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Wood is a global leader in consulting, projects
and operations solutions in energy and the built
environment. We operate in more than 60 countries,
employing around 55,000 people, with revenues of
around $10 billion.

Introduction
This report details the gender
pay gap reporting requirements
in the United Kingdom covered under
The Equality Act 2010 (Gender Pay
Gap Information) Regulations 2017.
The regulations require companies with
more than 250 employees to publish
information on their gender pay gap.

Consistent with previous reports, our business and resulting
entity structure continues to evolve through integration,
divestment and acquisitive growth which makes year on year
comparison by entity difficult. Our aim remains on the wider
diversity philosophy at Wood with a focus on that which we can
control and positively impact across our global organisation.
This report is for the snapshot date of 5th April 2019.

Accuracy statement
I confirm the gender pay gap data contained in this report
is accurate and has been produced in accordance with the
regulations.

Wood has five UK entities with more than 250 employees (as
at the snapshot date of 5th April 2019) and has also reported
voluntarily on seven entities with less than 250 employees as
at the snapshot date. These entities and headcount as at the
snapshot date are:
Employing entity

Headcount

Wood Group UK Ltd

4177

Amec Foster Wheeler Group Limited

1637

Wood Environment & Infrastructure
Solutions (UK) Limited

725

Wood Nuclear Limited

356

Energy, Safety & Risk Consultants (UK) Limited

265

Voluntarily reported entities

Sue MacDonald
Executive President
People & Organisation

Headcount

The Automated Technology Group Limited

235

Mustang Engineering Limited

184

QED International (UK) Limited

47

PSJ Fabrications Limited

31

Rider Hunt International Limited

20

Amec Foster Wheeler
Earth & Environment (UK) Limited

13

Amec Foster Wheeler Limited

8

Each of these entities has its own service offering which is
summarised in the entity specific sections of this report.
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Reporting requirements
The regulations require reporting
on pay and bonuses by employing
entity as follows:
• Mean (average) gross hourly rate of pay
• Median gross hourly rate of pay
• Proportion of male/female in hourly
rate of pay quartiles (four bands)
• Mean bonus pay
• Median bonus pay
• Proportion of male/female in receipt of bonuses,
in the 12 months before the snapshot date
Our results are published on the Government website,
categorised by industry sector, and are held on the company
website for a period of three years. The report is for the
snapshot date of 5th April 2019. In line with requirements, we
are publishing results within 12 months of the snapshot date.

“We’re committed that our Wood
community of 55,000 colleagues
across 60 countries, should reflect
the communities where we live
and work. Bringing together rich
differences in thought, expertise
and experience across our
global team is what will power
our success now, and long into
the future. Addressing gender
balance in how we recruit, support
and celebrate our people is an
opportunity we are passionately
putting all of our energy behind.”
Sue MacDonald
Executive President People & Organisation

Gender pay gap results
Employees at snapshot date:

7,698
Gender balance:
Male

Female

77%

23%

Mean Gap/Median Gap Pay
Mean

23.3%

Median

28.9%

Mean Gap/Median Gap Bonus
Mean

8.8%
2

Median

0.0%
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Our key findings
It is well reported that the reasons behind
the gender pay gap is a complex issue. We are
confident that our gender pay gap does not
reflect an equal pay issue nor is it related to
paying males and females differently. We believe
it is a result of more males in technical and senior
roles which are typically paid more. At Wood we
have policies and practices which are fair and free
from bias. We are committed to diversity and
equality across our wider organisation,
in the countries in which we operate.

Key changes for 2019 reporting:
We have continued to simplify our UK entity structure which
makes year on year comparison difficult. Wood has added to
the entities being voluntarily reported, increasing from four
to seven, in line with our increasing move to pay transparency
supported by system integration.
The overall Wood pay gap increased, whilst the bonus gap
reduced; during the same time female representation has
increased across our UK business from 19% to 23%.
Our overall headcount has reduced at the reporting date with
the sale of Wood Group Industrial Services Limited (WGIS)
prior to our report being finalised. This entity was sold on
06 February 2020 and will report their gender pay gap as a
separate stand-alone legal entity under their new ownership.
This has contributed to the increased pay gap in Wood overall
as the WGIS business was predominantly made up of lower
paid male workers..

