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Foreword

Lynne Watson
VP, Human Resources

I’m pleased to share our 2024 Pay Gap Report, a reflection of our ongoing commitment 
to fostering a fair, diverse, and inclusive workplace. At Thales, we know diversity is not just 
a value—it’s the foundation of our success, enabling us to better reflect the communities we 
serve and the global markets we operate within.

True diversity goes far beyond representation. It’s about embedding equity and inclusion 
into every part of our business. Our Equity, Diversity, and Inclusion (EDI) strategy continues 
to drive this mission, shaping an environment where everyone feels respected, valued, and 
empowered to achieve their full potential.

This year, we’re celebrating a remarkable milestone: our first-ever gender pay gap 
below 10%, with a mean and median gap of 9.1%. This marks a significant 
reduction from our starting point in 2017, when our mean gender pay gap was 18.1% and 
the median was 15.8%. This achievement is a testament to the hard work and dedication 
of our people in challenging inequalities and creating a more inclusive workplace. It’s 
encouraging to see that sustained, focused action delivers real change.

For the third consecutive year, we’re proud to publish our ethnicity pay gap analysis. With 
an impressive 85% of our employees disclosing their ethnicity, we’re building an increasingly 
robust dataset, allowing us to evaluate our progress more meaningfully. Transparency is key 
to building trust, and this data strengthens our commitment to inclusion at every level of our 
organisation.

Looking ahead, we are expanding our focus to include disability pay gap analysis, an 
important step in ensuring equity for underrepresented groups. 

As we share our 2024 Pay Gap Report, we’re proud of how far we’ve come and we’re 
excited about the journey ahead. Our commitment to transparency, diversity, and equity 
remains steadfast. By sharing our progress and learning from our experiences, we aim to 
inspire industry-wide change and create a future where every employee feels empowered 
and valued. Together, we are shaping an inclusive workplace where everyone can thrive.
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As part of our commitment to equity, diversity, and inclusion 
(EDI), we strive to be as transparent as possible with our data 
and ensure that the information we share is accessible to all. 
This section provides a straightforward explanation of our pay 
gap calculations.

We recognise that mandatory gender pay gap reporting does 
not currently represent our Trans and non-binary colleagues. We 
are actively working to understand whether a pay gap exists 
within these groups, but we have decided not to report this at 
this time to ensure privacy and avoid any risk of identification.

Terminology

Having a gender pay gap doesn’t mean that 
men and women at Thales aren’t receiving 
equal pay.

It’s important to note that the gender pay gap is not the same 
as equal pay. Equal pay ensures that any pay differences 
between individuals in the same role reflect fair factors, such 
as experience, skills, or capability, rather than gender, age, or 
ethnicity. The gender pay gap, on the other hand, is different. It 
considers everyone’s pay from the highest to the lowest earner, 
with the ‘gap’ being the difference between the pay of all men 
compared to all women, based on mean and median figures.

For example, if a company has more male employees in senior, 
higher-paid roles and more female employees in junior, lower-
paid roles, the pay gap will be wider. 

We are confident in our approach to equitable pay, without 
influence of gender, ethnicity, or other characteristics. In 2021, 
we conducted a comprehensive fair pay review across the 
organisation, assessing salaries in comparable roles. This 
analysis confirmed that our confidence is supported by data, 
showing no concerning trends across the organisation. We will 
be completing another review in 2025.
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Terminology (continued)

How we calculate the mean pay: How we calculate the median pay:

There are two ways to measure the pay gap – the mean and the median. To illustrate, if we lined up all women and men in the organisation 
by pay and compared the midpoint for each gender, this would represent the median pay gap. The mean pay gap is calculated by dividing 
the total pay for all women by the number of women and comparing that with the same calculation for men. In both cases, the ‘gap’ reflects 
the difference between male and female results, expressed as a percentage.

To complete the picture, we measure the bonus gap separately, examining both the mean and median bonus pay gaps and the percentage 
of men and women who receive bonuses.
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The percentage of female employees in 
Thales UK continues to fluctuate around the 
20% mark and has risen to 22% this year.
The evolving make up of our female population also continues 
to see an increase in the percentage of women in senior roles, 
which is good news and an important contributor to the overall 
trend we are seeing in our pay gap statistics.

