
REPORTING ON OUR GENDER PAY GAP 

At Encirc, we are committed to providing a workplace where 
job opportunities are available for everybody, regardless of 
gender, and that men and women are paid equally for the work 
they undertake. 

Creating a progressive and inclusive workplace is a key 
objective for Encirc and we believe these commitments will 
bring positive change across our business. We will continue to 
embrace gender diversity and equal opportunities for all, not 
only at Encirc, but industry as a whole. 
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HOW WE WORK IT OUT

The gender pay gap is the difference between the average 
earnings of men and women, regardless of the nature of their 
work and level within the business. A positive percentage means 
that female employees have lower pay or bonuses than male 
employees, whereas a negative percentage represents female 
employees having higher pay or bonuses than male employees.

The median is the middle number. The median pay gap is the 
difference between the pay for the ‘middle woman’ compared 
to the ‘middle man’ if all employees are lined up in order of 
their pay. Median is often preferred when analysing data as it is 
not affected by outlying values. 



WHERE WE ARE – AS AT APRIL 2021
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At 16.3 per cent, our overall median gender pay gap has unfortunately increased since last 
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• Our company and industry as a whole, is male 
dominated and positive changes will take time to 
translate into positive figures

• Although we are actively trying to bring in more 
females into the industry, gaining the skills and 
experience that comes with senior positions, and 
higher pay, takes time

• Our pay gap is generally larger with our longer 
serving colleagues – a trend that will take time to 
reverse. The median pay gap for employees who 
joined us in the previous 5 years is 2.9%, which 
shows we are heading in the right direction

• The gender pay gap compares all employees, 
regardless of position – so a trainee is compared 
with a Director. By comparing roles with similar 
levels of responsibility, we found the pay gap was 
much lower: 4.2% in our lower paid roles and -2.1% 
(in favour of females) in our more senior roles



WHAT WE HAVE DONE SO FAR

We are committed to reducing our gender pay gap. To achieve this, 
our senior leaders have committed to a  ‘diversity charter’ which 
outlines a series of commitments which will promote positive action 
towards gender diversity. These commitments include efforts to 
ensuring our crews have a minimum number of females on each 
crew, advocating mixed interview panels for all roles, and initiatives 
around talent, development and leadership which are supporting 
women in the business to grow and access opportunity. 

Our recent accreditation with Diversity Mark NI further shapes our
commitment and journey towards more intelligent data collection,
community and school engagement and evolving the diversity
strategy into the future.

We have also invested significantly in commissioning cultural audits
and diversity surveys which will provide further insight and
improvement recommendations.



WHERE WE’RE GOING

Some of our other initiatives:
• As part of the work around talent management and succession, 

around 20% of those who have either been identified as potential 
successors into senior roles or who are on a development plan into 
their next role are female. This percentage is higher than the general 
gender split

• A ‘Women in Manufacturing’ enrichment curriculum is currently in 
development which aims to provide women in the business skills and 
behaviours to support their career growth in a male dominated sector. 
This curriculum is due to be ready towards the end of the year. 

• 57% of colleagues who undertook professional development in 2021 
were female. 

• Our recruitment system, Encirc Recruit, was launched in 2022 which 
will ensure candidate CVS’s and applications are anonymised – this 
will ensure that fairer recruitment process not only for existing 
colleagues but for new colleagues entering the business. 

The information set out in this report is accurate and calculated in accordance with the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017


