
We have customers in over 80 countries who rely on us to help them achieve their energy goals. We can only 
do this with a team that reflects their diverse needs.

We know that having an inclusive organisation makes our company stronger, and that is why we are 
committed to valuing difference in Aggreko. We continue to hire great people from all walks of life making 
our company stronger.

We know that our gender pay gap is not a pay issue, but down to lack of female representation in certain 
roles.  Given the nature of our business, this is particularly true of STEM roles (Science, Technology, Engineering 
and Maths) and leadership. 

Our reported numbers for the hourly pay gap have again improved. However, the bonus pay gap for the 
reported population has increased. These shifts show that relatively small changes in our workforce profile 
and business performance can have an impact on the numbers.

The mean bonus gap for UK excluding plc 
increased from 18.5% to 22.5%, largely 
because of the vesting of long-term incentives 
among our senior population where there is a 
higher proportion of men. However, when we 
consider the whole UK population including 
plc the bonus gap has decreased by 9.2% at 
median and 14% at mean.

Designing a new bonus plan which creates the same 
opportunities for everyone, with an equal focus on personal goals 
and shared business goals .

Implementing a change in our UK maternity policy, as a result of 
listening groups to understand the difference in engagement 
levels between male and female populations.

Establishing and communicating a “protect jobs” philosophy 
early on in the pandemic.

Offering up to ten days additional paid leave for anyone 
experiencing childcare challenges during the pandemic, as well 
as on-going flexible working.

Actions taken:
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Senior Management - global
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Proportion of men and women by pay quartile - UK excluding plc
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Our mean hourly pay gap for UK excluding plc 
has improved from 15.7% to 12.7%. This has 
been driven by turnover among men with long 
service, the bonus outcome for the year and the 
continuing positive impact of having personal 
goals in the bonus plan as a measure for 
everyone.

Our median hourly pay gap for UK excluding 
plc has also improved from 21% to 14.3%.

The patterns for hourly pay for the UK including 
plc are similar for the same reasons
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