We recognise our responsibility to actively remove barriers 
to career progression, and we’re proud to continue our 
partnerships with organisations like Code First Girls and Primary 
Engineer. Through Code First Girls, the largest provider of free 
coding courses for women and non-binary individuals in the UK, 
we sponsor places on the CFGDegree programme, supporting 
high-potential women and non-binary people in achieving their 
goals in data, software, or full-stack careers. Additionally, our 
Internal First Talent Acquisition Team ensures that all employees 
have the opportunity to apply for and progress into senior roles 
within our organisation.

Gender Pay Data

FEMALESMALES
OTHER or

NOT DECLARED

77.7% 0.3% 22%
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MEAN
PAY GAP

MEDIAN
PAY GAP

2019
2020 2021

2022
2023

2024

Gender Pay Gap
While we recognise the presence of a pay gap in our 
organisation, we remain committed to building a more balanced 
demographic profile over time. Our current gap still reflects a lower 
proportion of female employees in senior leadership, even if there 
has been a slight increase. This is a factor we continue working to 
address. The external labour market also shapes our demographic 
profile, especially as we expand into sectors with anticipated 
vacancies in 2024, where there may be fewer women available in 
the candidate pool due to industry-wide gender imbalances.

Despite the specialised nature of many roles, which makes 
achieving gender-balanced shortlists a challenge, we are making 
significant strides through our Early Careers programmes and 
STEM partnerships. Our initiatives with organisations like Primary 
Engineer are key to expanding the talent pipeline and ensuring we 
reach a broader, more diverse pool of future professionals.

While some steps may initially impact the pay gap, they are 
essential for establishing a more equitable foundation. We are 
pleased to see a reduction in our gender pay gap in this report 
and are confident that, as our efforts continue, we will see a more 
diverse and inclusive workforce in the years ahead.
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MEAN
BONUS GAP

MEDIAN
BONUS GAP

2019
2020 2021

2022

2023
2024

30.3%

36.2%

25.7%

63.9%

25.9%

40.6%

10.0%

56.3%

24.1%

44.3%

20.8%

18.9%

Bonus Pay Gap
In 2024, our mean bonus gap has reduced slightly, and our 
median bonus gap has reduced significantly from recent years. The 
change in the bonus gap is partially caused by some administrative 
changes in payment date. Generally speaking, the bonus gap 
remains driven by the gender balance within our organisation, 
and will continue to fluctuate linked to that. Sustained improvement 
in our bonus gap statistics can be expected when our gender 
diversity becomes more balanced and more women enter and 
progress into senior roles.

Our ‘In receipt of Bonus’ statistic shows that 
the vast majority of our employees consistently 
receive a bonus payment, with both male and 
female recipients at or above the xx% mark.
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Pay Quarters
Our pay quarters have remained fairly stable, still with 
more women in the Lower Quarter than in the upper ones, 
consistent with the fact that we know we have a smaller 
proportion of women in senior roles. However, this year 
does maintain a positive trend, with the proportion of 
women in the Upper Quarter increasing again to 17%, 
up from 12% when Gender Pay Gap reporting began. 
This upward trend reflects our commitment to improving 
gender balance at senior levels, and we are dedicated to 
maintaining this progress.

This positive trend is further supported by our targeted 
initiatives, such as enhanced recruitment of female 
graduates, apprentices, and participants in the STEM 
Returners programme, all of which are contributing to a 
more balanced and inclusive workforce.

In Receipt of Bonus Measure

The percentage of men and women in receipt of a 
bonus shows a marked reduction from previous years. 
As referenced earlier in the report, an administrative 
change in payment date for a proportion of the workforce 
has caused this dip, affecting this year only. In fact, the 
remaining workforce received a bonus payment in the 
month outside the reporting period.

