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SAVILLS UK 
GENDER PAY GAP REPORT 2018: 

REDRESSING THE BALANCE



Savills embraces diversity and provides a platform and a supportive  
environment for everyone to be the best they can be

Our diversity mission statement

First a word of reassurance. A gender pay gap is 
not the same as unequal pay. For us it is a given 
that everyone in our business is paid fairly and 
appropriately for jobs of equal value. Rather, the gap 
reflects the imbalance between the number of men 
and women employed at different levels within our 
business.

The gap between the average earnings of men and 
women within our business is driven by the fact that a 
higher proportion of men occupy more senior positions 
than women. This is a legacy issue within the industry 
- and indeed many other UK industries - but we are 
passionate about changing it. We recognise the issues 
and want to deal with them openly and transparently.

Our split of men and women is almost 50/50. We 
are very nearly gender balanced in our graduate 
recruitment and 48% of Savills RICS members 
are female - compared to 14% across the RICS as 
a whole. We are committed to creating a greater 
gender balance in management and senior leadership 
positions and ensuring that all of our team members 
can grow and succeed in their careers. 

Although we have implemented some great initiatives, 
we recognise that closing our gap is going to take time; 
there is no quick fix and we have some way to go to 
become the gender balanced organisation we want to 
be. We are working hard to redress the balance, while 
at the same time continuing to grow, support and 
evolve the kind of diverse organisational culture we 
believe is essential for the success of our people and 
our business.

Our commitment is to promote on merit regardless 
of any other factors. This is about creating equal 
opportunities for career progression and ensuring that 
every single person within the business has a sense of 
belonging.

This report sets out Savills latest gender pay figures. We are reporting a reduced gender pay gap, but we 
still have work to do. In this document, we hope to update you on the figures and the measures put in 
place to help us achieve gender balance. We know that diversity in all aspects of our business will lead 

to a more dynamic team, better decisions and better results for our employees and our clients. 

A MESSAGE
FROM OUR MD

Richard Rees 
Savills (UK) Limited
Managing Director
+44 (0) 207 016 3726 
rrees@savills.com



SOME OF OUR
MILESTONES

20152015

2018

2012

20182018

Increased female UK Board membership 
and gender diversity group relaunched with 

representation from across the business

Savills became a founding 
member of ‘Changing the Face  

of Property’

Signed Equality and Human 
Rights Commission’s Working 

Forward Pledge

All family leave policies improved 
and maternity/paternity coaching 

initiative implemented 

Updated unconscious bias training 
and equal opportunities and diversity 
training rolled out across the business

Gender diversity group 
established



We have been working hard to create a better balance in our 
managers of tomorrow, including closing the gap between 
the number of men and women on our graduate scheme, 
increasing the number of women from 29% to 48%

Photo: Savills 2018 graduate intake



WHAT WE
ARE DOING

We are fully committed to a broad diversity and inclusion policy, as we believe this is best 
for our clients and our people. Gender forms a key part of our diversity strategy and we 

have been working hard to improve our approach as shown on our milestones page. 

HR POLICIES

Over the last few years we have 
improved all our family leave policies 
including maternity and paternity. Since 
the introduction of shared parental 
leave, we committed to treating both 
parents equally and paying both the 
same enhanced shared parental leave 
pay, rather than the significantly lower 
statutory requirements. We were one 
of only a few companies to adopt this 
approach. We have also launched a 
dedicated ‘Family Friendly’ page on our 
intranet, which contains all our relevant 
policies plus useful links to other 
resources. We continue to work hard to 
adapt our approach to flexible working 
to ensure all our employees, regardless 
of gender or family situation can have 
the best possible work-life balance.

CULTURE

Savills has a unique culture and is very 
much a meritocracy. We have been 
focusing on diversity and inclusion since 

the launch of the industry’s “Changing 
the Face of Property” initiative in 2012. 
We continue to develop our diversity 
steering group and work streams 
focused on gender, disability, LGBTQ, 
age, ethnicity and socio-economic 
diversity.  This has been further 
reinforced by our diversity mission 
statement and underpinned by our 
training.

