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At Concur we believe in treating all employees fairly.
We continue to support the importance of gender
pay reporting legislation and believe it will help all
companies continue to focus on this important
topic. In today’s world, it is correct that all
companies should take positive and proactive
actions to reduce gender pay gaps.

Foreword

This year, we have all found ourselves in unprecedented times due to the global pandemic. And so
now, more than ever, diversity and inclusion in the workforce and the gender pay gap must be a
real focus for employers across the UK and globally. It is key that we take positive action to avoid
the very real risks that Covid-19 could bring regarding the ‘motherhood penalty’ - women finding
themselves balancing more parental responsibility than ever, hence potentially impacting their
career progression and earnings potential.
At Concur, we see this risk as a real opportunity to further encourage the adoption of more flexible
working practices across the business, such as job sharing, working from home and scattered
hours. A key focus for us will be capitalising on the principles we’ve learnt during ‘lockdown’ – of
productivity versus presenteeism. In doing so, we hope to improve diversity by driving up women’s
participation in the workforce and ensuring meaningful initiatives are in place to support their
advancement.
Concur continues to ensure diversity is top of mind with initiatives it believes will be effective in
closing the gender pay gap and supporting diversity and inclusion in general across all levels within
the business.
Continue reading to learn more about these initiatives and our future goals.
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Female employees as a % of the workforce
We are fully committed to gender pay equality and continue to strive to develop
policies and practices to ensure we are a fully inclusive workforce.
Overall, Concur UK has continued to increase the total number of women in the
workforce, with 43% of the workforce being female - a positive increase over last few
years from 42% .

What is the gender pay gap?
Whilst they sound similar, it should be noted that a “gender pay gap”, and an “equal
pay gap” are very different things.

• Equal pay measures whether male and female employees are paid equally for
carrying out essentially the same role, or work of equal value. Legislation
surrounding this has been in existence in the UK since 1970. SAP regularly
monitors processes and procedures to ensure we pay men and women equally.
• Gender pay measures a completely different metric. What it actually measures is
whether there is an equal representation of men and women at all pay levels of the
organisation. A skew towards one gender in the most senior roles will result in a
gender pay gap.
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Pay gap analysis
These graphs demonstrate the difference in hourly rate of the overall female
population at SAP UK, compared with the overall male population:

Median Gender Pay Gap

Mean Gender Pay Gap

• The median gender pay gap is 19.8%, which
is a significant decrease over last year.
• The mean
decreased.
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Bonus gap analysis

Median Gender Bonus Gap

Mean Gender Bonus Gap

• The chart demonstrates that there has been a
further decrease in the median gender bonus
gap of 3.8%, continuing the trend of the last
few years.
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Proportion of employees receiving a bonus

% Male Receiving Bonus

% Female Receiving Bonus

• Again, in line with previous years, in 2020 the
percentage of men and women receiving a
bonus were at similar levels to each other.
• 89.9% of men and 88.4% of women received a
bonus.
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Proportion of workforce on each pay quartile
This chart represents the distribution of employees across Concur UK.
There has been no significant change in the percentage of female employees in each pay quartile:

Lower

Lower
Middle

Upper
Middle

Upper

Male

47%

58%

61%

67%

Female

53%

42%

39%

33%

% Female Employees in Each Pay Quartile

% Female Employees
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Our journey and commitment towards
gender balance

Our Strategy
At SAP, our commitment to diversity and inclusion is critical to our success. As a global organisation
with employees from 150+ nationalities, our employees must feel free to be their authentic selves
for our company to perform at its best. We embrace and encourage different perspectives and
believe we are made stronger by our unique combination of culture, race, ethnicity, age, gender,
sexual orientation, gender identity or expression, physical or mental ability, and work-life situations.
The business case for gender equality, diversity and inclusion is strong and is growing stronger. At
SAP, we not only understand this, we actively support and champion this, to our customers as well
as within our business.
People are at the heart of our organisation and only by ensuring a highly engaged, diverse and
future fit workforce will we attract and retain the best talent, build great products and win the hearts
of our customers. That’s why “Strive for inclusion and reflect the diversity of society” is a pillar
of SAP’s People Strategy, with a clear target state for where we aspire to be by 2023 and a
roadmap of how we get there.