UPPER QUARTER FEMALEMALE
2024 17%

16%

16%

15%
15%

14%

83%
84%

84%

85%
85%

86%

2023
2022
2021
2020
2019

UPPER MIDDLE QUARTER FEMALEMALE
21%
19%

19%

18%
18%

17%

79%
81%

81%

82%
82%

83%

2024
2023
2022
2021
2020
2019

LOWER MIDDLE QUARTER FEMALEMALE
22%
21%

22%

22%
22%

21%

79%
79%

78%

78%
78%

79%

2024
2023
2022
2021
2020
2019

LOWER QUARTER FEMALEMALE
28%
30%

33%

31%
32%

32%

72%
70%

67%

69%
68%

68%

2024
2023
2022
2021
2020
2019

FEMALE
IN RECEIPT OF BONUS

MALE
IN RECEIPT OF BONUS

2019 2020 2021 2022 2023 2024

90%

92%

94%

96%

96%

97%

94%

95%

95%

94%

70%

71%
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Ethnicity Pay Data
Our Ethnicity Pay Gap Report is a valuable tool for monitoring 
our progress, shaping our strategies, and fostering open, 
meaningful conversations around ethnic diversity, inclusivity, 
and equality. Creating a more inclusive environment for our 
employees from ethnic minority backgrounds remains a key 
priority in our 2025 agenda and beyond, and we look forward 
to seeing the impact of our initiatives reflected in future reports.

We are pleased to present our third Ethnicity 
Pay Gap Report, which will allow us to start 
tracking trends year over year.

Currently, our ethnic minority representation in Thales UK 
stands at 8.4%, which is a slight increase from last year in 
both percentage and real terms. This level of representation is 
consistent across different levels of seniority except in the most 
senior roles, where it sits under 5%. Addressing this difference 
at senior levels remains an important focus in our ongoing 
commitment to equity.

As an organisation, we aim to be welcoming and inclusive for 
individuals of all ethnic backgrounds, working toward greater 
representation across all levels of our business. We are also 
committed to building a diverse future talent pool in engineering 
by encouraging and empowering young people from all 
backgrounds to pursue careers in STEM.

At 8.4%, our current ethnic minority representation compares 
to 18% across the UK. We are dedicated to bridging this gap 
through sustained, positive actions.

Asian, 
Asian British

Black, African, 
Caribbean, Black British

Mixed/Multiple 
Ethnic Groups Other Ethnic Group

White or 
Blank/Not Declared

91.6%
WHITE OR B/ND

8.4%

0.9%
1.2%

1.5%

4.8%

ETHNIC
MINORITY
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Ethnicity Pay Gap
In our ethnicity pay gap analysis, we compare employees from the 
‘white’ ethnic group with those from all other ethnic groups. While 
individual ethnic group details are not shared for data protection 
reasons, we conduct this detailed analysis internally and look 
forward to sharing more as our ethnic diversity grows and more 
employees feel comfortable sharing their ethnicity information.

To maintain consistency and align with industry best practices, we 
calculate the ethnicity pay gap using the same methodology as the 
gender pay gap. This year, our ethnicity pay gap stands at 4.7% 
mean and 2% median—a decrease from last year and still 
tracking lower than our gender statistics. This reflects the relatively 
even distribution of ethnic minority employees across our pay 
quarters compared to gender representation.

In reviewing the shifts from last year’s data, we observed a slight 
increase in Upper Quarter ethnic minority representation with other 
quarters remaining consistent. Although these shifts are fairly small, 
they align with the pay gap results and are likely due to natural 
workforce changes.

Our ethnicity bonus gap has decreased this year in both mean 
and median terms and will naturally vary as demographics and 
seniority profiles across Thales UK’s diverse business areas evolve. 
Differing financial outcomes across these areas also impact 
individual bonus payments, as outlined in pay reporting guidelines. 
The reduction in the ethnicity bonus gap, like gender, is partly 
linked to a change in payment date and we anticipate this moving 
up a little again next year. This also impacts the In Receipt of 
Bonus measure, which is lower than usual, as the balance of the 
workforce received a payment in the month after the reporting 
period. This will correct itself next year.

UPPER QUARTER
2024

2023

2022

7%

8%

8%

14%

14%

14%

79%

78%

78%

2024

2023

2022

UPPER MIDDLE QUARTER

8%

8%

8%

14%

14%

15%

78%

78%

77%

2024

2023

2022

LOWER MIDDLE QUARTER

7%

7%

8%

14%

15%

14%

79%

78%

78%

2024

2023

2022

LOWER QUARTER

10%

10%

9%

16%

17%

16%

74%

73%

75%

IN RECEIPT OF BONUS

2022

94% 95% 91%

2023

95% 91%94%

2024

72% 67%64%

MEAN
PAY GAP

MEDIAN
PAY GAP

2022
2023

2024

4.7%

2.0%

6.2%

3.7%

4.3%

2.2%

MEAN 
BONUS GAP

MEDIAN 
BONUS GAP

23.8%

21.4%

19.9%

20.1%

10.7%
5.3%

2022
2023

2024

EM 
(Ethnic Minority) White B/ND

(Blank/Not declared)
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Pay Gap Timeline

