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We know that we are at our best 
when we can provide a diverse 
and inclusive environment in which 
our own people can thrive, including 
our female employees. We’ve had 
a clear focus on this over the years 
and with the launch of our Identity 
programme in 2011, we’ve taken a 
number of initiatives internally to  
ensure we promote an inclusive and 
diverse environment, recognise and 
develop talent, diversify our talent 
pools and work with our clients  
and community to make a long 
term impact.

We know there is still room for  
progress, and this first Gender Pay 
Gap Report has provided us with 
useful insights which we will use to 
further our commitment towards 
creating the best environment for 
our people. 

We confirm that the information  
set out in this report is accurate.

Why it’s important to us

Why it’s important to us What we’re measuring How we’re doing What we’re doing about it

Natasha Clarke 
Chief People Officer

Gary Elden 
Chief Executive Officer

SThree’s purpose is to bring skilled people  
together to build the future. We help leading 
international companies as well as smaller 
companies find the specialist talent they 
need within the STEM industries (Science, 
Technology, Engineering, Mathematics). 
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Under the new UK Gender Pay 
Gap Regulations, employers 
with more than 250 employees 
are required to report their 
gender pay gap and gender 
bonus gap.

• The gender pay gap shows the difference in the 
hourly pay rate of men and women. 

• The bonus gap shows the difference in bonus  
payments paid to men and women. Bonus pay 
includes bonuses, commissions and recognition 
payments.

The pay gap isn’t a measure of equal pay. An  
employer delivering equal pay can still have a 
gender pay or bonus gap, for a number of reasons 
including a higher proportion of men in senior roles.

Under the new regulations, we are required to  
measure the pay gap by looking at the mean and 
median hourly pay and comparing what it is for  
women and men. The mean is the average. It’s the 
total of all hourly rates divided by the number of  
employees. The median is the middle value, or the 
midpoint of hourly rates, when listed in order. 

 
 

* The analysis on this page is based on the aggregated 
data relating to employees of SThree Management 
services (support services) and SThree LLP (sales), at 
the snapshot date of 5th April 2017, in line with the 
new UK Gender Pay Gap Regulations. Excluded from 
this analysis are our Partners and our contracting 
employees. 

What we’re measuring

Why it’s important to us What we’re measuring How we’re doing What we’re doing about it

How we’re doing

788
Employees 
in the UK*

39%
Employees 
in the UK 

are women

6.3% 
   Median 11.6%  

 Mean

36.6%     Median 30.2%  
Mean

77.6% Proportion of women receiving 
bonus

87.6%  
Proportion of men receiving bonus

Bonus proportion Pay quartiles

Upper
72.2% 27.8%

Male Female

61.3% 38.7%
Upper middle

58.6% 41.4%
Lower middle

61.3% 38.7%
Lower

Gender pay gap

Gender bonus gap
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36%
at Manager 

Level

18%
at Director 

Level

Our gender pay and bonus 
gap is largely impacted 
by having more men than 
women in senior positions.

Proportion of women in senior roles in the UK 
(including Partners)

What we’re doing about it

Why it’s important to us What we’re measuring How we’re doing What we’re doing about it

SThree LLP

SThree Management Services

• Representation at senior level.  
In our UK and Ireland region, within SThree LLP, 
we have almost doubled the representation of 
women at Director level, from 10% to 18% and at 
Manager level, from 21% to 36% since our  
aspirational targets were introduced in 2012.

• Recruitment. 
In 2017, 40% of new starters in UK and Ireland, 
within SThree LLP, were female as compared to 

30% in 2016, which is increasing the percentage of 
women overall. 

• Return to work. 
Globally, the number of women returning to work 
has increased significantly over the last two years, 
from 70% in 2015 to 78% in 2016 and 87% in 2017  
(against national average of 77%). 

1. Promoting a positive and inclusive work 
environment 
We promote a positive and inclusive work  
environment where diverse opinions and  
perspectives are valued and a true meritocracy 
exists. We have policies, processes and systems  
in place to ensure we can consider flexible  
working for every job and have a strong focus  
on supporting our women to return to work  
after maternity leave.