TRAINING

We continue to ensure that our training 
fully supports our approach to diversity 
and inclusion. We have had maternity 
coaching in place for the last four years 
which incorporates three modules: 
Great Expectations (pre- maternity), 
Confident Returns (pre/post return) 
and Thriving Sustainably (one to five 
years after return). As a result, we 
have seen a significant increase in 
successful return to work for female 
directors of over 90% compared to 20% 
before this. We have further evolved 
our maternity coaching to include 

managers and fathers, which is also 
proving very effective. Our successful 
mentoring and coaching programme 
also supports our diversity agenda. 
We have updated our equality and 
diversity and unconscious bias training, 
to further raise awareness of diversity.

FLEXIBLE WORKING

We are committed to supporting flexible 
working and our culture reinforces that, 
as shown by the working examples in 
this report. We are fully aware of the 
importance of flexible working. As such 
we have signed up to Daisy Chain, a 
website for women in the property 
sector looking to return from career 
breaks. We offer flexible packages in 
terms of hours and locations when 
trying to attract new talent, as well 
as supporting our existing team 
members. We will continue to evolve 
our approach to meet the needs of our 
clients and people because there will 
always be room for improvement.

CAREER PROGRESSION

Whilst we are committed to promoting 
from within, it is equally important that 
when recruiting, we have a balanced 
shortlist of candidates. We are 
working hard to redress our balance 
of men and women in more senior 
roles through a number of initiatives 
including proactive use of coaching 
and mentoring, promoting role models, 
monitoring promotion data, identifying 
bias, working to improve our flexible 
working policies and being focused 
on our talent and succession plans.



These figures show how gender pay looked across our UK organisation in 2018. Our mean and median 
gender hourly pay gap and gender pay bonus gap have reduced since 2017, but we still have work to do.

GENDER PAY VS. EQUAL PAY

Gender pay statistics compare the mean and 
median rates of pay between men and women 
in an organisation. Different jobs are paid at 
different levels, and a gender pay gap exists 
where there is a difference in the number of 
men and women performing particular jobs at 
different levels, and being paid accordingly. 
It’s important to differentiate between this 
and equal pay, which ensures equal pay for 
those carrying out equivalent jobs. Rather, 
the difference in the numbers you see on the 
following pages reflects a gender imbalance 
at senior level.

PAY QUARTILES

These figures reflect the proportion of men and women in each quartile of our pay structure.

LOWER QUARTILE LOWER MIDDLE QUARTILE UPPER MIDDLE QUARTILE UPPER QUARTILE

24%

76%

33%

67%

54%46%

82%

18%

OUR
NUMBERS

The analysis of our pay quartiles shows that we have a gender imbalance at both ends of our business. 
Whilst some progress has been made, we know we must continue to redress this balance.

MEAN AND MEDIAN PAY

The MEAN gender pay gap shows the 
difference in the average hourly rate of 
pay between all men and all women in a 
company.

The MEDIAN gender pay gap compares 
the midpoint of all male pay within the 
organisation with the midpoint of all 
female pay within the organisation.

MEAN MEDIAN

2018 2017 2018 2017

Hourly gender pay gap 39% 45% 43% 44%

Bonus pay gap 79% 82% 79% 82%

92% 83%

PROPORTION 
OF EMPLOYEES 
RECEIVING A 
BONUS IN THE 
QUALIFYING 
PERIOD

Male

Female

We can confirm the information within this report is accurate



EXPLAINING 
THE NUMBERS

Like many organisations, a key driver of our gender 
pay gap is the distribution of men and women across 
different job levels. Savills has an increasing number 
of part time workers. Currently 30% of our female 
workforce are part time, compared to 8% male. This 
report does not focus on full time equivalent pay, but 
is based on pro-rata income which plays a part in our 
figures. Our figures show that 83% of women received 
a bonus in 2018 as opposed to 92% of men. The main 
reason for the difference was a higher number of 
women joining the business who were not eligible for a 
bonus during the qualifying period. There were also a 
higher number of casual employees who were women.

We have been working hard over the last decade to 
adjust the gender balance of graduates coming into the 
business and have increased the number of women on 
our graduate scheme from 29% to 48% over this period.