Pay:
In 2019, the overall mean pay gap for Wood is 23.3%; the
median is 28.9%. In line with previous years reporting, the
explanation for this gap continues to be related to gender
distribution across occupations and job level, which is consistent
across all reporting entities.
Previously WGIS Limited positively affected our overall pay gap
as this business was predominantly made up of lower paid male
workers. With this business no longer included in our reporting
it continues to be very difficult for Wood to make comparisons
year on year at this time.
Wood Group UK Limited continues to have groups of employees
with a pay structure and working patterns, including payment
for time off, which are particularly complex in the application of
the regulations. We have used average working weekly hours and
included rotational time off in the calculations as this is a more
accurate reflection of working practice and the pay structure.
Our calculation for this group is consistent year on year.

Bonus:
Previously our bonus gap was impacted by several bonus
schemes related to the legacy Amec Foster Wheeler PLC bonus
arrangements. Wood has a variety of bonus arrangements in
place across the UK with conditions typically based on individual
and team performance. These bonus plans are applied
consistently across the business with eligibility to participate
linked with the position held, ensuring the application of the
bonus is free from gender bias. Types of bonus arrangements
include management, staff, sales and recruitment bonus plans;
long-term incentive plans; employee share plans; local client
specific bonus; spot recognition; and retention award plans.
The management and long-term incentive plans eligibility to
participate is typically associated with senior management
roles; the client specific and spot awards are usually smaller
values, and typically paid to project assigned roles and linked
with client operational performance.
In addition, our bonus schemes are constructed to consider
business performance, therefore the bonus payments awarded
are variable and can differ between different businesses within
Wood. We expect our bonus gap to continue to fluctuate
based upon individual business performance, which will directly
affect the bonus payments awarded to both male and female
employees. As with pay, we believe the application of bonus
awards are free from gender bias.
The overall mean bonus gap is 8.8%; the median is 0.0%. This is
a reduction from 2018 reporting. There remains a gap based on
more males occupying senior management roles which attract
higher bonus payments in the relevant period; however, there
has been an increase in female headcount across most entities
which has had a positive impact.

Our analysis shows:

• Males continue make up a significant
majority of the workforce, which is consistent
across the industries in which we operate
• A higher proportion of males are in technical
occupations which are typically higher paid
• Females are seen more predominantly in
functional support roles, which are typically
lower paid than technical occupations
• The number of females employed has
increased from 19% to 23%
• Females make up the largest proportion of
part time workers; this has no impact on
full time equivalent pay but does mean pro
rata payments for some pay elements which
in turn impact bonus figures used in the
calculations
• Gender pay gap is calculated after salary
sacrifice deductions and in 2019 we expanded
our flexible benefits program to all eligible
UK employees, which impacts our hourly pay
calculations
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Addressing the gap
As specified in our global Reward Policy our
philosophy is to be fair and transparent in our
reward frameworks and to ensure all employees
have the same opportunities across our diverse
workforce, we achieve this through:
Transparency of terms and conditions
As part of a global project to harmonize employee terms,
conditions, benefits and policies we are aiming to ensure we
are internally fair, whilst remaining externally competitive.
We want to ensure that employees in the same location,
carrying out the same types of work receive the same terms
and conditions. In the UK alone this project has reduced
twenty-two sets of terms and conditions to one. Along with
this we have enhanced maternity, paternity and parental
benefits and introduced flexible working practices that support
all our people. We also introduced our UK Flexible benefits
programme to all UK eligible employees which enables them to
select benefits which suit their personal circumstances through
salary sacrifice; this previously had existed only in legacy Wood
Group entities.

