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“We are committed to helping all our people reach their 
full potential, regardless of gender.

Over the past year we have made a range of 
improvements to ensure everyone feels welcome and 
empowered at Crowe. We have addressed the need 
for flexibility, coaching and mentoring opportunities, 
as well as supporting our people through our internal 
networks. All of these initiatives have already had an 
impact on our business, as for a third consecutive year, 
we have seen our gender pay gap decrease. 

There is of course always more to do and we will 
continue to work together to support our people, 
provide a rewarding people experience and work to 
further address the gender pay gap.”

Nigel Bostock, 
Chief Executive
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We care We share We invest We grow

As one of the UK’s leading and multi award-winning audit, 
tax, advisory and risk firms, we have been supporting 
our people and our clients in making smart decisions for 
over 175 years. Our people-focused culture means we 
value new ideas and innovation, and welcome people 
who are committed to making a difference by delivering 
excellent services to our clients, people and communities. 

We pride ourselves on looking after our people as we 
support and invest in them to be the best they can be. 
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Making diversity everyone’s business 
We value the crucial advantages that having a diverse 
workforce brings to our firm. Diversity and inclusivity 
are key drivers in helping us to deliver our values while 
providing our clients with a high quality service.

I want to encourage 
our people, whatever 
their gender, to be 
the best they can 
be. I would like us 
to identify our future 
leaders and make 
sure they have a 
strong support 
network to achieve 
their own success.

Rebecca Durrant, Partner, 
National Head of Private Clients 
and founder of Crowe’s Women’s 
Empowerment Programme
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Agile working

Women’s Empowerment Programme (WEP)

Making  
diversity 

everyone’s 
 business

Launched in 2017, the WEP has gone from strength to 
strength. It has seen a number of internal and external 
networking events well attended by both genders, helping to 
inspire and raise the profile of the talented women at Crowe.

Lack of flexibility can sometimes make it difficult 
to balance our personal lives and work. Our agile 
working commitment aims to remove the restrictions 
that focus on ‘desk time’, enabling our people to 
have more choice around how, where and when we 
work – contributing to a more rewarding experience.

Parental leave policy

We are committed to supporting 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.

Women in finance charter

We signed-up to the Charter and as part of our 
commitment, we have set specific targets for the 

number of women we want to see in our leadership 
team over the next five years (see page nine).

Reward and recognition

We continue to enhance our reward and recognition 
programme, whether it’s benefits such as private 

medical insurance, pensions and childcare 
vouchers or recognising and celebrating our 

people through our annual Pinnacle Awards. We 
understand the important role this plays in retaining 

and attracting talented people to our firm. 

Over the past year we have been 
delivering a number of programmes 
and initiatives to support and 
encourage diversity and inclusion 
across the firm, ensuring our people 
can bring their full self to work.

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


1/3
 
of our Executive 
and Supervisory 
Board are female

24%
female

76%
male

Partner level

46%
female

54%
male

Manager,  
Senior Manager, 

Director level
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Leading by example



Jaki Mitchell
Partner, Head of 

Business Solutions
and a member of 

the Executive Team

Tina Allison
Partner, 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 
Non Profits

Jane Mackay
Partner and  

National 
Head of Tax

Caroline Harwood
Partner, Head of 
Share Plans and 
Employment Tax

Rebecca Durrant
Partner and Head 
of Private Clients

Julia Poulter
Partner and Head 
of Social Housing
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We strive every day 
to make Crowe 
an inclusive and 
empowering place 
to work for women. 
We aim 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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Helping our people to achieve more
Our people are critical to our long-term success.  
That’s why ensuring the continued learning and 
development of all our employees is key to us  
delivering excellent services to our clients, people  
and the communities we serve. 

Our dedicated people development 
team have refreshed our firmwide 
people development pathways, and run 
comprehensive learning and development 
programmes and initiatives throughout 
the year, focusing on the needs of our 
people, as well as our business.

People development pathways
Our refreshed people development 
pathways set out four clear streams of 
learning and development, supporting our 
people at each stage of their career. 

1. Discover – for new starters.

2. Engage – for our trainees and apprentices.

3. Evolve – for technical, technology, 
core skills and management training.

4. Lead – supporting our people through 
their journey from manager to partner. 

Pinpoint future leaders
Having established clear firmwide career 
and people development pathways, we 
are now able to focus our attention on 
identifying and nurturing talent; ensuring 
that all our people have the opportunity 
to grow, progress and flourish.

Mentoring
Our mentoring programme is now 
accessible to all our people through 
their trainee programmes or beyond. We 
encourage all our people to lead their 
own personal development, using every 
opportunity available to them. We anticipate 
more people joining this programme 
as either mentors or mentees, as our 
development programmes evolve. 
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Our commitment to 2020 and beyond
We are pleased to once again see our gender pay gap 
decrease. However, there are always areas where we 
can do more. Workplace studies show that where at 
least 30% of leadership teams are female, the impact 
on the business is greater. In March 2019 we signed 
up to the Women in Finance Charter as a commitment 
to improve gender diversity among our people. We are 

actively working to have a balance of 30% women 
at partnership level by 31 March 2024 and create an 
environment which is collaborative, supportive and 
promotes talent from across the whole firm.

We will also aim 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.

Increase 
female 

partners to 
30% by 2024
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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 2019 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.



Upper  
quartile

Upper  
middle  
quartile

Lower 
middle  
quartile

Lower 
quartile

36.84% 49.47% 51.31% 49.47%

63.16% 50.53% 48.69% 50.53%

2018

41.46% 50.97% 44.66% 52.20%

58.54% 49.03% 55.34% 47.80%

2019
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Proportion of people in  
each earning quartile

6.79%
2018 median 
gender pay gap

2.25%
2019 median 
gender pay gap

13.53%
2018 mean 
gender pay gap

10.23%
2019 mean 
gender pay gap

£

Our gender pay gap
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Proportion of people 
earning bonuses

Bonus gender pay gap

2019 38%
2018 median bonus 
gender pay gap

36%
2019 median bonus 
gender pay gap

49.22%
2018 mean bonus 
gender pay gap

48.82%
2019 mean bonus 
gender pay gap

There has been an 
overall increase in the 
proportion of people 
earning bonuses in the 
last 12 months.

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 decreased since 
our 2018 gender pay 
gap report.

52.13% 58.96%

2018 42.48% 47.63%
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“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 International Regulations 2017).”