We have many very talented women within our 
business and we will continue to strive to promote 
people across the business through our established 
process each year, whilst ensuring all promotions 
are gained on merit. In 2018, we promoted an equal 
number of men and women across the business to 
associate director level and we promoted 21 women 
to director. This will in turn lead to a better balance of 

women at director level. We will also actively recruit 
women, when appropriate, at senior level to address 
balance.

We know we must do more. We have a number of 
initiatives in place to help us promote, develop, recruit 
and reward our team members to ensure Savills is the 
diverse and dynamic environment we want it to be.

Our people are our number one priority as without 
them, we wouldn’t have a business. It’s vital for us 
to help everyone reach their full potential and enjoy 
working at Savills.

2018 PROMOTION SPLIT

MEN WOMEN

Associate director 49 49
Director 33 21

In 2018 we promoted an equal 
number of men and women to 
associate director level

CURRENTLY 

30% 
OF OUR FEMALE 

WORKFORCE 
ARE PART TIME, 
COMPARED TO 

8% 
MALE

IN 2018

50%
OF THOSE PROMOTED 

TO ASSOCIATE 
DIRECTOR AND 

39%
OF THOSE PROMOTED 
TO DIRECTOR WERE 

WOMEN

48%
OF OUR RICS 

MEMBERS ARE FEMALE 
COMPARED TO

14%
ACROSS THE RICS  

AS A WHOLE

OUR MEAN HOURLY GENDER 
PAY GAP DECREASED BY 

6 
PERCENTAGE POINTS 

FROM 2017 TO 2018, AND 
DECREASED OUR GENDER 

PAY BONUS GAP BY

3
PERCENTAGE POINTS

Whilst we still have a long way to go, we are pleased to report that our pay gap is narrowing. 
Our mean hourly gender pay gap decreased by 6 percentage points from 2017 to 2018 and we 

are working hard to continue this trend by retaining and recruiting talented people. 



OUR 
PEOPLE

I joined the Savills Oxford office 
in 2006 and qualified as a member 
of the RICS and as a Fellow of the 
Central Association of Agricultural 
Valuers in 2008. I gradually worked 
my way up through the career grades 
and was made a director in 2015. In 
2016, I was appointed chairperson 
of the Berks & Oxon Rural Valuers 
Association and I have been head of 
the Savills Rural Estate Benchmarking 

Group for a number of years. I was 
delighted to be selected to chair the 
Savills Rural, Energy and Projects 
(REP) Next Generation Board in 2017 
and as a member of the Savills REP 
Executive Committee in 2018 which 
gave me exposure to, and involvement 
in, the running and strategy of our 
rural business.

Since joining Savills, I have seen an 
improved gender balance at the top 
of the business and an understanding 
that this remains a work in progress. 
There is a clear desire within Savills 
to see the progression of women and 
to seek to address barriers to this. 
For anyone looking to develop their 
careers, my advice would be to be 
confident in your ability and seize 
every opportunity that comes your 
way to raise your profile even if it 
means stepping outside your comfort 
zone.

I took up Shared Parental Leave (SPL)
with our first child, Emily, in 2016 
when it was a relatively new initiative 
within Savills. 
It feels like there is a generational 
change in attitude to how working 
families are represented in the work 
place. I’m not afraid to admit to 
colleagues that I’m trying to find 
the right balance. If anything, total 
commitment in all aspects of your 

life gives clarity and drives efficiency.  
More importantly you’ll never find 
a harder negotiator than a 2½ year 
old and my oration skills have vastly 
improved through bed time reading! 

It’s often the case that the arrival of 
a little one coincides with increased 
responsibility at work, and the 
financial constraints of bigger 
mortgages, child care fees etc. It’s 
easy to list the challenges but it’s so 
important to make the time, for my 
sake as much as Emily’s. SPL gives 
a young family options and in my 
case it was an opportunity to share 
the world my wife had been living 
for the previous 10 months. It was 
an important calibration and helped 
us to openly discuss how our lives 
had changed and set us up for the 
next challenge. We like her so much 
we are having another one and I will 
definitely be taking SPL again to meet 
the changing needs of our family. 

