
At Inenco, integrity underpins everything we do. So, doing the right thing, while 
being open and transparent is important to us. We’re committed to providing equal 
opportunities and attracting diverse talent who together make Inenco a great place 
to work and give us a true competitive advantage.

Since our last report we have taken positive steps to drive change and greater gender 
balance in order to close the gap in a way that will not only make a difference but that 
is sustainable too. We recognise that there is still a lot of work to do to ensure the gap 
is closed not only across our business but the wider industry. However, we’re making 
meaningful progress and I am pleased to see that our mean (16.38%) and median 
(10.91%) pay gap results have reduced between 2018 and 2019. 

There are a few key changes we have made across Inenco that will have helped to 
improve our results. Over the past few years we have been working hard to implement 
a consistent and fair approach to how we reward our people. We’ve now successfully 
conducted an in-depth evaluation of all roles across the business and on the back 
of this developed and launched a new, transparent pay and grading structure. We 
will continue to regularly review our structure against market data to ensure that 
it remains right for the business and for our people. In July 2019 we also made a 
substantial investment in line with our new pay and grading structure and I look 
forward to seeing the true effect of this in the longer term. 

This report is based on data as of 5th April 2019 and at this date Inenco employed 
338 people with 200 men (59%) and 138 women (41%).

Janet Benson
HR Director
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Who are  
Inenco? 
Inenco is a business-
to-business energy 
management consultancy. 
We pride ourselves on 
helping our customers 
to optimise the supply, 

use and cost of utilities; 
including electricity, gas and 
water. We have long-term 
relationships with many of 
the UK’s largest brands and 
we work closely with them 
to enhance environmental 
sustainability and support 
their journey towards 
achieving net-zero carbon.

We have
integrity

We embrace
change

We are
collaborators

We
achieve

We have
fun



Why do we 
have a gap? 
Although we have done a lot of work to develop an improved 
pay and grading structure we realise that a key factor 
affecting our pay gap is that these figures include an element 
of sales commission. Whilst we have more men than women 
in general across Inenco, we also have more men in our higher 
paid, senior and commission earning sales roles. This has a 

significant effect on our Gender Pay Gap results. 

Gender Pay Gap

2019 Results

Pay Quartiles

UPPER 74%

56%

50%

62%

26%

44%

50%

38%

UPPER MIDDLE

LOWER MIDDLE

LOWER

In 2018-2019 the number of women 
receiving a bonus was 27.54%, in 
comparison 39% of men received a 
bonus.

The difference in average hourly rates of pay that men and women receive: The proportion of men and women in each pay band is demonstrated below. 
This is calculated by organising our people from lowest paid to highest paid and 
splitting them into four equal groups.

Proportion of Employees 
Receiving Bonus 
Payments 39%

27.54%

2017 2018

Mean Pay 30.03% 18.78%

Median Pay 15.50% 23.68%

Mean Bonus 22.97% 24.21%

Median Bonus 17.69 32.64%

2019
16.38%

10.91%

35.39%

16.73%



What have we 
done to help 
close the gap?
To support us on our journey to greater 
gender balance across the business we 
have taken the following steps:

We are committed to investing in our people and have taken significant steps to ensure everyone 
is fairly rewarded for the work they do. In July 2019 we launched our new, robust pay and grading 
structure for the business.

Across Inenco we are keen to support internal career progression and in the last year many of our 
talented female employees have progressed their career by taking on more supervisory 
or technical roles. This has positively effected the gap within our mid quartile roles. However, 
we continue to aspire to increase the number of women we have in senior and sales related 
roles, which will ultimately have the biggest affect on our pay gap.

In 2019 we made significant enhancements to our Company Maternity Pay and Company 
Adoption Pay to support our female employees and remain a competitive employer of choice.

We have recently introduced a new company bonus scheme which focuses on rewarding 
individual performance.

We have carried out a full review of all family friendly policies to ensure we support a diverse and 
inclusive workforce.

To support our commitment to maximising the potential of our people we have increased our 
focus on Learning and Development. This allows us to ensure we correctly manage talent and we 
meet all training and development needs across the business.