We have female role models at the highest level 
to drive the agenda from the top, including our 
Chief People Officer who chairs the Women in 
Recruitment network, an initiative aiming to support 
women in the recruitment sector to achieve their 
full potential and assist recruitment firms in making 
the most of the female talent within their businesses. 

2. Recognising and developing our talent  
In 2017, we launched our women in leadership 
programme, IdentiFy, to equip more of our female 
employees with the skills they need to progress 
their careers and help improve the gender balance 
at senior level. Thirty women have embarked on 
this journey and benefitted from a combination 
of senior sponsorship, classroom training, one to 
one coaching, networking and stretching  
assignments. Early feedback indicates that  
participants are really benefitting from this focus.

Our mentoring programme launched in 2014 
helps people access personalised support from  
experienced team members across the  
organisation and is an important part of their growth 
and development to ensure they can achieve 
their career goals. 

We’ve developed a number of initiatives to make a positive impact in four key areas:

With the Identity programme we set up in 2011, we’ve had a particular focus on developing and progressing 
women within our organisation. Recent analysis shows significant progress in a few key areas: 

42%
at Director 

Level
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3. Increasing the pipeline of diverse talent 
We know that we will only improve the 
representation of women at senior level if 
we ensure a good representation from entry 
level too. 

• We’ve set ourselves aspirational targets 
in terms of female representation as  
mentioned previously. At entry level, we 
have seen the proportion of women  
increase by over 6 percentage points 
in 2017, from 30.2% to 36.7% in one year 
(against a target of 35%).

• We’ve introduced structured behavioural 
interview training to remove unconscious 
bias from the interview process 

• We’re monitoring our recruitment  
practices to ensure we’re building a  
balanced workforce.  
 
 

4. Working with our community  
As a specialist recruiter in the STEM industries, 
we are in a great position to help educate 
our customers around the importance of 
sourcing talent from diverse backgrounds. 
Our #MindTheGap campaign is the best  
recent example of how we are raising 
awareness and promoting diversity by  
engaging with our customers. 

Our brand Hyden helps our customer base 
in developing practices to support inclusive 
recruitment and the building of a diverse 
workforce. 

Through the SThree Foundation, we have 
partnered with Generating Genius to  
support 50 young people from diverse and 
underprivileged backgrounds into the STEM 
industries. We have a focus on attracting 
young women into this programme to 
address the gender imbalance in STEM 
and we are delighted that 70% of our first 
two-year cohort were female.

What we’re doing about it

Why it’s important to us What we’re measuring How we’re doing What we’re doing about it

“I had a vision for where I wanted to take my role but I wasn’t sure how to 
make it happen. IdentiFy has given me the tools I need to communicate at 
the highest levels and have an impact on decision-making within the business. 
It has helped me to articulate my vision and identify who I need to engage 
with in order to progress my plans and move into a more senior role where I 
can truly make a difference. Having a sponsor has given me just that bit of 
confidence I needed to do the things I know are right even if they are 
outside of my comfort zone.”

Faith Doherty, Senior Business Partner, Client Relationships SThree UK&I
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Breakdown by entity

Why it’s important to us What we’re measuring How we’re doing What we’re doing about it

84.4% Proportion of women 
receiving bonus 91.4% Proportion of men 

receiving bonus

Bonus proportion

Pay quartiles

Upper

66.7% 33.3%

Male Female

68.3% 31.7%

45.0% 55.0%

48.3% 51.7%

Upper middle

Lower middle

Lower

SThree Management services

73.5% Proportion of women 
receiving bonus 86.1% Proportion of men 

receiving bonus

Bonus proportion

Pay quartiles

Upper

74.4% 25.6%

Male Female

65.3% 34.7%

68.3% 31.7%

57.9% 42.1%

Upper middle

Lower middle

Lower

Gender pay gap

13.1% 
  Median 14.4%  

Mean

Gender bonus gap

36.4%      Median 22.9%  
Mean

SThree LLP

20.8% 
  Median 11.9%  

Mean

Gender pay gap

1.4%  
      Median 24.5%  

Mean

Gender bonus gap
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www.sthree.com