Andrew Galloway
Director in Development
+44 (0) 115 934 8112 
agalloway@savills.com

Sophie Tidy
Director in Rural Management
+44 (0) 1865 269 162 
sophie.tidy@savills.com



I started out with a degree in 
Microbiology but soon realised I 
wasn’t cut out for life in a lab. I then 
qualified and worked as a mortgage 
adviser for a few years, and whilst I 
enjoyed it I knew I wanted to work in 
real estate. I went back to university 
and retrained as a surveyor, whilst at 
the same time starting a business as a 
land broker. I joined Savills in 2014 as 

a graduate surveyor and qualified as a 
chartered surveyor in the summer of 
2016.

Whilst on the graduate scheme, I 
rotated around so I got a good feel for 
the business and had the opportunity 
to explore various potential career 
pathways. On qualifying, I joined 
the UK business space investment 
team where I was given plenty of 
opportunity to thrive. This meant 
I was successfully nominated for 
promotion and moved to associate 
level in March 2018. The recognition 
of my hard work has meant that I 
have recently been promoted for a 
second time to associate director – 
something I am incredibly proud to 
have achieved within such a short 
space of time.

What really stood out to me 
about my team is that everyone is 
recognised for their capabilities and 
achievements alone; gender never 
comes into the question. This is 

largely down to the culture created 
by my line manager and the head of 
UK business space investment who 
have created a collaborative team 
where everyone is encouraged to be 
the best they can be. Investment is 
quite a male dominated industry and 
it could be so easy to be consumed by 
this, but when you have a team that 
recognises the value you bring and 
ensures you have an equal platform 
and opportunity to excel at what you 
do, it creates magic.

I joined our gender group when 
it was formed in June 2018 and 
in less than a year, we are already 
seeing results and improvements. 
It’s a fantastic platform which not 
only gives everyone a voice, but it’s 
also good for the business from an 
accountability perspective to have a 
working group to deliver what we say 
we will do in the policies we have put 
in place. Savills offers a great working 
environment for all, but we know that 

in terms of becoming a truly diverse 
organisation we still have work to 
do, but I’m glad it is being addressed 
through various initiatives from our 
gender group and other diversity and 
inclusion groups within Changing The 
Face of Property.

For those starting out in their careers, 
my advice would be to really go for 
it. The more women that progress up 
the ladder, the better the industry can 
be as the gender balance provides the 
diversity of thought and capability 
that can bring about positive impact. 
Having a mentor – who happens to 
be a male director within a different 
Savills division - has helped me 
greatly and I’d encourage everyone 
to find a mentor to meet their needs. 
It’s so important to not only strive 
to become the best you can be, but 
also to believe in your own capability; 
something which has been truly 
encouraged since I joined Savills.

Sandra Nwachukwu
Associate Director, UK Business Space 
Investment Team
+44 (0) 20 7409 8074
snwachukwu@savills.com

OUR 
PEOPLE



OUR 
PEOPLE

I joined Savills Fulham in 2005 
after graduating from university and 
within a few years, I was promoted to 
associate. In 2009, I decided I wanted 
a change of scene and to expand my 
expertise so I moved to our country 
department. I was promoted to 
director in 2013 and took over as head 
of the southern team covering rural 
Surrey, Sussex and Hampshire. In 
2015, I returned to the London market 
as head of sales in our Fulham office.

I have recently been promoted to Co-
Head of Prime Central London and I 
now look after seven offices. I also sit 
on the Residential Operations Board.

When I joined Savills, the company 
felt aspirational. It was a bigger 
organisation than I had ever realised 
and yet people remembered my 
name if I saw them in head office. 
That made me feel incredibly 
valued, despite the fact that as a 
woman I was conscious of being 
rather outnumbered by my male 
counterparts. Role models, of 
both sexes, have played a huge 
part in creating long term loyalty 
at Savills for me. Not only did 
they open up opportunity for me, 
which allowed me to realise my 
ambition and climb the career ladder 
but they also fostered a friendly, 
collegiate and mutually supportive 
environment that still now, in my 
view, is one of the most precious 
cultural traits that Savills has. 

