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Company introduction

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.

Our values are integral to the way we work across Inenco.

We have integrity
We are ethical, open and transparent.  

We do the right thing, we are professional, 

accountable for our actions and treat 

others with respect.

We achieve
We are positive, energetic and have  

a ‘can do’ attitude. We are goal and  

results orientated. We do what we  

say we will do.

We have fun
We create a positive environment, 

celebrate and reward our successes  

and enjoy the job we do.

We are collaborators
We are team players and work  

together to a common purpose.  

We share, we communicate and  

we behave as one team.

We embrace change
We are proactive, we innovate and  

are open to and encourage new ideas. 

We challenge the status quo.
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Commentary

Making a change for the better is 

core to everything we do at Inenco, 

so it is pleasing to see some positive 

trends in our 2020 Gender Pay Gap 

reporting. Our median hourly pay 

gap has reduced  to 7.6%, largely 

because of pay increases awarded to 

females in the lower quartile of the 

organisation. The equivalent gap was 

23.7% in 2018 and is testament to 

the steady progress we are making 

towards gender pay parity.

It is also good to see that the 

percentage of females in the upper 

quartile has again increased from 

26% to 29% this year. Since April 

2020 we have recruited an equal 

number of male and female new 

hires into roles at senior grades and 

a review of our corporate leadership 

structure, now sees females 

accounting for two thirds of our 

Executive Team. 

We remain committed to investing in 

our people and have taken significant 
steps to ensure everyone is fairly 

rewarded for the work they do. 

 Janet Benson HR Director

This report is based on data as 

of 5th April 2020 and at this date  

Inenco employed 352 people 

209 
men

(59%)

143 
women

(41%)

We have also  completed a full 

review of all family friendly policies 

to ensure we support a diverse and 

inclusive workforce and invested 

heavily in learning and development 

of the growing cohort of female 

managers. 

However, we also recognise that 

achieving a greater representation 

of women in our senior sales and 

technical roles will now be key in 

accelerating the good progress made 

in 2020.

Despite these challenges, we remain 

committed to eradicating the gap in 

pay between males and females in 

our business and are hopeful that 

the positive steps we have taken over 

the past year will result in further 

improvement in next year’s report.
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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.

In addition, we employ more males 

than females in some of our higher 

paid technical roles, e.g. currently all 

our engineers are males. This has a 

significant effect on our Gender Pay 
Gap results.

2020 Pay Quartiles

 Male     Female

Upper 

Quartile

71% 29%

Upper 

Mid Quartile

64% 36%

Lower 

Mid Quartile

51% 49%
Lower 

Quartile

62% 38%



Median gender pay gap (hourly rate)

The chart below shows how our median gender pay gap has decreased 

significantly over the past three years.

Our median hourly pay gap has reduced to 7.6%, largely because of pay increases 

awarded to females in the lower quartile of the organisation.

Our mean pay gap remains impacted by a larger number of men in senior sales 

and technical roles. This will be an area of focus in the coming year.
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2018 2019 2020

Mean Pay 18.8% 16.4% 26.3%

Median Pay 23.7% 10.9% 7.6%

2020 Gender Pay Gap

2020 Bonus Gap

Percentage of male employees  

receiving bonus

34.0% 23.1%

Percentage of female employees  

receiving bonus

Hourly pay data based on snapshot date of 5th April 2020 using the pay period of 1 month (April 2020). 
Bonus data is based on the 12 months to 5th April 2020

Gender Pay Gap Report 2020 | 05



Gender Pay Gap Report 2020 | 06

2018 2019 2020

Mean Bonus 24.2% 35.4% 35.7%

Median Bonus 32.6% 16.7% 72.5%

2020 Gender Bonus Gap

What else have we done do help close the gap?
To support us on our journey to greater gender balance across the 

business we have also taken the following steps:

 • We have continued to operate an 

objective, job evaluation based 

grading structure so that employees 

are rewarded based on their 

contribution to organisation results. 

We regularly benchmark pay levels 

using robust external market data to 

ensure pay is competitive.

 • Across our support functions we have 

seen many of our talented female 

employees progress their careers 

by taking on more supervisory 

or technical roles. Our Human 

Resources, Finance and Legal 

functions have a large majority of 

female employees - especially at 

senior grades.

 • 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 effect on our pay gap. 

We are encouraged though, to see 

an increase in the percentage of 

females in our account management 

population since April 2020.

 • Over the past year we have also 

received and approved an increased 

number of requests for flexible 
working to help employees, 

especially females, balance family 

and work commitments.

 •  We have had a continued focus 

on learning and development, 

and we recently ran a Successful 

Manager training programme for 

our management population. A good 

proportion of our female managers 

attended the training, and we hope 

the skills learned will help them 

to develop their careers within the 

company. The training also included a 

specific module on equality, diversity, 
and inclusion in the workplace with 

the aim of making Inenco a better 

place to work for all.

 • Last month we launched our Aspiring 

Manager Programme and were 

encouraged to see females making 

up over 50% of the cohort.

Despite our mean bonus gap remaining very stable compared to 2019, we have 

seen the median bonus gap increase from 16.7% to 72.5%.  This was due, in 

part, to an increase in the median bonus for males compared to the previous 

year, but also because some females moved from a quarterly sales bonus to an 

annual company-wide bonus plan that didn’t pay out until after the snapshot date 

required for this report.
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Get in touch  
enquiries@inenco.com  
08451 463626

www.inenco.com


