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Management Overview
At Kroll, we continue to work towards creating a more diverse workforce
to drive the success of our people, while ensuring that every individual is
comfortable and respected.
In recognition that our gender pay gap is driven by fewer women in senior
positions, we continue to focus on this imbalance. In 2021, we’re proud to
report we saw an increase in women in senior positions in the UK. Whilst
part of this increase was driven by the acquisitions of Blackrock Expert
Services Group, Lucid and Redscan, we saw additional senior female new
hires and promotions as well as minimal senior female attrition.
Our median and mean salary gaps improved, as well as the representation
of women in the top two quartiles of compensation. This report provides
additional detail around these improvements.
That said, we acknowledge that improving the gender pay gap is an
ongoing and relentless challenge. We are not alone in seeking to hire,
retain and promote the best talent. Maintaining parity requires ongoing
diligence. We remain confident that the improvements we are making will
bring steady and sustained change that will result in closing the gender
pay gap.

Gender Pay Gap Reporting Explained
The gender pay gap shows the difference in the average hourly rate of pay between women and
men in an organization, expressed as a percentage of the average male earnings. A gender pay
gap can be driven by several factors including, a lack of women in senior positions.

Distinguishing between
median and mean

It is important to note that this is different from
the issue of equal pay—the legal requirement to
pay men and women the same for equal work—
which is governed by the Equality Act.

The median is the figure that falls in the middle of a
range when the wages of all relevant employees are
lined up from smallest to largest. The median gap is
calculated based on the difference between the
employee in the middle of the range of male wages
and the middle employee in the range of female
wages. For instance, the median female in the UK
holds a Level 3 position while the median male holds
a more senior Level 4 position.

Organizations such as Kroll must follow the
calculation methodology set out by the
Government Equalities Office to report its
mean and median gender pay gap, bonus gap
and distribution across pay quartiles.

The mean is calculated by adding up the wages
of all relevant employees and dividing the figure
by the number of employees. The mean gender
pay gap is calculated based on the difference
between mean male pay and mean female pay.
Median Calculation
Median

Lowest paid

Highest paid

Mean Calculation

Sum of women’s hourly rate of pay

+

+

Total number of women

4

Sum of men’s hourly rate of pay

VS

+

+

Total number of men

5

At a Glance
Gender pay figures

Understanding the gap

The tables below show Kroll UK’s overall median
and mean gender pay and bonus gap based on
hourly rates and bonuses paid in the year as of
5 April 2021.

• The disparity in our gender pay gap is mainly
due to women continuing to hold fewer senior
positions within Kroll UK compared to men.
As of April 2021, women made up 34.2% of
our overall UK workforce, but held only 23% of
management positions.

Gender pay gap
Median

Mean

26.3%

31.4%

• Similarly, because there are fewer women in the
most senior positions (where higher bonuses
are paid and where bonuses represent a higher
percentage of base pay) there is a larger gap
for bonuses.

Gender bonus pay gap
Median

Mean

49.9%

68.6%

• While we continue our relentless focus on
increasing the number of women in senior
positions, we will also work hard to minimize
any in-level gaps. Our average pay gap within
levels is 5.1%, although certain levels do show
higher pay for women.

The proportion of males and females
receiving a bonus payment

80.7%

Gender breakdown by level

80.8%

Proportion of females and males in each
quartile band
Quartile
Upper

19.2%
Upper middle

Upper middle

72.2%

Lower middle

Lower middle

Lower

Lower

48.3%

6

80.8%

28.8%

38.5%

Female

Upper

61.5%

51.7%
Male

Level

Female

Male

6/MD

14.7%

85.3%

5/Director/AMD

27.9%

72.1%

4

29.5%

70.5%

3

38.2%

61.8%

2/1

44.5%

55.5%

0

77.5%

22.5%
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We Focus on Fostering an
Inclusive Culture
Our culture and
working environment
• An inclusive culture and working environment are
imperative to support our gender equality efforts.
• A key part of an inclusive culture is diversity
across all dimensions. Although management
has a key role to play in leading efforts to
promote our desired culture, our culture is
defined by the inclusive actions of all employees.