At SAP, we are focused on diversity and inclusion being part of the organisation DNA. We are
taking a number of steps to achieve this such as building:
•

Inclusive career journey – ensuring all of the stages of the employee lifecycle are inclusive of
all employees;

•

Inclusive culture – enable leaders to take accountability for building an inclusive
organisational culture;

•

Diverse ecosystem – driving diverse marketing, suppliers and technology.
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Our Culture
SAP believes in offering people choice and flexibility in their working hours or pattern, wherever
operationally possible. We understand that our employees have very different priorities outside of
work and strive to ensure that our employees can tailor their work/ life integration to one that suits
them best. We believe offering flexible work is key to attracting and retaining a diverse workforce.
We have recently launched a new, dedicated section on flexible work on our employee portal to
help our employees and our people leaders understand the types of flexible work options that are
available to them, as well as the benefits of flexible working to both the individual and SAP.
We have continued to promote and support flexible working during the Covid-19 pandemic and
have actively empowered and supported our workforce to manage their work schedule around their
personal commitments, such as caring for family members.
SAP’s response to the Covid-19 pandemic has been “health and wellbeing first, business
second”, with the company taking numerous steps - both at a global and local level - to ensure the
workforce has felt supported through these challenging and turbulent times.

In addition to supporting employees adopting a work pattern to suit their personal circumstances,
we have created several support tools, resources and enablement to assist our employees to
adapting to working remotely. This not only supports their health and wellbeing and enables our
employees to run at their best during the pandemic, this helps us continue to create an agile
working environment where the best talent can work in a way that best suits their personal
circumstances in the longer term.
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Attraction and Retention

Recognising that IT, generally and historically, attracts a low proportion of females into the industry,
SAP is engaged with organisations that focus on connecting young females with IT from an early
age to try and attract them to IT as a profession. This includes TechGirlz, a charity set up to offer
an insight to school age girls into the industry, and Workfinder, a charity set up to provide
undergraduates’ work experience in IT to provide these opportunities with a long-term view of
providing jobs to more women.
We have focused on ensuring our talent pipelines are gender balanced. Our SAP Sales Academy,
which hires early talents starting out on their career journey, recruits at least 50% of females at
each intake and we proactively run at least one female talent win event each year to attract
experienced female talent.
We have been running a social media campaign,#WomenWhoRock, which showcases women
from different board areas, countries and career levels across SAP to highlight SAP as a female
friendly employer to perspective female talent.
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Women in Leadership
SAP is committed to gender balance and we proactively look at how we can increase the proportion
of females in our workforce, in particular, the number of females in senior roles. Our aspiration is to
have 50/50 gender parity by 2030.

The appointment of Sabine Bendiek to the SAP Executive Board as Chief People Officer supports
setting the tone and role modelling SAP’s commitment to gender parity from the top. “Bring
everything you are, become everything you want” is a core value at SAP, recognising the power
that a diverse workforce brings to our business, such as the different perspectives that this brings to
problem solving, innovation and the creative process. We also recognise that in order to best
positioned to support our customers and to thrive in the marketplace, our workforce needs to reflect
the diversity of perspectives that our customer base represents.
SAP has a Women to Watch (W2W) Programme, a globally run SAP development programme,
which supports high potential female talent fast track their careers in people leadership. The goal of
the W2W initiative is to advance of diversity agenda around female talent by building a pipeline of
female talent for senior roles and to help retain female talent. The initiative focuses on a small
group of females who demonstrate high potential and desire to move into leadership roles and/ or
are ready to take the next step in their careers. The W2W program creates opportunities to support
female talent to drive their career and provide visibility on existing programs and offerings to
support them in their career journey at SAP.
SAP’s LinkedIn Women Forward Community brings together professionals from all industries who
support women’s issues to help drive awareness, share knowledge, and success stories. It is
designed to help women realise and celebrate their full potential across businesses, cultures, and
communities around the world.
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Supporting Career Development
At SAP UK, we have an established and highly active Business Women’s Network (BWN), whose charter
is:
•
•

•
•
•
•

Foster an inclusive atmosphere at SAP where women employees’ full potential can be realised;
Drive and expand women’s leadership skills, career development opportunities, and business
acumen;
Strengthen and extend our professional network by building mutually beneficial relationships, both
inside and outside of SAP;
Enhance SAP’s reputation as an employer of choice, in order to attract and retain top female talent;
Encourage visibility of female role models at all levels at SAP;
Contribute to SAP’s social sustainability objectives.