Gender Pay Gap 
Report 2018
Inenco is a business-to-business consultancy working 
on behalf of clients to optimise the supply, use and 
cost of utilities; including electricity, gas and water. 
We have long-term relationships with many of the 
UK’s largest and most powerful brands and work 
closely with our clients to minimise their risk, whilst 
maximising value. The report is based on data as at 
5th April 2018 and at this date Inenco employed 372 
people, with 215 men (58%) and 157 women (42%). 
Inenco positively values the different perspectives and 
skills that a diverse workforce brings to our company. 
We are commited to providing equal opportunities in 
employment and addressing our gender pay gap.

2018 Pay and Bonus Gap
The difference in average hourly rates of pay that men 
and women receive:

MEAN MEDIAN

PAY 18.78% 23.68%

BONUS 24.21% 32.64%

2018 Bonus Payments
Proportion of employees receiving bonus payments.

April 2017 to 
April 2018

Men
27.1%

Women
21.7%



Pay Quartiles
The proportion of men/women in each pay band is as follows:

Call us on 08451 463626, email 
us at enquiries@inenco.com or 
visit www.inenco.com

Men
55%

Women
45%

Men
75%

Women
25%

LOWER
QUARTILE

Men
46%

Women
54%

LOWER
MID

QUARTILE

Men
58%

Women
42%

UPPER
MID

QUARTILE
UPPER

QUARTILE

Commentary:
•  There are no significant differences in pay rates 

for different genders occupying equivalent roles. 
However, the gender pay gap arises as a higher 
proportion of senior, technical and commission 
earning roles are occupied by men.

•  Inenco is commited to addressing the gender gap 
and we have a higher proportion of women in the 
upper quartile than previous years. Our focus will 
be to continue attracting more women into 
these roles.

•  At the date of this report, more than 50% of our 
Leadership Team are still female.

•  We continue to focus on recruitment, training and 
reward and we aim to continue to address the 
gender pay differential over the coming years.

I can confirm that the data provided is accurate.

Janet Benson 
HR Director 
March 2019



GENDER PAY GAP 
REPORT 2017
Inenco is a business-to-business consultancy working on behalf of clients to optimise the supply, 
use and cost of utilities including electricity, gas and water. We have long-term relationships with 
many of the UK’s largest and most powerful brands and work closely with our clients to minimise 
their risk whilst maximising value. 

This Gender Pay Gap Report is based on data as of 5th April 2017. At this date, Inenco employed 
379 people with 231 (61%) being men and 148 (39%) being women. 

Inenco positively values the different perspectives and skills that a diverse workforce brings to 
our company. We are committed to providing equal opportunities in employment and addressing 
our gender pay gap.

The difference in average hourly rates of pay that men and women receive:

Mean Median

Pay 30.03% 15.50%

Bonus 22.97% 17.69%

Proportion of employees awarded bonus April 2016-April 2017

Men
29.44%

Women
41.22%

Pay & Bonus Gap

Gender Pay Gap Report



GENDER PAY GAP 
REPORT 2017

Lower Quartile Lower Mid Quartile Upper Mid Quartile Upper Quartile

Commentary:
• There are no significant differences in pay rates for different genders occupying equivalent roles. 
However, the gender pay gap arises as a higher proportion of senior, technical and commission earning 
roles are occupied by men  
• Inenco is committed to addressing the gender pay gap and we have already taken action this year to 
ensure a higher proportion of female employees within the upper quartile pay bands
• At the date of this report, more than 50% of our Leadership Team are now female and we have a higher 
proportion of female employees overall than in April 2017
• We also introduced a new bonus scheme to ensure broader participation across 
the business
• With greater focus going forward on recruitment, training and reward, we aim to 
continue to address the gender pay differential over the coming years

Men Women

Pay Quartiles

63%

37%

51%

49%

54%

46%

82%

18%

Janet Benson
HR Director
March 2018

Get in touch

08451 463626 
enquiries@inenco.com 
www.inenco.com

We are committed 
to providing equal 

opportunities in 
employment

More than 50% 
of our Leadership 
Team are female

The proportion of men/women in each quartile pay band is as follows:


	Inenco Gender Pay Gap 2020
	Inenco Gender Pay Gap Report
	Inenco Gender Pay Gap 2018.pdf
	Inenco Gender Pay Report 2017.pdf