Inclusion
In addition to working toward closing the gender
pay gap, we’ve also taken action to improve
diversity. Our focus on inclusion is about creating an
environment where every individual is comfortable
being themselves and have the support to succeed
in their role. This includes:
• Appointing our first Chief Inclusion and
Diversity Officer, William Rolack
• Creating a new set of values, specifically
identifying inclusion as one of our six key pillars
• Providing mandatory unconscious bias and
inclusive leadership training to managers
across our company
• Formalizing our hybrid working policy and
cementing our longstanding focus on
providing colleagues flexibility

We recognize that the burden of childcare continues
to disproportionately fall on females and that we
need to provide the ability to meet commitments
within or outside of a typical work schedule.
In addition to flexibility within a standard
full-time work pattern, we offer employees
the opportunity to work part-time work schedules
or condensed work weeks, and provide job sharing
and other non-standard work patterns.

Attracting senior talent
The Human Capital team works closely with
leadership to attract and hire diverse senior talent.
Efforts include identifying and reaching out to
female senior talent at our competitors and
leveraging the network of our senior colleagues.
When leveraging outside recruitment agencies, we
work with agencies with a strong process and track
record for identifying and placing diverse talent.

Benefits that help
We pride ourselves on offering benefits that
support all of our colleagues. We provide
generous support for those welcoming a new
child to their family as well as flexibility when
returning to work. We are also proud to provide
support for those with emergency child or elder
care needs, and continue to focus on developing
and adapting our benefits policies to ensure they
support the full diversity of our workforce.
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We’re Making Steady Progress
While our data shows that we have identified and
are focusing on the correct actions, it also shows
that meaningful and sustained change will take
time and consistent focus by our most senior
leaders as well as colleagues at all levels. We also
know that some of our actions to improve the gap
over the long-term may have short-term distorting
effects. For instance, increasing the number of
women as part of our university hiring may have

an initial negative impact on our gap because having
more junior women lowers average female pay.
The chart below shows that the firm is steadily
increasing the representation of women in our
most senior roles. While it’s not always linear and
arguably the trend line may not be as steep as we
would like, it shows positive progress over time.
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Statutory Disclosures
Kroll Advisory Ltd.
Under the regulations, Kroll is required to report our
gender pay gap for those legal entities that have at
least 250 employees. While the data referenced
throughout this report refers to our entire UK
population, we are required to report data for Kroll
Advisory Ltd. This entity was previously known as
Duff & Phelps Ltd. and included 46% of our UK
employees. Other employing entities did not meet
the 250-employee threshold.

Proportion of females and males in each
quartile band
Quartile
Upper

79.2%

Upper middle

Upper middle

36.1%

Lower middle

50.5%

Gender pay gap

Lower

Median

Mean

29.6%

39.5%

Upper

20.8%

50.5%

Female

63.9%

Lower middle

49.5%
Lower

49.5%
Male

Declaration
Gender bonus pay gap
Median

Mean

53.3%

77.0%

The proportion of males and females
receiving a bonus payment

84.2%

We confirm that Kroll’s gender pay gap calculations
are accurate and meet the requirements of
the regulations.

Scott Oblow
Chief Human
Resources Officer

Patrick Puzzuoli
Chief Financial Officer

76.1%
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Year-on-Year Comparisons
These comparisons revert to reporting information for the entire Kroll population.

Entire Kroll UK Population

Median

Mean

2020

2021

2020

2021

Gender pay gap

40.3%

26.3%

46.6%

31.4%

Gender pay bonus gap

59.7%

49.9%

66.9%

68.6%

Entire Kroll UK Population

Proportion of staff
receiving a bonus

Median

Mean

2020

2021

2020

2021

74.6%

80.8%

84.8%

80.7%

Proportion of males and females in each quartile band
Upper

15.9%

19.2%

84.8%

80.8%

Upper middle

28.8%

28.8%

71.2%

71.2%

Lower middle

48.5%

38.5%

51.5%

61.5%

Lower

51.5%

48.3%

48.5%

51.7%
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About Kroll
Kroll provides proprietary data, technology and insights to help our clients stay ahead of complex demands related to risk, governance and growth. Our solutions deliver
a powerful competitive advantage, enabling faster, smarter and more sustainable decisions. With 5,000 experts around the world, we create value and impact for our
clients and communities. To learn more, visit www.kroll.com.
M&A advisory, capital raising and secondary market advisory services in the United States are provided by Kroll Securities, LLC (member FINRA/SIPC). M&A advisory,
capital raising and secondary market advisory services in the United Kingdom are provided by Kroll Securities Ltd., which is authorized and regulated by the Financial
Conduct Authority (FCA). Valuation Advisory Services in India are provided by Kroll Advisory Private Limited (formerly, Duff & Phelps India Private Limited), under a
category 1 merchant banker license issued by the Securities and Exchange Board of India.
© 2022 Kroll, LLC. All rights reserved. KR22030476

