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Accuracy statement: I confirm the gender pay gap data contained in this report is accurate and has been 
produced in accordance with the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017. 

At Synthomer, we are committed to celebrating 
diversity and challenging damaging stereotypes and 
assumptions. We believe that performance is driven 
by an innovative culture, fostered by an inclusive and 
diverse working environment. 

And while we still have many improvements to 
make, I am pleased that this 2022 report reflects our 
commitment to closing the gender pay gap. While the 
‘mean’ gender pay gap has risen slightly (by less than 
one per cent), the ‘median’ pay gap has decreased 
by half a percentage point. This is encouraging as 
‘median’ pay provides a clearer underlying picture  
as it is less affected by salary data at the top of  
the organisation.

The same is also true of our bonus data – again,  
a rise of less than one per cent in the ‘mean’ gender 
bonus gap, but a closing of 0.5 per cent in ‘median’ 
bonus pay gap.

Furthermore, the number of women in our ‘upper’ and 
‘upper-middle’ employee quartiles continues to rise. 
Women in the upper quartile rose by 0.4 per cent to 

27.0%, the fourth successive rise in this category. 
Meanwhile, women in the upper-middle rose  
by 1.2 per cent to 27.6%, the third successive  
annual increase.

We recognise the importance of, and remain 
committed to, attracting, developing and retaining 
female talent throughout the organisation, and 
diversity, equity and inclusion is one of our core 
strategic pillars under our refreshed strategy. 
Put simply, we cannot become the innovative, 
sustainable, and value-driven business we aspire to 
be, without diversity of thought and leadership. 

We further underlined our commitment to women 
in leadership with the promotion of Ana Perroni 
Laloe to President of our Coatings & Construction 
Solutions division, and the appointment of Alice 
Heezen as Chief Human Resources Officer. These 
appointments give us a more diverse perspective 
at an Executive level, and we sincerely hope will 
also inspire other female employees at Synthomer. 
But there is more we must do, which is why we are 

committing to achieving 40% gender diversity 
across senior management by 2030 - a stepping 
stone to true gender balance as part of our Vision 
2030 roadmap.

I am proud of the progress Synthomer continues 
to make as it strives to be a more diverse, equitable 
and inclusive organisation.



2022 Gender Pay Gap 
Means vs. Median Pay Gap

The median pay gap

The median represents the mid-point. If you separately lined up all the women 
and men, the median pay gap if the difference between the hourly Ordinary pay 
rate of the middle woman compared to that of the middle man.

The 
difference

Median 
hourly 

pay gap

Lowest hourly pay Highest hourly payMedian hourly pay

Lowest hourly pay Highest hourly payMedian hourly pay

* Ordinary Pay is not limited to basic pay, but also includes other types of pay such as allowances, pay for leave and shift premium pay. It does not include pay for overtime or pay relating to redundancy / 
termination of employment. The figures used are gross before income tax and national insurance deductions but after ant deductions for salary sacrifice benefits e.g. pension, childcare vouchers etc.

The mean pay gap

The mean gender pay gap ifs the difference in the average hourly Ordinary pay 
rate for women compared to men.

Number 
of male 

employees
+ + ÷ Mean male 

average pay=

The 
difference

Mean hourly 
pay gap

Number 
of female 

employees
÷ =

Mean female 
average pay+ +
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2022 Gender Pay Gap 
Fifth year of data

Mean gender pay gap

27.40%

Median gender pay gap

2020

29.30% 21.80% 23.70% 24.50%
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2021 202220192018

10.80%

2020

10.10% 4.40% 6.30% 5.80%

2021 202220192018



Median bonus gender pay gap

Mean bonus gender pay gap
2020 2021 202220192018

0

100

-100

75.0% 69.5% 83.3% 65.7% 66.5%

2020 2021 202220192018

0

100

-100

21.7% -55.9% 27.4% 8.7% 8.1%

2022 Gender Pay Gap 
Fifth year of data
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5.5% 13.8% 17.6% 0.8%

77.6% 83.3% 18.7% 0.6%



81.6% 91.3%

2022 Gender Pay Gap 
Fifth year of data
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Proportion of females / males receiving bonuses

2020 2021 202220192018

•  Mean pay is strongly impacted by data at the very top of the organisation 
which in Synthomer is male dominated

•  Median pay is less impacted by data at the very top of the organisation and 
therefore is a broader underlying measure

•  Bonus data is more variable year on year, and is influenced by the previous  
year’s performance, PSP scheme performance and the timing of the 
exercising of share options

–  The 2022 GPG includes the strong 2021 bonus payout as well as  
the 2019 PSP scheme payout

•  The gap between the proportion of males vs females receiving a bonus 
has narrowed since 2017.  In 2022 females had a higher proportion 
receiving a bonus than males.

85.9% 95.6% 87.6% 94.0% 80.3% 93.5% 92.0% 91.4%



•  % of women in upper quartiles(s) is increasing

•  As these “new” women entrants to the higher pay quartiles benefit from 
salary increases / promotions and bonus / PSP scheme payments the 
statistics may be expected to improve 

2022 Gender Pay Gap 
Gender split by quartiles
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Lower Middle 
Quartile 

72% 28%

Upper Middle 
Quartile 

83% 17%

Lower Quartile 

53% 47%

Upper Quartile 

73% 27%


