literally needed to save the world.

Katie Scott-Kurti  
Head of Communications

“

”
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Our commitment to closing the gap
We recognise there is work to be done around our Gender Pay Gap and we are 
committed to closing it not only in the UK but across all of our global offices. 

The table below is the framework we use to focus our activities to this commitment.  
It shows what we have undertaken and achieved over the past year, as well as future 
activities and where we would like to be for each of our five points. 

Our five-point action plan

What We’ve DonePriority Future Activities Our Aspirations

Hire – develop hiring 
practices which are 
accessible and create 
opportunities for  diverse 
talent

• Implemented a collaborative approach to
talent acquisition across the UK regions

• Increased our gender balance on our Senior
Executive Leadership team, with females
representing a 3rd of the team

• Conduct diversity hiring audit including use of
data metrics at all stages of the recruitment
process especially sourcing and screening

• Improve candidate experience e.g. 
job adverts to interview structures and
representation in interviews, using internal
candidate experience feedback

• Thought leaders in diversity hiring

• Offer programmes to assist in the
hiring of targeted diverse groups e.g. 
apprenticeships, work experience for
schools in disadvantaged areas

Engage – promote a 
positive and inclusive work 
environment and work 
towards becoming an 
employer of choice

• Appointed a Global Diversity, Inclusion and
Engagement Partner to lead our Global
Diversity & Inclusion strategy

• Undertaken regular 6 monthly engagement
surveys to understand key trends existing
within the business and actioning feedback

• Reviewed our flexible working practices with
feedback from employees across all our
offices with recommendations in early stage
of implementation

• Reviewed our Diversity & Inclusion champions
remits across the organisation

• Reviewing how we measure engagement
to provide more insightful and robust data
particularly around gender trends

• Develop robust action plan based on eNPS
feedback and focus group feedback to
improve people experience in 2020

• Use the full potential of our Diversity &
Inclusion strategy and conduct focus groups
on mobilising the changes to ensure buy in

• See significant increase in female employee
engagement figures

• Become an employer of choice for women
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What We’ve DonePriority Future Activities Our Aspirations

Advance – recognise, 
develop and promote a 
broad range of talent

Reward – provide reward 
structures that are suitable 
for a diverse workforce whilst 
being fair and transparent

• Carried out workshops run to seek female
employee views on working at SThree and
build networks

• Appointed a new Head of Reward to build
new global reward strategy

• Undertaken work conducting global
organisational and job design

• Continue to review and embed new
approach to talent and succession planning
as well as governance around promotions

• Review of IdentiFY programme to broaden the
scope across our whole business and support
leadership development opportunities across
the group

• Improve our performance management
process to improve qualitative experience

• Design and implement global job levelling
and reward structures to ensure a consistent
approach across the business

• Review all commission schemes and their
application and governance to ensure there
is no bias

• Increase our employee mobility across
our businesses

• Holistic and integrated approach to talent
and performance management that supports
the diverse and inclusive culture

• Clear and transparent reward structures
that can accommodate all our various types
of workers

• Fair and robust commission schemes

Our commitment to closing the gap

Involve – work with our 
external communities and 
partners to encourage 
diversity in the workplace  
as the only pure-play  
STEM Specialists 

• Through our Corporate Social
Responsibility Strategy we currently work with
external partners in the following ways:

i. The SThree Foundation funds
programmes that engage females in STEM
education and careers
ii. We fund and volunteer with the
African Science Academy to support
provision of quality STEM education to
females

• Our Mind the Gap events continue to support
our clients in sharing ideas to promote
diversity in the workplace

• Further develop links between internal and
external community networks to connect, 
collaborate and support diversity particularly
in STEM industries

• Focus on collaboration opportunities at
a local level to move the dial on
gender equality

• Become leaders in developing a diverse talent
pipeline for the industries we partner to ensure
equality for all

• Creation of an inclusive environment
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People Highlights

Tom Way
Managing Director, UK & Ireland 

A diversity of views and perspectives is crucial to 
the success of any people business. If we want 
to attract and retain the very best talent in the 
industry, we need to ensure the culture at SThree 
is an open and inclusive one where all employees 
feel supported in their career development 
regardless of their gender or background.“

”
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What are we doing?
Diversity & Inclusion strategy 
SThree aspires to create an inclusive environment and culture, where individuals feel 
respected and have a deep sense of belonging, enabling diversity to be successful. 
Over the past year, we have appointed a Diversity & Inclusion Specialist to drive our 
approach and refresh the overall global strategy for diversity and inclusion to achieve 
our aspiration. There is already a clearer strategy developing with support from our 
Executive board and an action plan of our key priorities forming for 2020 and beyond. 
Many of these you can see throughout this report.  

