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Our commitment. 

Assystem is committed to addressing gender imbalance at all levels of the company’s 
operations. It views gender inequality as a risk, which is why it has a well-established 

gender diversity programme, #INCREDIBLEWOMEN, focused on increasing the 

recruitment, retention, development, and progression of women to senior roles within 

the company.

It is clearly understood that within the nuclear and defence sectors, in which Assystem 

operates, there is a significant gender imbalance, particularly among senior engineering personnel, 

and this is the primary contributing factor to the company’s Gender Pay Gap.

The challenge of gender imbalance in the UK’s engineering sectors is well-known as of all 

UK engineers, 14.5% are women1. In the nuclear sector specifically, women account for 20% 

of employees2, however this is both in technical and non-technical roles.

The limited pipeline of women working in the sector, particularly in technical disciplines, is 

reflected in Assystem’s Gender Pay Gap, where men in senior roles within  engineering, 
management and expert consultant functions represent the majority share of the company’s upper 
two hourly pay quartiles.

Assystem is contributing to the nuclear sector’s efforts to rectify this, having subscribed to 

the Nuclear Sector Deal target to achieve 40% participation of women in the sector by 

20303. While recognising the current challenge, Assystem also observes the opportunity 

that the energy transition brings for women, as there is a growing demand for engineers to 

build low-carbon power capacity over the coming years.

Assystem’s #INCREDIBLEWOMEN programme aims to recruit, retain, and evolve more women to 

and inside the business with a view to futureproofing the representation of women within the 

company, placing women in positions of influence on energy transition projects, and encouraging 
women to be the architects of their careers.

Assystem is aware that a maturing nuclear sector workforce coupled with new infrastructure-led 

growth will create roles that women can fill. To harness this opportunity, Assystem is 

making a significant investment of £5 million in its efforts to attract women graduates to the 

company, with a commitment to recruiting at least 100 women into nuclear roles by 2025.

Assystem is also working with partners such as Women in Nuclear UK, of which it is a founding 

sponsor, and STEM Women to highlight opportunities within the company to women. The success 

of these initiatives is reflected in Assystem’s lower two hourly pay quartiles, where women at the 

earlier stages of their careers are better represented.
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1Women's Engineering Society – Useful Statistics: https://www.wes.org.uk/content/wesstatistics#:~:text=Women%20make%20up%
2014.5%25%20of,906%2C785%20in%20Q3%20of%202020. 

2NSSG –  Nuclear Workforce Assessment: https://www.nssguk.com/nuclear-workforce-assessment/nuclear-workforce-assessment/ 

3UK Government – Nuclear Sector Deal: https://www.gov.uk/government/publications/nuclear-sector-deal/nuclear-sector-deal 

https://www.wes.org.uk/content/wesstatistics#:~:text=Women%20make%20up%2014.5%25%20of,906%2C785%20in%20Q3%20of%202020
https://www.wes.org.uk/content/wesstatistics#:~:text=Women%20make%20up%2014.5%25%20of,906%2C785%20in%20Q3%20of%202020
https://www.nssguk.com/nuclear-workforce-assessment/nuclear-workforce-assessment/
https://www.gov.uk/government/publications/nuclear-sector-deal/nuclear-sector-deal


Our actions. 

Actions Assystem is currently taking: 

1. Gender neutral language in recruitment: Assystem has recently introduced a tool which assesses 
the language used in recruitment advertising to ensure the use of inclusive language in vacancy 
listings.

2. Structured interviews for recruitment and promotions: Assystem is increasing the use of standard 
behavioural and technical questions in a predetermined order for all roles and is developing pre-
specified, standardised criteria to ensure all candidates are assessed equally.

3. Mentoring: All women in the company are offered the opportunity to receive career guidance and 
advice from senior colleagues, either through the #INCREDIBLEWOMEN programme or 
Assystem’s graduate programmes.

4. Training, coaching, and networking: As part of Assystem’s #INCREDIBLEWOMEN programme 
dedicated workshops are available to all participants on a voluntary basis, and budget is provided for 
coaching and networking sessions where employees can build skills and share career advice.

5. Workplace flexibility: Assystem offers flexible and hybrid working arrangements for staff, such as 
daily core-hours, which provide options on workday start and finish times.