Be You With Us Inclusion Strategy Launched  

Introduction of Group’s Women’s Mentoring Programme

New Fertility Treatment Policy Published 

New policy released to support individuals and couples 
experiencing fertility treatment. Recognised by the CIPD 
as a case study for inclusive practices. 

People Commitments Launched

Smart Working Introduced

Agile Working Introduced

Introduced gender bias detector to review 
all our job adverts 

To ensure our language is accessible. Our Talent Acquisition 
team is trained to recognise and remove bias in the recruitment 
process with the aim of increasing the diversity of our shortlists.

Commitment to STEM outreach in schools

Introduction of Thales’ Women’s Network

Targeted EDI Recruitment (Vercida) 

A recruitment platform specialising in 
promoting inclusive employers, to help us 
attract more diverse talent. 

EDI Strategy Launched and Policy Suite Developed

There are 6 comprehensive areas of focus in our EDI strategy:
1) Talent pipeline, recruitment and development, 
2) Listening and representation, 
3) Education and awareness, 
4) Policy, process and enablement, 
5) Culture and climate, 
6) Benchmarking and striving for excellence

EDI e-Learning Launched

In-house developed EDI eLearning 
covering topics such as unconscious 
bias, stereotypes, discrimination and 
micro-aggressions.

Fair Pay Review

Level 3 Accreditation 
for Disability 
Confident Leader

Gender targets 
introduced as 
part of VCP / CSR

Introduction of 
Dedicated Talent 
Review for Females

Partnered with STEM Returners Programme

Partnered with STEM Returners for the first time to assist 
engineers in returning to work after a career break.

New Family Matters 
Policies Launched

Improved support, benefits and 
enhanced leave entitlements 
introduced.

New Carers Policy Launched & New Partnership 
with Employers for Carers Introduced

Partnership with 
Code First Girls

Hired 11 high potential women into the 
business who want to pursue a career 
pathway in data, software, or full-stack.

Partnered with STEMettes

To encourage young women and non-binary 
people to be interested in engineering.

Gender targets introduced as part of VCP / CSR 

At least 4 women per EX-COM. Target: 21% of women at LR10+ 

Published 2022 Ethnicity 
Pay Gap Report

Menopause Policy 
released

Signed the Race at Work CharterREACH Network Relaunch

Partnered with Solaris Programme 

Sponsored employees and external candidates 
through the Solaris and Rising Stars Programmes 
which supports black women with developing life 
and leadership skills.

Ensuring high-potential employees who belong 
to an ethnic minority group are part of 
succession plans and pipelines into senior roles.

1st Ethnicity Talent Review Held

Armed Forces Covenant re-signed

Internal Inclusion Groups Join 
UK Employee Rep Forum

Bringing all our Representative forums together.

Sustainability & CSR Part of Strategic Plan

Increase in focus of sustainability and corporate social 
responsibility with leaders needing to demonstrate more 
commitment to ethical practice and social impact to 
remain attractive to employees.

GENDER
Mean: 9.1%
Median: 9.1%

ETHNICITY
Mean: 4.7%
Median: 2.0%

GENDER
Mean: 11.8%
Median: 13.1%

ETHNICITY
Mean: 6.2%
Median: 3.7%

GENDER
Mean: 15.5%

Median: 13.9%

GENDER
Mean: 15.2%
Median: 13.9%

GENDER
Mean: 16.7%
Median: 14.9%

GENDER
2017 Mean: 18.1%
2017 Median: 15.8%
2018 Mean: 16.8%
2018 Median: 14.5%

GENDER
Mean: 13.7%

Median: 13.2%

ETHNICITY
Mean: 4.3%

Median: 2.2%

PRE-2018 2019 2020

20212022

2023 2024

Gender Identity and 
Transitioning Policies 
Launched to support 
LGBTQIA+ colleagues 

We in Thales (WiTH) 
Network Relaunched

The aim of the network will be to 
empower and engage our people to 
increase gender diversity within 
Thales in the UK.

