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Introduction
At Gigaclear we are committed to ensuring that we offer a fair and 
inclusive working environment where we bring our value ‘Do the 
Right Thing’ to life every day in how we manage our people. We 
have worked hard on initiatives that encourage diversity including 
developing well defined career paths so that our employees are 
empowered to develop their knowledge, skills, and experience to 
take the next step in their careers. As a result, more than 25% of 
our employees took their next career step with Gigaclear within 
the year, a result which supported our diversity agenda as well as 
helping us retain talented individuals within a competitive sector. 
Our mean gender pay gap did not change from last year despite 
the recruitment of 100+ new employees into our newly created 
Direct Labour team, formulated of typically male dominated 
field engineering roles. Across our results our organisational 
gender split of 75% male and 25% female continues to skew  
the results. Additionally in 2020 we introduced our spot bonus 

scheme where employees can nominate their colleagues  
for a cash bonus to show their appreciation – this also  
had a skewing effect on the bonus pay gap results.
In 2020 we implemented a number of initiatives to help  
us achieve our goal of attracting more women to consider  
a career with Gigaclear, including:
•   An update of our maternity policy, introducing enhanced 

maternity and paternity pay. 
•   A revamp of our employer brand proposition, making  

sure that our flexible, inclusive culture is reflected on  
our company website and other external platforms. 

•   A continued focus on building a strong culture of career 
progression to help us retain and develop our people.

•   Trained our in-house recruitment team on recognising and 
removing unconscious bias in the recruitment process.

Gigaclear 2021 Gigaclear 2020 Gigaclear 2019

Mean Gender Pay Gap 14.0% 13.9% 18.4%

Median Gender Pay Gap 19.4% 13.9% 27.6%

Mean Bonus Gender Pay Gap 36.3% 52.5% -3.6%

Median Bonus Gender Pay Gap -190.9% 12.5% -65.8%
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Managerial Split by Gender

Of the management team; 68% are male, 32% are female. 

29%
of our female staff 
are managers

22%
of our male staff are 
managers
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What is the Gender Pay Gap?
The Gender Pay Gap shows the difference between the average (mean or median)  
pay of men and women. This is expressed as a percentage of men’s pay. For example:  
a pay gap of 15% would mean that on average across the whole workforce,  
men earn 15% more than women per hour. Where a negative figure is  
reported, this means that on average across the whole workforce,  
women earn more than men per hour.
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Actions
In 2020 we created and recruited a Direct Labour workforce, 
welcoming a large group of Engineers and Operational 
Managers into the Gigaclear family. We have worked hard  
to attract females into these roles, which are typically male 
dominated, and are proud that we have managed to maintain 
our organisational gender split despite this workforce increasing 
our overall headcount by over 100 people. We have already 
conducted interviews with a group of female employees, who 
are serving in typically male dominated roles, to understand 
what attracted them to Gigaclear and what we can learn from 
their recruitment, onboarding, and in-role experience. Key 
learnings from this have been implemented into our recruitment 
training for line managers and overall approach to recruitment. 

We are committed to the following initiatives for the year ahead: 

  Creation of an Equality, Diversity and Inclusion group  
tasked with reviewing our policies, looking at our diversity 
data, targeting improvement and recommending initiatives  
to achieve that improvement.

   Continued focus on ensuring that our careers page is 
showcasing our inclusive and flexible culture. 

  Complete a mid-year review of employee compensation  
to identify and remedy any gaps. 

  Ensure we have clear and well-defined employee career 
pathways; proactively encouraging the promotion and 
development of our people. 
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