Actions Assystem is planning to take: 

1. Target 50:50 representation in recruitment at senior management level: Assystem will deploy 
strategic, positive attraction techniques to ensure an even split of men and women candidates when 
recruiting for senior management vacancies.

2. Implement and communicate clear salary bands: Assystem will take significant steps during 2022 to 
improve the transparency with which it communicate salary band information both internally and 
externally for new role vacancies.

3. Support staff to become the architects of their careers: Assystem will support the evolution of 
women into managerial roles by mapping their career trajectory, creating action plans to ensure 
they are well-supported, and improving the communication of internal opportunities available 
across the business.

4. Appoint diversity champions and a dedicated Gender Pay Gap taskforce: Assystem will appoint 
diversity champions across the business to promote a diverse and inclusive workplace by initiating 
open discussions about diversity and helping to identify areas in which the business can work towards 
greater inclusivity. This will complement the work undertaken by Assystem’s dedicated Gender Pay Gap 
taskforce, which will oversee the implementation of these actions.
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2022 APPG sponsorship 

In 2022, Assystem is sponsoring the Women 

and Work All-Party Parliamentary Group to 

support policy development and 

stakeholder engagement which will deliver 

more equitable workplaces across the UK.  

Read more. 

Technical Graduate Scheme 

Assystem is committed to attracting 100 women 

to its Technical Graduate Scheme by 2025, 

supporting the development of the next 

generation of women engineers and diversifying 

the talent pool.  

Read more. 

https://www.assystem.com/en/news/assystem-sponsor-appg-to-help-improve-the-lives-of-working-women/
https://www.assystem.com/en/news/assystem-investing-5-million-in-the-next-generation-of-women-engineers/


Gender Pay Gap statement. 

Assystem Energy & Infrastructure Limited (AEIL) is a subsidiary of Assystem SA and is a provider of 
engineering and digital services.  

AEIL is fully compliant with all relevant legislation and is committed in its duty to report Gender 
Pay Gap information as mandated by the UK Government.  

The Gender Pay Gap calculations therein are based on AEIL’s payroll data drawn from the snapshot 
date of April 5th, 2021. 

AEIL confirms that the information provided below is accurate as of April 4th, 2022, and has 
provided its Gender Pay Gap data across the following six metrics: 

1. Percentage of men and women in each hourly pay quartile

*Q1 refers to the higher hourly payment quartile, while Q4 is the lower hourly payment quartile

2. Mean gender gap
using hourly pay:

35.40% 35.01% 

3. Median gender gap
using hourly pay:

5. Mean gender gap
using bonus pay:

10.12% 

6. Median gender gap
using bonus pay:

46.55% 
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Q1 

92% 8% 

Men Women 

Q2 

96% 4% 

Men Women 

Q3 

77% 23% 

Men Women 

Q4 

51% 49% 

Men Women 

4. Percentage of men and
women receiving bonus pay:

12.61% 7.69% 

Men Women 



Closing statements. 

The difference between Gender Pay Gap and equal pay 

The Gender Pay Gap is a calculation across all jobs in the UK, not the difference in pay between 

men and women performing similar roles.  

To ensure Assystem upholds equal pay, it regularly evaluates staff remuneration. 

#INCREDIBLEWOMEN

Assystem’s #INCREDIBLEWOMEN gender diversity programme actively works to improve the lives 

of women within Assystem and beyond.  

The programme operates across three pillars, which drive our company's diversity and inclusion KPIs: 
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Recruit 

Attract more women to the 

company and create 

accessible routes for women 

into technical careers. 

Retain 

Create opportunities for 

career progression and a 

culture that is conducive to 

success. 

Evolve 

Ensure women are 

equipped for success and 

support them to be the 

architects of their careers. 

Assystem is committed to driving down its 

Gender Pay Gap.  

In addition to our existing #INCREDIBLEWOMEN 

programme, in 2022 we will focus on taking specific actions 

to increase the number of women in senior and technical 

roles within the company.  

These actions will be led by a specific task force that will 

report progress directly to the company’s senior 

management team.  

Our focus will be to implement a strong mix of quick and 

long-term actions to tackle the root cause of the 

problem and work towards closing our company’s 

pay gap completely.

Simon Barber 
UK Managing Director, Assystem 
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