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“It has been a year like no other, and it is 
important that we take a moment to reflect 
on our successes in the face of adversity. 
Our people have epitomised our Crowe 
values and I am extremely proud of the 
support our people have given each other 
as well as our clients during the pandemic.

We have continued to make great strides 
in empowering our people to work in a 
way that works for them, while continuing 
to offer quality of service to our clients. 
Since the sudden move to working from 
home at the beginning of the pandemic, 
we have addressed the need for greater 
agility and flexibility in the way we work, 
as well as the need to engage with our 
people on a more personal level to keep 
them safe, informed and connected. 

Our firm’s business strategy of providing 
a rewarding people experience remains 
at the heart of what we do. 

At Crowe, we are proud to say “We are 
Crowe”: This means we care about equality 
and inclusion; we care about our people, our 
clients and our place in the society we live in. 

We’re proud of the progress we’re making, 
as a firm, to drive forward our Equality, 
Diversity and Inclusion (ED&I) agenda 
and, as part of that, to ensure that all 
our people reach their full potential. 

I was delighted to be joined by our ED&I 
Champions along with our Partner and Head 
of the Education Team, Tina Allison, at our 
Partner conference in December 2020 to 
share an update on our achievements up 
to that point with the wider partner team. 

However, we are aware there is always 
more to do and we continue to work 
together, taking positive steps to monitor 
and review our progress in achieving 
our shared ED&I objectives, including 
reducing the gender pay gap.”

https://vimeo.com/507900931/56a40b65a9


3Gender pay reporting 2020

Our values shape who we are
As one of the UK’s leading audit, tax, advisory and risk firms, we have been supporting our 
people and our clients in making smart decisions for more than 175 years. We take pride in 
the support and investment we put into helping our people maximise their full potential. 

What our values mean to our female leaders 



Rebecca Durrant 
Partner, National Head of Private Clients 

and leader of Crowe UK’s Women’s 
Empowerment Programme (WEP)
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Creating a truly 
inclusive organisation

“After what has been a significantly challenging year for people and businesses across the 
world, I have been privileged, as part of our Women’s Empowerment Programme team, 
to be able to encourage our people, whatever their gender, to be the best they can be. 

The key objective of our Women’s Empowerment Programme, now in its fourth year, 
is to ensure all voices are heard and everyone has an opportunity to have a seat at the 
table, so we are better able to represent our people and our clients. This means that 
everyone regardless of gender or background has the same opportunity to succeed.”

We value the advantages that having a diverse workforce brings to 
Crowe. As part of creating a rewarding people experience, alongside 

our focus on agility, flexibility, work-life balance, motivation, progression, 
recognition and reward, is fairness.



Our WEP network

Throughout 2020 our WEP network team, 
with representation from each of our offices 
nationally, has continued to inspire and 
raise the profile of the talented women at 
Crowe through an ongoing programme 
of events and discussion groups. 

As well as celebrating International 
Women’s Day firmwide, our passionate 
and committed teams engage our people 
in wide ranging topical discussions aimed 
to encourage learning and engagement 
around equality, diversity and inclusion.

Crowe’s Women in 
Business podcast

“Over the past year, I was delighted to 
launch Crowe’s Women in Business 
podcast – a series of interviews with 
exceptional women who share their stories, 
highlighting the importance of equality, 
diversity and inclusion in helping businesses 
to succeed and grow.” Rebecca Durrant

In this special International Women’s Day 
episode of Crowe Casts podcast, we were 
joined by women across our Crowe Global 
network, as they discussed the shift change 
they are seeing in gender equality and 
the lasting impact COVID-19 may have on 
business and mental health in the future.

Click the icon to listen to our  
Women in Business Podcast series.
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https://www.crowe.com/uk/croweuk/insights/crowe-cast-international-womens-day
https://www.crowe.com/uk/croweuk/insights/crowe-cast-international-womens-day


Agile working

Our speedy adjustment to remote working 
during the pandemic has proven that we 
are able to work more flexibly. While there 
is a still a need to find balance between 
face to face time with our teams and 
clients (as and when government guidance 
allows), we have learnt that a more agile 
and flexible approach to where and when 
we work provides our people with greater 
choice in how they manage their time. 
It also provides an opportunity for our 
people to find an improved balance, that 
many seek, in home and working lives. 

In June 2021, we introduced a new 
agile working policy embracing agile/
hybrid working practices where they 
work for our people, our teams, 
our clients and our business.

We see this as the next step in our journey 
to a new and improved way of working and 
empowering our people to have greater 
choice and flexibility. Agile working allows 
us to continue to be creative and innovative, 
while maintaining excellent client service 
and offering more choice for our people.

Women in Finance 
Charter

As part of our ongoing commitment to the 
Women in Finance Charter, we continue 
to strive for our objective of 30% women 
at partnership level by 31 March 2024. 

We recognise the need to regularly review 
our progress in achieving this objective, 
paying particular attention to the progress 
of our talented women across the firm 
and ensuring that we put in place plans to 
support their ongoing development and 
access to opportunity for promotion. 
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30%
women at partnership level by  
31 March 2024

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/519620/women_in_finance_charter.pdf


Reward and 
recognition

Building on strong foundations, we have 
continued to review and enhance the way 
in which we recognise and reward our 
people. For example, over the last year, 
we have continued to build on our benefits 
offering a broader range of options to 
provide support to our people and their 
families. These include, but are not limited 
to, life protection benefits, access to online 
health and wellbeing support and wider 
personal development programmes. 