The BWN offers ongoing events throughout the year to support female employees proactively develop their
careers through networking, coaching and attending events to support their development and career
advancement. Recent events have included:

•
•
•

•

Back to Best – a digital event with comedian and author, Ruby Wax, created to help inspire,
empower, and focus employees as we all get back to best;
Include Yourself - a virtual event with comedian Deborah Francis-White, in which charismatic
Deborah talked about how we can feel included in all aspects of our lives;
Identify Your Zone of Genius - a special session with freelance journalist and coach Harriet Minter,
who specialises in women’s rights and the future of work and is a passionate #womeninleadership
advocate. In this session, Harriet talked about how to identify your Zone of Genius, why it's important
to know your strengths and values, and a simple way to promote yourself while building your network;
Virtually Me – a session created in response to the new remote working environment, which provided
guidance on how to navigate connecting virtually, providing key considerations to help participants
adjust and flourish virtually.

© 2021 SAP SE or an SAP affiliate company. All rights reserved. ǀ INTERNAL

14

Employee initiatives
In April 2020, SAP UK increased its paternity leave and pay benefit from 2 weeks to 4 weeks, as
well as offering more flexibility around how and when the leave could be taken. SAP is committed to
helping break down gender stereotypes and cultural norms around childcare, to help to drive
change in gender balance, both at SAP and beyond. We want to be recognised as a family friendly
employer who offers flexible work and family leave benefits to support our employees in achieving
work-life integration. This won’t only help attract and retain top talent, but also supports SAP’s focus
on engagement and employee wellbeing.
This year also saw the launch of a virtual support service for expectant and new parents, enabling
parents to be/ new parents to access the support they need, when they need it, as they navigate
through this life-changing experience. This is another step towards positioning ourselves as a family
friendly employer, which supports SAP on its journey to becoming a truly diverse and inclusive
company.

Recognising that women over the age of 50 are the fastest growing population in the workforce,
and looking at research that highlights the impact that the symptoms of the menopause can have
on menopausal women’s ability to work, as well as their general wellbeing, we have also introduced
a confidential, virtual support service for female employees or female spouses/ partners of our
employees that are struggling with the menopause inside and outside of work. This service provides
them with a personal support plan to help them manage their symptoms as well as ongoing advice
and support from a trained NHS menopause practitioner.
Not only do these services support our employee’s wellbeing; by alleviating the physical, mental
and emotional problems that can come with experiencing significant life changes, our aim is to
reduce employee turnover.
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Summary
At SAP, our purpose is to help the world run better and improve people‘s lives. With over 100,330
employees representing over 145 nationalities contributing to the success of SAP, we understand that it is the
unique perspective of every individual that makes SAP a more innovative, dynamic and flourishing
organisation. Creating a diverse and inclusive culture is the foundation that makes SAP both a great place to
work and a successful company.
We know that our gender pay gap is driven by a lack of women in senior roles and addressing this imbalance
will not be immediate, but rather a journey that will take many years of focus and investment. There is a skills
shortage in certain areas (e.g. highly technical consultants) and the majority of applicants for these roles are
men, as women are still under-represented in the technology industry in general.

Jasmin Mantel
HR Director for SAP UK
UK Board Member

This is a long-standing challenge across the technology industry that we have been trying to proactively
address for several years and we continue to proactively address. We believe that the actions that we are
taking are having impact and with the commitment that we have, we will close this gap over time.
Our efforts, and the targets we aspire to, show an ongoing commitment from SAP to continue to drive the
changes required to address the gender pay gap by creating a more balanced workforce and working hard to
remain an ‘Employer of Choice’.

We confirm the data reported is accurate.
Christopher Juneau
Chief Marketing Officer

© 2021 SAP SE or an SAP affiliate company. All rights reserved. ǀ INTERNAL

16

