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At SmartestEnergy we recognise the power of 

different perspectives and backgrounds. To 

embed equality, diversity and inclusion within 

our organisation globally, we will fulfil a 

purpose which is to support and advance 

those who can make a positive difference in 

the workplace. With this in mind, our strategy is 

centered on building a balanced workforce, 

where men and women sit equally. 

Gender Pay reporting is a requirement under 

UK legislation. Notwithstanding the legislation, 

we have always concentrated on improving 

diversity across the Group because of its 

importance to our success and because it is 

the right thing to do. The difference now is that 

rebalancing it is a key objective and my 

number one priority.  

We do face challenges, and those same 

challenges affect our competitors too. 

SmartestEnergy operates in a sector that is 

male dominant and there is no quick fix to 

address this. I do not underestimate the focus 

we will need to make a positive change. I am 

proud to report that we do have a plan with 

full shareholder backing, which will change 

the face of the business with a framework that 

is underpinned by commitment and financial 

investment.  

Robert Groves, CEO 
SmartestEnergy Limited 

Foreword
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Currently, we have a gap between the average pay 

received by men and women in SmartestEnergy – we 

are not happy with this, so we are going to do 

something about it. This report illustrates this gap and 

provides an overview of the initiatives we are 

planning to close this identified gap over the next 

three to five years. 



Median calculation 

Gender pay reporting shows the difference in the 

average hourly rate between women and men in an 

organisation, expressed as a percentage of the average 

male earnings. A gender pay gap can be driven by a 

number of factors, but ultimately it is linked to a lack of 

women holding senior positions.

Distinguishing between median and mean: 

Lowest Paid Median Highest Paid 

The median is a figure that falls in the middle of a range when 

the wages of all relevant employees are lined up from smallest to 

largest. The ‘median gap’ is calculated based on the difference 

between the employee in the middle of the range of male 

wages and the middle employee in the range of female wages.

The mean is calculated by adding up the wages of all relevant 

employees and dividing the figure by the number of employees. 

The ‘mean gender pay gap’ is calculated based on the 

difference between mean male pay and mean female pay.  

Sum of women's 

hourly rate of pay 

Total number 

of women 

Total number 

of men  

Sum of men's hourly 

rate of pay 

Lowest Paid Median Highest Paid 

Mean calculation 

SmartestEnergy follows 
the calculation 
methodology set out 
by the Governments 
Equalities Office to 
report its mean and 
median gender pay 
gap, bonus gap, and 
distribution across pay 
quartiles.

Interested in learning 
more? 

Read more via 
GOV.UK about 
gender pay gap 
reporting calculation 
methodologies and 
requirements.

UK Legislation

Explained

https://www.gov.uk/government/collections/gender-pay-gap-reporting
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Median and mean bonus gap

Although 2020/21 brought its 
biggest challenge with the 
operational and economic 
restrictions imposed by COVID-19, 
we were determined to reward 
our UK teams with a bonus, albeit 
limited. The impact of the macro 
environment meant we could not 
extend it as far as we had done in 
previous years but nevertheless, 
we managed to make some 
payments.  

Again, using the government 
methodology, it also confirmed a 
gap. Our median bonus gap is 
36.9% and a mean bonus gap is 
79.1%. The people who were paid 

the largest bonuses were awarded 
it due to sales-based commission 
bonuses, predominantly male in 
composition. Additionally, senior 
managers and our traders who 
met their targets also received 
bonus, again predominantly male 
in composition. We also have 
more male colleagues than 
female colleagues across the 
Group. 

Although the gap between male 
and females receiving a bonus 
proportionately is relatively small 
i.e., 37% male v 34% female, the 
amount of bonus paid favoured 
our male colleagues.

Quartile composition  

Our data confirms that we have more men in the upper and upper 
middle quartiles than women.  This metric alone explains why we have 
median and mean pay gaps. Our lower middle and lower pay quartiles 
almost level themselves out, but do show stronger numbers for our female 
colleagues.

Median and mean pay gap

We pay our male and female staff equally where their roles are 
similar in stature and scope for each of our UK sites. Salaries are 
benchmarked on an annual basis to ensure we understand where 
the market rate falls and where salaries require adjustment, it is 
applied fairly and equally. Although we apply these principles, 
we still have median and mean gaps.

By employing the government methodology, it confirms our median 
pay gap is 26.4% and our mean pay gap is 26.3%. Simply put, we 
have more highly paid male staff at this level than female staff 
resulting in the gaps. Our C-Suite comprises two males and one
female from our UK operations. We have a senior leadership team 
which is 10 strong, five are female. We also have other managers 
and high earners, like our traders and sales teams, who are 
predominantly male and who are also in the Upper Quartile. These 
metrics support the Upper Quartile data where our male colleagues 
out number our female colleagues by 69% to 31% and then influence 
the wide disparity in the identified male and female bonus pay gap 
where we have a higher proportion of male commercial staff. 

When we embark on recruitment campaigns our applicants for the 
senior positions are predominantly male, this is endemic for our sector 
and adds to the challenge of building a diverse team. Each Vice 
President within the business has an objective to introduce gender 
balanced short lists on all recruitment campaigns moving forwards to 
ensure we work towards achieving a more realistic balance. 



So, what are we going to do about it?

We have developed a road map which will 
deliver over the next 3 to 5 years. That road map 
is called ‘Smartest Balance’. The aim of Smartest 
Balance is to promote equality and diversity, 
develop ‘best inclusive practices’ whilst 
maintaining compliance with all national 
equalities legislation.

More broadly speaking, Smartest Balance will 
introduce a wide array of investments to 
underpin a supportive environment and 
strengthen our diverse communities within the 
Group.

For year one (Fiscal Year 21/22) we have 

established an 18-point plan. Part of that 

plan is to form two groups:

> The Equality, Diversity, and Inclusion 

Strategic Group (EDISG)

> The Community Champion 

Steering Group (CCSG)

In this first year, we will concentrate on the 

Smartest Balance ‘building blocks’ including our 

technology and our practises and process. Year 

one will become the bedrock for years two to 

five.  Following the establishment of the two key 

groups (EDISG and CCSG), we will drive change 

and our commitment towards the overall 

Smartest Balance vision, which is:

In year two, financial investments will shape the 

Smartest Balance. We will develop our talent 

pipeline and shape our recruitment practice for 

the better.  These two initiatives alone aim to 

drive female development and retention, by 

supporting our current team and attracting new 

recruits with a collective and enhanced rewards 

package to support women in the workplace. 

‘To be a Company with an embedded culture 
of equality, diversity, and inclusion built upon 
inspiration, innovation, and creativity.’

In summary

I am personally committed to reducing the gender 
pay gap in our business and promoting a diverse 
workforce. We will achieve this with our Equality, 
Diversity, and Inclusion (EDI) strategy which is 
underpinned by Smartest Balance.

This includes a substantial financial investment into 
Smartest Balance, which is planned to deliver over 
a five-year period. Its objective is to embed EDI in 
everything we do and celebrate, promote and 
improve opportunities across the Group for all. It will 
make a real difference, and as a consequence, it 
will advance opportunities for our female 
colleagues. 

This Gender Pay Gap Report was approved by the 
C-Suite on 01/04/2021. The information and data 
contained within was confirmed as accurate and 
was signed by Robert Groves, Chief Executive 
Officer, SmartestEnergy Limited. This is the first 
Gender Pay Gap Report published by 
SmartestEnergy Limited and SmartestEnergy 
Business Limited.