At Wood our focus on diversity
and inclusion is fundamental
to our efforts in creating a
great working environment
and culture where:
• Our people feel involved, respected, valued,
trusted, connected and empowered.
All our people have opportunities for
growth and development
• We create relationships of
mutual trust and respect

Visible career paths
We have developed a global framework, underpinned by job
evaluation, to provide a structured and simplified approach
to enhance understanding of our business and the jobs which
support it. This along with one global recruitment system
holding all vacancies globally ensures equal opportunities
regardless of location, gender or any other trait. The diverse
nature of our business allows us to offer a varied wide range of
career paths to all our people.
Review of our gender make-up
Wood is committed to quarterly reviews of our gender
representation within our leadership and management teams,
as well as Wood overall. This enables us to have broader
succession plans, especially within our technical and operations
functions where we have a desire for a broad range of
backgrounds and experience.
Read our reward policy at:
woodplc.com/rewardpolicy

• We respect and celebrate the variety of
local cultures, people and ideas in Wood
• We support our people to be themselves
and bring their ideas, backgrounds, values,
and perspectives to the team, to our
customers and to the business
• We leverage our differences and seek
inclusive participation by individuals from
different backgrounds and organisational
levels to achieve better business results
• We are proud to work for Wood

4
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In 2020 our focus will be on the following
key diversity and inclusion actions:
• Continue to celebrate our people. In 2019 we encouraged our
people to celebrate International Woman’s Day, International
Woman in Engineering Day and many other events which
celebrate the diverse make-up of our business. By doing so we
aim to raise the profile of woman and focus attention on the
amazing career opportunities available in Wood
• Utilising people systems to increase our capability to collect,
(on a voluntary basis) diversity data whilst also complying
with legal requirements to improve our overall understanding
of the diversity profile in Wood and how representative it is
• Further expanding and embedding our employee networks
globally ensuring each is sponsored by a member of our
Executive Leadership Team
• Providing all leaders with awareness training on Wood’s
expectations around diversity and inclusion
• Follow our vow to the Aberdeen X-Industry Support Network
(AXIS) pledge on gender balance across our organisation
• Champion diversity and inclusion in the oil & gas industry by
continuing our commitment to the Diversity & Inclusion task
group set-up by Oil & Gas UK (OGUK)
• Commit that by 2030 we shall improve gender balance with
30% female representation in senior operational roles and
to educate and inspire 3000 leaders to be inclusive leaders
every day

In addition, while not directly associated with addressing
the gender pay gap, there are number of local and
global initiatives which we believe will have a positive,
sustainable effect in the long term. Examples of relevant
activities that are ongoing across our business which aim
to encourage a diverse, balanced workforce and inclusive
working environment are:
• Return to work mentor schemes
• Flexible working policies for all employees
• Job grading and evaluation implementation
• Consistent salary structures linked with job levels
• Local partnerships with education establishments
• Representation at industry wide STEM forums
• Targeted engagement with employee groups on
diversity and inclusion
The following pages provide a business overview and the
gender pay gap reporting requirements by entity. The pay
tables outline a summary of the percentage difference
in mean and median pay of male and female employees
and the hourly rate pay quartiles and proportion of males
and females in each quartile. The bonus table outlines a
summary of the proportion of males and females who
received bonus pay from 6th April 2018 to 5th April 2019,
and the difference between mean and median bonus pay
for male and female employees

By 2030 we shall improve
gender balance with:
30% female
representation
in senior
operational roles

Educating and inspiring

3,000
leaders to be inclusive
leaders every day
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Wood Group
UK Limited

Amec Foster
Wheeler Group
Limited

Business overview

Business overview

This is our main UK employment entity.
It employs our North Sea offshore and
site workforce as well as UK based senior
management and the executive leadership
team. 40% of the workforce are offshore and
site roles (the majority of which are trade and
craft positions) and 59% onshore roles.

This entity employs a large volume of staff
across our business and a range of services
in the UK.