Our immediate priorities are to finalise and embed the global strategy, ensure all our 
leaders and managers are engaged, to lead with integrity, socialise our strategic 
narrative and hear the views of our people to create our inclusive culture.  

Talent Management
We recognise Talent Management is a critical piece in contributing to a diverse 
environment. With the appointment of a Global Head of Talent and Development  
we are now able to provide this area with the focus and priority it requires. Gender 
diversity is a priority within any new approach we take to Talent Management and 
succession planning, focusing on calibration and accountability to remove any bias 
from the process.  

Creating the right environment
Being comfortable and having a workplace that supports a balanced lifestyle is 
important for all our employees. This is key to retaining our top talent and ensure we 
can support our colleague’s lifestyles and enable them to perform at their best. Over 
the past year we have run workshops to help colleagues develop skills around better 
management of their time and encourage a focus on flexible working practices. We 
are also rolling out technologies that enable our colleagues to truly work flexibly, in a 
way that suits them. Globally, we have an ongoing office refurbishment programme 
to ensure we are able to provide spaces for colleagues to collaborate effectively 
and ensure they have access to the right tools and equipment to make their 
working lives easier.
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People Highlights

As someone who’s passionate about creating an equal playing 
field in the workplace, my goal with the #MindtheGap campaign 
was to create a forum for discussion and debate that raises 
awareness of the key issues while promoting the exchange of 
ideas. The reception to the events we’ve held so far has been 
brilliant and we have more really exciting plans in the pipeline. 
If we are to create an inclusive environment and a diverse 
workforce, it’s important that we don’t just talk about making 
changes – we need to actually make the changes.

Jenny Kelly
Client Relationship Manager - Business Partner,  
Computer Futures

“

”
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Diversity network
We have a long established network of Diversity & Inclusion champions, and this year 
we have reviewed how to support and position these individuals to set them up for 
success. These volunteers provide us with important insights on local issues and cultural 
nuances that ensure we build programmes that work across our locations. They are 
also our advocates on the ground to help embed our strategy and support local 
team managers. These individuals have played a key role in supporting our Diversity & 
Inclusion strategy review. 

Reward
We know that having the right reward structures are critical to ensure there is fairness 
and consistency in pay by gender. Over the years our reward structures have not 
evolved as needed to provide this fairness and consistency as we hoped, therefore 
over the last year we have established a reward department to review and build 
reward structures for all colleagues. Clearly, this will take time but a clear principle in 
this work is to ensure it provides the tools for managers to reward and recognise our 
diverse range of colleagues. 

#MindtheGap
Our #MindtheGap programme continues to grow and this year we held a successful 
networking event to discuss topics including ‘Can flexible working reduce your pay 
gap’ and sharing experiences on supporting employees returning after a period of 
extended or parental leave. This sharing of ideas and collaboration with our partners 
allows us to continue our journey to lead the way to move the dial on diversity in 
the workplace. Having our client facing colleagues lead this programme allows our 
business to continue to provide our clients with the solutions and insights that they need. 

SThree Foundation
The SThree Foundation brings people together to build the future through supporting 

STEM projects that engage individuals from diverse backgrounds in STEM education 
and careers. In the past 18 months we have supported ten projects that have 
engaged over 4,365 people from diverse backgrounds in STEM. One of those projects 
is the African Science Academy who we raised £82,000 for in the reporting period, 
with £11,000 of this raised in the UK. In the future our aim is to continue to diversify the 
STEM talent pipeline in our key markets to drive fair work and equality.
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People Highlights

Zara Safdar  
Marketing Assistant

Equality and diversity has entered the conversation 
now more than ever; I feel lucky to be starting out 
my journey with SThree now, when there are so 
many successful and thriving female role models 
around me, both in my own office in Glasgow and 
in my team around the world.“

”
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