Level 3 Accreditation 
for Disability Confident 
Leader renewed
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EDI Strategy
Our commitment to creating a workplace 
where diversity thrives and talent is nurtured 
is at the heart of our Equity, Diversity, and 
Inclusion (EDI) strategy.

As we advance our EDI initiatives, we recognise the opportunity 
to expand gender pay gap reporting beyond binary categories. 
We are dedicated to capturing and analysing pay data across all 
gender identities, aiming for fairness for every employee. Although 
we are currently gathering this data and working towards higher 
disclosure rates, we look forward to publishing comprehensive and 
inclusive gender pay data in the future, once we can ensure both 
anonymity and statistical significance.

For the past three years, we’ve also been reporting on the ethnicity 
pay gap, and we are working towards introducing disability pay 
gap reporting as we continue to gather more comprehensive data.

We understand that some campaigns, like our Early Careers 
Programme, may initially widen our gender pay gap due to the 
higher proportion of women in entry-level roles. However, we see 
this as an investment in our future. By attracting more women into 
early career pathways, we’re not only addressing talent needs but 
building a diverse and inclusive workforce for the long term.

We’re proud of the progress we’ve made in gender and ethnicity 
pay reporting and remain committed to reducing these gaps 
through evidence-based approaches. As we continue to expand our 
data collection efforts, we are paving the way for further inclusivity, 
including our future work on disability pay gap reporting.

TALENT PIPELINE, 
RECRUITMENT AND 

DEVELOPMENT 

EDUCATION 
AND 

AWARENESS

POLICY,  
PROCESS AND 
ENABLEMENT

LISTENING
AND 

REPRESENTATION

CULTURE
AND

CLIMATE

BENCHMARKING 
AND STRIVING 

FOR EXCELLENCE

Working Together 
For Gender Equality

Neurodiversity
ACCESSIBILITY

UK Pay Gap Report 2024 QUICK NAV

PAGE 12



Spotlight
Vocation Maker: Inspiring the Next Generation in STEM
This year, we are proud to highlight the success of our Vocation Maker initiative, which has been significant in inspiring and engaging 
young people across the UK in STEM. With a focused effort on reaching those who need it most, we have strengthened partnerships with 
local schools and organisations to bridge the gap between education and career opportunities.

A key achievement in 2024 has been our partnership with 
Primary Engineer through their national “If you were an 
Engineer, what would you do?” competition. This initiative 
reached over 75,000 students across the UK, with our 
support helping an additional 23,000 pupils from 113 schools 
to participate by removing barriers in providing prepaid 
postage. We’ve played an active role in the competition by 
grading entries, forming prototype teams to bring the ideas to 
life, and supporting award ceremonies, which celebrated the 
achievements of students from ages 3-19. 

To inspire young people, particularly those from under-
represented groups, we collaborated with The Smallpeice 
Trust to host live-streamed sessions for over 1500 students. 
These interactive events allowed them to engage with industry 
experts and explore various STEM career paths. Many people 
reported increased awareness of the diverse opportunities 
available to them as a result of these sessions.

INVESTING IN THE

NEXT GENERATION
OF ENGINEERS
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Spotlight (continued)

Vocation Maker: Inspiring the Next Generation in STEM 

The social value created through Vocation Maker is significant, with our volunteer activities having a measurable impact on young people’s 
attainment, aspirations, and social mobility. As we look to the future, we remain committed to growing this initiative and expanding its reach, 
ensuring that more young people are empowered to pursue rewarding careers in STEM. 

Finally, our newest strand, Elevate, recognises the profound 
and lasting impact teachers have on students. We launched a 
leadership programme for 12 teachers from one of our partner 
schools, to help keep excellent teachers in the classroom and 
continue inspiring the next generation of STEM talent.

Our Aspire phase focused on preparing older students for 
their first job, offering four virtual work experience session 
to 193 students. Supported by 65 Thales employees who 
dedicated 780 volunteering hours, these sessions were 
incredibly impactful and provided students with a real 
sense of what it’s like to work in STEM industries, while also 
enhancing our volunteers’ mentoring and communication skills.