Employees at snapshot date:

Employees at snapshot date:

4,177

54.3%
of overall employees reported

Gender balance:

1,637

21.3%
of overall employees reported

Gender balance:

Male

78%

Female

Male

22%

Base pay:

81%

Female

19%

Base pay:
% gap

% gap

Mean

26.6%

Mean

Median

32.5%

Median

Quartiles

Male

Female

Pay Band A

51.8%

48.2%

Pay Band A

Pay Band B

78.6%

21.4%

Pay Band C

87.2%

12.8%

Pay Band D

87.4%

12.6%

Bonus:

8.4%
10.4%

Quartiles

Male

Female

73.5%

26.5%

Pay Band B

79.4%

20.6%

Pay Band C

85.3%

14.7%

Pay Band D

84.6%

15.4%

Bonus:
% gap
1.8%

Mean

-102.6%

Median

% in receipt of bonus

-16.5%

Median

39.4%

% in receipt of bonus

33.8%

6

% gap
Mean

24.0%

25.4%

33.8%
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Wood Environment &
Infrastructure Solutions
UK Ltd

Wood Nuclear
Limited

Business overview

Business overview

Our Environment & Infrastructure business
provide a full range of services to clients related
to environmental remediation, geotechnical
and materials; engineering and construction;
environmental studies, permitting and compliance;
and public infrastructure services.

Wood Nuclear Limited forms part of our Clean
Energy service offering predominantly employing
people on Nuclear Projects with focus on
engineering, design and project management;
construction and commissioning; analytics,
technology and laboratories; safety, licensing and
regulatory; plant operations and life extension.

Employees at snapshot date:

Employees at snapshot date:

725

9.4%
of overall employees reported

Gender balance:

356

4.6%
of overall employees reported

Gender balance:

Male

63%

Female

Male

37%

Base pay:

71%

Female

29%

Base pay:
% gap

% gap

Mean

18.8%

Mean

19.1%

Median

23.9%

Median

15.6%

Quartiles

Male

Female

Male

Female

Pay Band A

54.8%

45.2%

Pay Band A

53.5%

46.5%

Pay Band B

52.8%

47.2%

Pay Band B

74.4%

25.6%

Pay Band C

71.6%

28.4%

Pay Band C

77.9%

22.1%

Pay Band D

76.1%

23.9%

Pay Band D

78.8%

21.2%

Bonus:

Quartiles

Bonus:
% gap

% gap

Mean

62.0%

Mean

76.8%

Median

44.4%

Median

94.5%

% in receipt of bonus

% in receipt of bonus

7.6%
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13.8%
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Energy Safety and
Risk Consultants
Limited

The Automated
Technology Group
Limited

Business overview

Business overview

Energy Safety and Risk Consultants Limited
(ESRC) forms part of our Clean Energy service
offering predominantly employing people on
Nuclear Projects with focus on engineering,
design and project management; construction
and commissioning; analytics, technology and
laboratories; safety, licensing and regulatory;
plant operations and life extension.

This entity has been reported voluntarily. The
Automated Technology Group (“TATGL”) is a
leading supplier of control, systems and power
solutions for industrial automation. TATGL
design, install and support dynamic solutions
for power, automation and process control,
delivering complex projects.

Employees at snapshot date:

Employees at snapshot date:

265

3.4%
of overall employees reported

Gender balance:

235

3.0%
of overall employees reported

Gender balance:

Male

72%

Female

Male

28%

Base pay:

93%

Female

7%

Base pay:
% gap

% gap

Mean

30.7%

Mean

Median

31.8%

Median

Quartiles

36.1%
40.0%

Male

Female

46.9%

53.1%

Pay Band A

Pay Band B

69.2%

30.8%

Pay Band B

93.1%

6.9%

Pay Band C

84.4%

15.6%

Pay Band C

94.8%

5.2%

Pay Band D

95.4%

4.6%

Pay Band D

100.0%

0.0%

Pay Band A

Bonus:

Quartiles

Female
15.5%

Bonus:
% gap
46.6%

Mean

6.8%

Median

% in receipt of bonus

% gap
Mean

78.1%

Median

57.7%

% in receipt of bonus

19.4%

8

Male
84.5%

16.2%

23.4%

23.5%
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Mustang
Engineering Ltd

QED International
Limited

Business overview

Business overview

This entity has been reported voluntarily.
Mustang Engineering provides project
management, engineering and construction
operations to the oil & gas, industrial,
automation & control and refining &
chemicals industries.

