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The UK government introduced a requirement for all employers with more than 250 employees 

to publish their gender pay gap data. 

In this report, we are sharing our gender pay gap data for the 12 months up to April 2018. Our 

calculations are based on the pay data of 511 employees across our UK business.

The gender pay gap is the measure of difference between the average hourly rate of pay for 

men and women across the business. The report expresses women’s pay as a percentage of 

men’s pay.

GENDER PAY GAP DATA
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IRI is committed to promoting an inclusive and diverse working environment where all 

employees have the opportunity to fulfil their full potential. Key to our future success is a 

workforce that is representative of the community in which we operate and the clients we 

partner. During 2017-2018 we have seen our mean gender pay gap reduce.

Our 2018 report highlights that we have a lower proportion of females than males in senior 

leadership roles, whilst we have seen positive movement in this area over the past 12 months, 

this continues to be a key driver of our gender pay gap. 

2019 will see the launch of our career mapping and competency framework that will provide a 

clear and transparent pathway for all employees to build their careers within IRI and will 

continue the great work that has resulted in many employees having long and successful careers with the business. 

We will continue to promote IRI as a flexible employer to ensure that we continue to attract and retain an inclusive and diverse workforce. 

At IRI our values underpin everything that we do and we will continue to build our culture around Collaboration, Personal Development, 

Innovation, Creativity, Executional Excellence and Client Growth.

I can confirm that our data has been calculated according to the requirements of The Equality Act 2010 (Gender Pay Information) 

regulations 2017.

Dan Finke

Managing Director - UK
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IRI’S GENDER PAY GAP
Percentage difference between male and female colleagues’ hourly 

rate of pay is largely driven by the number of male employees in senior 

roles and the proportion of female fieldworkers in the lower quartile.

MEAN

27.9%

MEDIAN

37.5%

PAY QUARTILES
This analysis shows that there are proportionally more male employees 

than female employees in the highest paid quartile. Female employees 

are concentrated in the lowest quartiles. This is heavily influenced by 

our field worker  population who make up 33% of our total employee 

numbers and are concentrated in the lower quartile. The majority of our 

field workers are female.

IRI’S BONUS GAP

MEAN

41.0%

MEDIAN

36.8%

% OF EMPLOYEES RECEIVING A 

BONUS

FEMALE

31.2 41.4 50.8 60.6

68.7 58.6 49.2 39.3

0%

20%

40%

60%

80%

100%

LOWER LOWER MIDDLE UPPER MIDDLE UPPER

WOMEN

MEN

https://www.google.co.uk/url?sa=i&rct=j&q=&esrc=s&source=images&cd=&cad=rja&uact=8&ved=2ahUKEwj7js-1o_vZAhWBShQKHflTCI8QjRx6BAgAEAU&url=https://thenounproject.com/term/people/11991/&psig=AOvVaw17h7q7USEpth0hTUvlMUkE&ust=1521648150828569
https://www.google.co.uk/url?sa=i&rct=j&q=&esrc=s&source=images&cd=&cad=rja&uact=8&ved=2ahUKEwj7js-1o_vZAhWBShQKHflTCI8QjRx6BAgAEAU&url=https://thenounproject.com/term/people/11991/&psig=AOvVaw17h7q7USEpth0hTUvlMUkE&ust=1521648150828569


© 2019 Information Resources Inc. (IRI). Confidential and Proprietary.

We continually strive to ensure that  IRI is an inclusive employer of choice. Our diverse workforce is key to 

our competitive advantage. We have identified a number of actions that will ensure we remain focussed on 

attracting and promoting talent. We aim to increase the percentage of female employees in senior 

leadership roles. Whilst the actions highlighted below will put us in a strong position to achieve this we will 

also create a female workers forum to provide valuable feedback and insight ongoing. 

RECRUITMENT

Ensure that flexible working opportunities 

are clearly stated at the point of 

advertisement (where applicable)

Refresh recruitment skills training for all 

recruiting managers to ensure robust 

selection procedures resulting in us always 

appointing the best candidate for the role 

and mitigate any potential for unconscious 

bias

INTERNAL CAREER PATHS

Review of succession planning process to 

ensure top talent is retained and realise all 

opportunity for promotion

Increased focus on personal development 

plans and career paths with the launch of 

our careers and competency framework

FLEXIBLE WORKING

Continue to examine and remove barriers to 

flexible working

OUR ACTIONS