The firm has a culture of meritocracy 
and this is hugely important as, 
whilst I felt that being able to offer a 
different voice or view point was at 
times an advantage, I’ve never felt 
my achievements were undermined 
by gender bias in either direction. 
From very early on in my career I was 
offered the opportunity to present 
at internal conferences and to join 
various business development groups. 

The influx of women at negotiator and 
associate level into the business over 
the past 10 years has been significant 
and exciting. Part of our long term 
plan is to redress the balance at 
director level through organic growth 
of women moving up through the 
business, focusing on means of 
retaining our top talent and recruiting 
more women at senior level. As a 
senior level director, with female 
counterparts, I believe the work on 
this is beginning to show already.

One of the most notable 
improvements in the last two years on 
the ‘gender agenda’ in the residential 
business has been the increased 
proficiency that managers have in 
holding conversations about flexible 
working, family work/life balance 
and awareness of the importance of 
gender diversity to the growth and 
success of our business. We still have 
some way to go but it has definitely 
moved in the right direction. I have 
also noticed that men are becoming 
more vocal in sharing their own 
experiences of work/life balance 
issues and thus the conversation 
seems to be developing greater 
balance, which is good for everyone.

Phillippa Dalby-Welsh
Prime Central London Residential
+44 (0) 20 7731 9414
pdwelsh@savills.com



I’m Head of London Residential 
Research having worked my way up 
through the business over the past 
seven years. I love my job – it’s very 
varied and I get to work directly 
with developer clients, speak to 
international investors, meet with 
the GLA to discuss my views on the 

London market and I’m part of a great 
team.

During my time at Savills, I’ve learnt 
that it is possible to blend family life 
with a fulfilling career. I’m currently 
on maternity leave with our second 
child, and our eldest is almost four.

I’ve always known I wanted children, 
but struggled imagining how I would 
balance family life with my job. When 
I fell pregnant, I was managing two 
members of staff, had just returned 
from a three month secondment to 
Singapore, and was pushing myself 
for promotion to director. I was 
very fortunate to begin a mentoring 
relationship with a senior director 
who helped me prepare. When I 
was successfully promoted in 2015, 
our discussions then turned to my 
pregnancy. She encouraged me to be 
as open and honest with my manager 

about my aspirations for my maternity 
leave and return to work. 

I also benefited from maternity 
coaching within the company. 
This was entirely different to the 
conversations I was having with my 
mentor - it was helpful to have that 
balance. 

In April 2015 our daughter arrived 
almost three weeks early. I was 
technically still working, but was 
fully handed over and the team 
was great. Whilst I was off, another 
director oversaw the management 
of the London research team, while 
the two analysts had the perfect 
opportunity to step up and take more 
responsibility. 

On my return, I agreed a flexible 
working approach with my manager 
and my husband now has a more 
flexible job, too so we’re able to 

balance the childcare between us. 
Because of this, I have also been 
able to do overseas trips with work, 
sometimes for one week, visiting 
clients in Hong Kong and Singapore. 
Whilst that was very stressful being 
away from family, it was, and still is, 
an important part of my job and with 
the support of the company and my 
family, I’ve been able to fulfil my work 
and home life ambitions. 

Katy Warrick
Head of London Residential Development 
Research
+44 (0) 20 7016 3884
kwarrick@savills.com

OUR 
PEOPLE



This report is all about gender, but we know that a more diverse workforce creates 
a more productive team which is why we are committed to improving diversity at 
all levels. Within our business, our diversity groups which span gender, disability, 
ethnicity, age, LGBTQ and socio economic, are embraced as part of our culture.

DIVERSITY 
AFFILIATIONS

SAVILLS DIVERSITY AND INCLUSION GROUPS:

Savills is proud to be affiliated with a number of initiatives, including:

For Savills employees, further information on our diversity initiatives can be found on Connect.

AGE DISABILITY ETHNICITYGENDER LGBTQ SOCIO 
ECONOMIC



For further information, contact your HR business partner or 
your divisional gender group representative.

Pictured: Savills gender diversity group


