
Gender Pay Gap  
Report 2020
From April 2017, all UK organisations who employ more than 250 employees 
are required by law to report annually on their Gender Pay Gap.



What’s included
Hourly pay includes basic pay, car 
allowances, shift pay, on-call and standby 
allowances, payments for overtime, 
redundancy and sales commission. 

Employees on family or sick leave are 
excluded.

Where we report
We report our data to the Government and 
publish it on our website: www.flogas.co.uk.

About our pay gap
In 2020 our mean gender pay gap is -0.2%, meaning that on average women are paid in line 
with men. This year we have seen an increase on our overall employee base, although our 
proportion of male and female colleagues overall has remained static, with 82% male. 

Making significant changes to this demographic is challenging across an industry in which 
operational roles have traditionally been occupied by men.

2017 2018 2019 2020

MEAN 0.6% -0.5% 0.3% -0.2%

MEDIAN
-1.7% -1% -0.9% -3.4%

Mean Gender 
Bonus Gap

14.5%
On average, men earn 

more than women

Median Gender 
Bonus Gap

-46.2%
On average, women earn 

more than men

50%
of women received a bonus

35%
of men received a bonus

At Flogas we believe that 
a truly diverse workforce  
with colleagues who are 

empowered and motivated will 
enable us to deliver our business 
goals, and provide the best service 
to our customers. That is why we 
remain committed to gender 
equality and taking positive steps  
to manage our gender pay gap.

What’s the Gender Pay Gap
The Gender Pay Gap is defined as the difference in the average earnings of men and women 
over a standard period of time, regardless of their role or seniority. Gender pay is different from 
equal pay as it does not measure the equality of pay for roles of the same type or level.



A focus on attraction
One of the projects we've undertaken is a review of our attraction strategy.  This has been a 
contributing factor to the positive movement of our median pay gap, from -0.9% in 2019 to 
-3.4% in this years report.  This has been predominantly driven by the hiring and promotion of 
females to a number of senior roles within the organisation.  We now have 2% more women in 
the top quartile for earnings, compared to last year. 

It is pleasing to see a step forward in three of
the four pay quartiles.  Our data tells us that 
13% of females have moved upwards within 
the quartiles compared to last years report.

Explaining our gender pay gap
We have a number of different bonus schemes across the organisation, which reward 
performance aligned to a range of business and personal objectives. We are confident that 
women and men are treated equally where their roles are at similar levels in the application of our 
bonus schemes. 

This year we saw the mean bonus gap drop from 56.7% to 14.5% as our bonus schemes continue 
to reflect the achievement of key performance metrics and overall company performance. The 
median bonus this year was -46.2% compared to 17% last year. 

This is attributed to overall company performance, with 85% of the organisation receiving a bonus 
and 50% of these being women. 

Role Types

• Administration
• Customer Services
• Sales Support

• Yardhand
• Cylinder Drivers
• Cylinder Refurb

Role Types

• Administration
• Customer Services
• Sales Support

• Cylinder Drivers
• Tanker Drivers

Role Types

• First line managers
• Support roles

• Barrel Drivers
• Tanker Drivers
• Technicians

Role Types

• Senior managers
• Support roles

• Sales management
• Site managers
• Senior managers
• Support roles

Lowest Q2 Q3 Q4

20% 14% 16% 22%

80% 86% 84% 78%

Our pay quartiles: 2020



Progress and commitments
Whilst our percentage male and female colleague base has remained static, we have seen 
a shift in the diversity of our Senior Management Team with 33% of the team being female, an 
increase of 7%. 

We continue to take steps to address the diversity challenges we face, which have included:

 A Review of our attraction strategy and all associated materials

  Introducing a number of diversity and inclusion initiatives including, unconscious 
bias training for every colleague within the organisation regardless of role, enhanced 
maternity and paternity pay, and more flexible working

 We continue to monitor the number of applicants by gender throughout the recruitment 
and selection process, and will continue to complete structured competency based 
interviews as well as skills based tests 
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