We were also delighted to be able 
to host our annual Pinnacle Awards 
evening again last year, albeit remotely, 
recognising and celebrating the 
achievements by so many of our people.

Parental leave policy

We are committed to supporting all our 
people when planning for parental leave 
and managing time off during the first 
year following the birth or adoption of 
their child. We have updated our policy 
to reflect this and support our new 
parents via a range of maternity, paternity, 
shared parental and adoption leave.
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Leading by example

1/3 of our Supervisory Board  
are female

Managers, 
Senior 

Managers and 
Directors

Partners

23% 
Female

47% 
Female

77% 
Male

53% 
Male

40%
of our Executive Team are female



Our female leaders
We continue to strive to have a representative gender balance across 
our firm, particularly at leadership level, where our management team 
plays such a vital role in shaping the culture of the business.
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Jaki Mitchell  
Partner and Head of 
Business Solutions 
and member of the 

Executive Team

Jane Mackay 
Partner and National 

Head of Tax

Caroline Fleet 
Partner and Head 

of Real Estate

Rebecca Durrant 
Partner and 

National Head of 
Private Clients

Julia Poulter 
Partner and Head 
of Social Housing

Tina Allison 
Partner and Head 
of Education and 
member of the 
Executive Team

Helen Drew 
Partner and 

member of the 
Supervisory Board

Naziar Hashemi 
Partner and 

National Head of 
Social Purpose 
and Non Profits
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Despite the challenges of moving from classroom to remote learning, 
we have continued to invest in and deliver learning and development 
opportunities for our people and teams throughout the last year, at 
each stage of an individual’s career and development journey. 

From online technical training to new and 
refreshed management development 
programmes, our approach remains 
focused on equipping individuals with 
the skills and knowledge they need to 
flourish and succeed in their roles. 

Alongside this, we have refocused 
our approach to sharing news and 
updates across the firm, particularly 
from a people perspective. 

Through our weekly publication of our 
firmwide newsletter ‘WeAreCrowe’, we 
are engaging with our teams on a more 
personal level to share all that we have 
to offer at Crowe, including updates from 
our ED&I networks, our National People 
team and launch of new programmes, 
policies and initiatives that support the 
development and inclusion of our people.

Developing and 
engaging our people
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Our commitment to 
2021 and beyond
Workplace studies tell us that many women are ambitious and keen 
to progress their careers, yet they are still underrepresented at senior 
levels. We also know that gender diverse organisations outperform 
those that are not. 

This is why our aim is to continue to attract more females into accountancy as we showcase 
what our firm has to offer by way of training and support; helping them to thrive from trainee to 
partner as we strive to be an open, transparent, diverse and above all empowering place to work.
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Our gender pay report
The figures below provide a snapshot of our median and mean pay 
figures, from data collected on 5 April 2020 and are published in 
accordance with The Equality Act 2010 (Gender Pay Gap Information 
regulations 2017). The median figures take into account the pay of the 
firm’s middle earners, giving the best representation of ‘the typical 
gender difference’, while the mean figures take into account the wages 
of high and low earners.

2020 2019 2018

4.86%

9.71%

2.25%

10.23%

6.79%

13.53%

Our gender pay gap

Median Mean

Looking at the big 
picture, our figures have 
remained fairly consistent. 
As a general trend, our 
median gender pay gap 
has decreased since 
2018 (closing by 1.93%), 
however this year we did 
see a slight increase. The 
mean has continued to 
decrease consistently.
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51.13%

48.87%

51.13%

48.87%

47.06%

52.94%

46.15%

53.85%

20
20

20
19

20
18

52.20%

47.80%

44.66%

55.34%

50.97%

49.03%

41.46%

58.54%

49.47%

50.53%

51.31%

48.69%

49.47%

50.53%

36.84%

63.16%

MenWomen

Upper  
quartile

Lower 
quartile

Upper 
middle  
quartile

Lower 
middle  
quartile

Proportion of people in each earning quartile 

Since the launch of our Gender Pay Report in 2018, we have seen a consistent 
increase in the proportion of women in the upper earning quartile.
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2020 2019 2018

50.0%
52.31% 53.12%

58.89%

42.48%

47.63%

Proportion of people 
earning bonuses

Bonus gender gap

Women Men

Median bonus gender pay gap Mean bonus gender pay gap

2020 33.33% 43.48%

2019 36% 48.82%

2018 38% 49.22%

When looking at the mean and median bonus difference paid 
between men and women who received a bonus in the last 
financial year (excluding partners), the bonus pay gap has 
continued to decrease since our 2018 gender pay report.



Nigel Bostock 
Chief Executive

Crowe U.K. LLP is a member of Crowe Global, a Swiss verein. Each member firm of Crowe Global is a 
separate and independent legal entity. Crowe U.K. LLP and its affiliates are not responsible or liable for any 
acts or omissions of Crowe Global or any other member of Crowe Global. © 2021 Crowe U.K. LLP

 @CroweUK

 @Crowe_UK

“I can confirm that Crowe U.K. LLP’s gender pay gap calculations 
are accurate and meet the requirements for The Equality Act 2010 
(Gender Pay Gap Information Regulations 2017).”

www.crowe.co.uk

http://www.crowe.co.uk
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