This entity has been reported voluntarily.
This entity provides specialist software
development and commissioning services.
It is made up of functional support roles
and operational management supporting
a large base of third-party contractors.

Employees at snapshot date:

Employees at snapshot date:

184

2.4%
of overall employees reported

Gender balance:

47

0.6%
of overall employees reported

Gender balance:

Male

73%

Female

Male

27%

Base pay:

55%

Female

45%

Base pay:
% gap

% gap

Mean

34.7%

Mean

29.5%

Median

35.2%

Median

14.8%

Quartiles

Male

Female

Male

Female

48.9%

51.1%

Pay Band A

27.3%

72.7%

Pay Band B

63.6%

36.4%

Pay Band B

36.4%

63.6%

Pay Band C

88.9%

11.1%

Pay Band C

41.7%

58.3%

Pay Band D

95.6%

4.4%

Pay Band D

81.8%

18.2%

Pay Band A

Bonus:

Quartiles

Bonus:
% gap

% gap

Mean

51.2%

Mean

96.7%

Median

58.3%

Median

97.3%

% in receipt of bonus

% in receipt of bonus

41.5%
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18.4%

9.5%

15.4%
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PSJ Fabrications
Limited

Rider Hunt
International
Limited

Business overview

Business overview

This entity has been reported voluntarily. PSJ
Fabrications is an established leading specialist
supplying high quality sheet metalwork for a
diverse range of industries, including automotive,
defense, pharmaceutical and oil and gas.

This entity has been reported voluntarily.
This business is a resource supply business with
a small direct employee headcount made up
of functional support roles and operational
management supporting a large population of
third party contractors.

Employees at snapshot date:

Employees at snapshot date:

31

0.4%
of overall employees reported

Gender balance:

20

0.2%
of overall employees reported

Gender balance:

Male

97%

Female

Male

3%

80%

Base pay:

Female

20%

Base pay:
% gap

% gap

Mean

48.4%

Mean

Median

41.5%

Median

Quartiles

-11.1%
-42.0%

Male

Female

Male

Female

Pay Band A

66.7%

14.3%

Pay Band A

80.0%

20.0%

Pay Band B

100%

0.0%

Pay Band B

100.0%

0.0%

Pay Band C

100%

0.0%

Pay Band C

80.0%

20.0%

Pay Band D

100%

0.0%

Pay Band D

75.0%

25.0%

Bonus:

Quartiles

Bonus:
% gap
100%

Mean

6.2%

Median

100%

Median

6.2%

% in receipt of bonus

% in receipt of bonus

73.3%

10

% gap

Mean

0.0%

12.5%

25.0%
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Amec Foster Wheeler
Earth & Environmental
(UK) Limited

Amec Foster
Wheeler Limited

Business overview

Business overview

This entity has been reported voluntarily.
This entity employs individuals in our Mining
and Minerals business in the UK, employing
Geotechnical professionals and consultants
with a small number of support staff.

This entity has been reported voluntarily.
This entity employs a small number of
functional support positions across our
UK businesses.

Employees at snapshot date:

Employees at snapshot date:

13

0.1%
of overall employees reported

Gender balance:

8

0.1%
of overall employees reported

Gender balance:

Male

77%

Female

Male

23%

Base pay:

75%

Female

25%

Base pay:
% gap

% gap

Mean

44.2%

Mean

Median

57.7%

Median

Quartiles

31.5%
50.0%

Male

Female

Male

Female

Pay Band A

33.3%

66.7%

Pay Band A

50.0%

50.0%

Pay Band B

100.0%

0%

Pay Band B

100.0%

0.0%

Pay Band C

66.7%

33.3%

Pay Band C

100.0%

0.0%

Pay Band D

100.0%

0%

Pay Band D

50.0%

50.0.%

Bonus:

Quartiles

Bonus:
% gap

% gap

Mean

58.8%

Mean

-57.8%

Median

58.8%

Median

-57.8%

% in receipt of bonus

% in receipt of bonus

20.0%
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33.3%

100.0%

33.3%
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