ENGAGE

Inspirational Contact High quality experiences
Building cultural capital

Meaningful experiences
Context driven situations

Teacher 1:3000 students
Professional development

STEM Governance

80 hours of paid volunteering
Pay it forward

Focus on self-led learning
Mentoring

Safety to fail

INSPIRE ASPIRE ELEVATE EARLY CAREERS CULTURE
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Spotlight (continued)

Talent & Ethnicity
This year, we reached a pivotal milestone in our commitment to being an inclusive workplace by conducting our first ever ethnicity talent 
review. This review allowed us to gain a more comprehensive understanding of our employees’ capabilities and potential, especially within 
underrepresented groups. By closely examining talent data across diverse ethnic backgrounds, we are better equipped to identify and nurture 
a wide range of skills, perspectives, and leadership qualities within our workforce.

Through this review, we aimed to look beyond 
representation, seeking a nuanced perspective on 
how talent is distributed and developed across our 
organisation. This deeper insight helps us not only to 
recognise our employees’ unique strengths but also 
to address any disparities in career progression, 
development opportunities, and access to key roles.

The results of the ethnicity talent review have provided 
us with valuable data to inform our ongoing Equity, 
Diversity, and Inclusion (EDI) strategy. With this clearer 
picture, we can more effectively tailor our development 
programmes including Solaris and Rising Stars 
Programmes, support career progression for all, and 
ensure that our leadership pathways are accessible and 
equitable for employees of every background.

Conducting this review marks a step forward in 
our journey towards a workplace where everyone, 
regardless of ethnicity, has the opportunity to reach their 
full potential. By continuing to review, learn, and adapt, 
we remain committed to building an environment that 
supports diverse talent, encourages authentic leadership, 
and reflects the communities we serve.
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Afterword - Looking to the Future

Phil Siveter
Chief Executive Officer,  
Thales UK

As the new CEO, I am excited to be part of an organisation where Equity, Diversity, and Inclusion 
(EDI) are not just values but a commitment we actively pursue. This year’s report underscores how our 
efforts are making a tangible difference, both in reducing pay gaps and in cultivating a workplace 
that is reflective of the communities we serve. It’s clear that EDI is not only foundational to our culture 
but essential for driving innovation and long-term growth at Thales in the UK.

I am encouraged by the steady progress we’ve made, particularly in closing gender and ethnicity 
pay gaps, and I am committed to building on this momentum through initiatives like Vocation Maker 
and our Ethnicity Talent Review. These ongoing efforts are essential in creating a more inclusive and 
equitable organisation, and I look forward to sharing their continued impact.

Increasing representation across gender and ethnicity, and other areas of diversity remains a key part 
of our long-term strategy. We will continue to use an evidence-based approach to understand and 
close our pay gaps, ensuring that we drive equity across all levels of the organisation.

Our focus areas include:

Creating a workplace that attracts, retains, and supports the career progression of 
underrepresented groups.

Supporting career advancement, with a particular emphasis on increasing diversity in leadership 
roles.

Actively listening to our employees and taking meaningful action to improve their experience at 
Thales.

Developing the next generation of diverse talent in STEM, ensuring equitable opportunities for all.

Fostering inclusive behaviours, with a strong focus on inclusive leadership practices.

Enhancing our diversity data collection.

Sharing experiences and best practices across our company to strengthen our approach to 
inclusion.

Engaging with external networks to learn and adopt industry best practices.

To solve complex problems for our customers, we need diverse talent. By supporting each of our 
employees in building rewarding careers and reaching their full potential, we aim for our workplace 
to be equitable and inclusive for everyone. 

STATEMENT OF ACCURACY
I can confirm that the data contained in this report 

is accurate and that the statistics have been 
calculated in accordance with current legislation.

Phil Siveter
Chief Executive Officer, Thales UK
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Appendix

MEAN
Pay Gap

MEDIAN
Pay Gap

2019 2020 2021 2022 2023 2024

15.8% 12.9% 13.8% 12.4% 11.1% 9.3%

19.0% 15.0% 14.7% 13.0% 13.0% 9.9%

MEAN
Bonus Gap

MEDIAN
Bonus Gap

2019 2020 2021 2022 2023 2024

31.8% 36.2% 27.6% 27.3% 23.8% 16.7%

42.5% 68.3% 29.3% 35.5% 31.8% 15.1%

FEMALES
In Receipt 
of Bonus

MALES
In Receipt 
of Bonus

2019 2020 2021 2022 2023 2024

89% 95% 98% 96% 95% 69%

91% 96% 97% 96% 95% 76%

UPPER QUARTER FEMALEMALE
2024 17%

16%

16%

15%
15%

15%

83%
84%

84%

85%
85%

85%

2023
2022
2021
2020
2019

UPPER MIDDLE QUARTER FEMALEMALE
21%
19%

18%

19%
18%

18%

79%
81%

82%

81%
82%

82%

2024
2023
2022
2021
2020
2019

LOWER MIDDLE QUARTER FEMALEMALE
22%
21%

22%

21%
22%

22%

78%
79%

78%

79%
78%

78%

2024
2023
2022
2021
2020
2019

LOWER QUARTER FEMALEMALE
29%
30%

34%

30%
31%

36%

71%
70%

66%

70%
69%

64%

2024
2023
2022
2021
2020
2019

MEAN
Pay Gap

MEDIAN
Pay Gap

2019 2020 2021 2022 2023 2024

28.0% 29.7% 27.4% 26.4% 25.5% 23.7%

35% 32.4% 29.4% 31.2% 29.1% 23.9%

MEAN
Bonus Gap

MEDIAN
Bonus Gap

2019 2020 2021 2022 2023 2024

59% 50.6% 44.5% 31.6% 51.3% 45.8%

40% 41.1% 37.6% 37.0% 37.7% 36.7%

FEMALES
In Receipt 
of Bonus

MALES
In Receipt 
of Bonus

2019 2020 2021 2022 2023 2024

95% 96% 93% 92% 94% 92%

91% 90% 84% 84% 85% 82%

UPPER QUARTER FEMALEMALE
2024 17%

19%

19%

17%
20%

21%

83%
81%

81%

83%
80%

79%

2023
2022
2021
2020
2019

UPPER MIDDLE QUARTER FEMALEMALE
27%
27%

29%

27%
22%

35%

73%
73%

71%

73%
78%

65%

2024
2023
2022
2021
2020
2019

LOWER MIDDLE QUARTER FEMALEMALE
37%
47%

46%

38%
36%

48%

63%
53%

54%

62%
64%

52%

2024
2023
2022
2021
2020
2019

LOWER QUARTER FEMALEMALE
57%
52%

53%

54%
53%

55%

43%
48%

47%

46%
47%

45%

2024
2023
2022
2021
2020
2019

MEAN
Pay Gap

MEDIAN
Pay Gap

2019 2020 2021 2022 2023 2024

13.9% 12.1% 10.9% 11.9% 5.5% 3.5%

16.4% 12.8% 12.2% 17.1% 11.3% 9.1%

MEAN
Bonus Gap

MEDIAN
Bonus Gap

2019 2020 2021 2022 2023 2024

29.1% 19.1% 13.2% 8.5% 3.1% 7.2%

13.9% 3.3% 34.3% 10.7% -195.4% 22.6%

FEMALES
In Receipt 
of Bonus

MALES
In Receipt 
of Bonus

2019 2020 2021 2022 2023 2024

96% 98% 99% 97% 98% 55%

98% 99% 100% 97% 98% 47%

UPPER QUARTER FEMALEMALE
2024 19%

14%

12%

11%
14%

11%

81%
86%

88%

89%
86%

89%

2023
2022
2021
2020
2019

UPPER MIDDLE QUARTER FEMALEMALE
13%
14%

13%

11%
13%

13%

87%
86%

87%

89%
87%

87%

2024
2023
2022
2021
2020
2019

LOWER MIDDLE QUARTER FEMALEMALE
18%
17%

13%

16%
14%

15%

82%
83%

87%

84%
86%

85%

2024
2023
2022
2021
2020
2019

LOWER QUARTER FEMALEMALE
24%
24%

25%

25%
26%

27%

76%
76%

75%

75%
74%

73%

2024
2023
2022
2021
2020
2019

Thales UK LTD Thales DIS UK LTD Ground Transportation Systems UK LTD

Throughout this report, we have presented pay gap data from Thales in the UK.  We are, however, required to report gender pay gap data 
separately for each legal entity.  You can find this detail below.
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