Gender Pay
Gap Report

“We are an equal opportunities employer. We recognise
the importance of a fully inclusive approach to recruiting,
rewarding and retaining employees and enabling them to fulfil
their potential.”
Through our global network of Fixed Base Operations
(FBOs), Signature Flight Support delivers essential
support services for business and private aviation,
including refuelling, hangarage, maintenance, repair
and overhaul services. We are committed to offering
world class amenities and exceptional customer
service throughout our network. In the UK, we operate
out of Aberdeen, Birmingham, Biggin Hill, Cardiff,
Edinburgh, East Midlands, Glasgow, Inverness,
London Gatwick, London Heathrow, London Luton,
Manchester and Southampton.
We are an equal opportunities employer. We recognise
the importance of a fully inclusive approach to
recruiting, rewarding and retaining employees and
enabling them to fulfil their potential.
This is our first Gender Pay Gap Report and we
welcome the opportunity to be transparent about the
gender pay gap in our business and to share some of
the exciting initiatives that we are putting in place as
we seek to close it.
At the same time, however, we consider that it is
unfortunate that our gender pay gap data, which

(in accordance with UK Government requirements)
is based on a ‘snap shot’ date of 6 April 2021, has
been skewed by the fact that a large proportion of
our workforce was on furlough leave at the time and,
therefore, has been excluded from the calculations.
As a result, our 2020/21 data is based on just 90
employees out of a possible 248. To give some
context we have therefore provided some additional
commentary on our current challenges and successes
as an organisation in relation to gender pay.
Challenges
Analysis of the UK Government’s gender pay gap
reporting service for businesses in the same sector as
Signature Flight Support (SIC 52230, services incidental
to air transportation) reveals that the sector as a whole
faces challenges with its gender pay gap. Across 27
employers, the average mean gender pay gap of those
who reported was 13.4% in 2017/18, 12.4% in 2018/19
and 14.2% in 2019/20. This gender pay gap appears to
be a by-product of that fact that fewer women tend to
hold the senior (and therefore better paid) roles, as is
apparent from the fact that there are fewer women than
men in the upper middle and upper hourly pay quartiles
within these organisations.
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Of 14 FBO management and area management
positions, 8 are held by females

This trend is reflected in our organisation, where the
mean gender pay gap is 15.9%. Notably, however,
our median gender pay gap (which removes any
anomalies caused by statistical outliers) is a more
encouraging 9.4%. This gap can be explained in
part by looking at the pay quartiles: in the lower pay
quartile 45.5% of the workforce are females; however,
this drops to 34.8%, 36.4% and 34.8% as we move
up the quartiles, which reveals that fewer women are
employed in senior well paid roles than in junior, less
well paid roles in our organisation.
Our gender bonus gap is stark. However, no
payments were made under our normal bonus
scheme in April 2021 because of the impact of the
COVID-19 pandemic on the performance of the
business. As a result, only 4 people (out of a possible
248) received a bonus award during the 12 months
in question, one of whom was female and three of
whom were male. In the case of the males, their
bonus was in the form of conditional share awards
which vested during the relevant period; in the case
of the female, the bonus was in the form of a oneoff payment outside our normal bonus scheme.
Accordingly, it is impossible to draw any meaningful
conclusions from the disparity in bonus awards.

Having conducted further analysis, we have identified
that the following factors are contributing to our
gender pay gap:
• Traditionally (both within our business and across the
sector as a whole) Airside roles (for example ramp
operations and fuelling) have been carried out by a
predominately male workforce;
• At our largest operation, Luton, roles are split into
non–Airside and Airside – mainly due to the size of
the operation and facility. In the UK, 62% of our team
members are based out of our Luton operation and
the societal trend for male dominated Airside roles is
starkly present at Luton;
• These are making a significant contribution to our
gender pay gap.
Successes
As of August 2021, in the UK we have 14 FBO
management and area management positions, of
which 43% are male and 57% are female. More
widely, our gender pay gap data does not capture the
successes that we have seen in some of our other UK
entities (which are outside the scope of this report),
where we have a number of women employed in
leadership and other senior roles.

“Our gender pay gap data does not capture the successes
that we have seen in some of our other UK entities (which are
outside the scope of this report), where we have a number of
women employed in leadership and other senior roles.”

“Globally, which includes the US, Canada, Latin America and
the Caribbean, the mean gender pay gap is just 2.6%.”
We are also proud to report that, thanks to a number
of exciting initiatives across our European businesses
(where we are leading the way in the global network
for women in leadership roles), the median gender
pay gap is just 4.2%. Globally, which includes the
US, Canada, Latin America and the Caribbean, the
mean gender pay gap is just 2.6%. Furthermore, the
median gender pay gap is -0.5%, meaning that, at the
midpoint of the range globally, women are paid more
than men in our organisation.
In addition, we have begun to take steps to address
the challenge presented by Airside roles at Luton
being traditionally male dominated. Across most of
our operations in the UK (outside of Luton) we have

mixed roles, whereby one team member would
carry out Airside and non-Airside duties. In these
roles we observe a good gender mix. This being
the case, we have, during 2021, encouraged cross
training between departments with our current
team members at Luton – with an aim to inspire
current team members to transfer into departments
dominated by a gender other than their own. Our
progress, however, has been limited to date due to
the lack of external and internal roles open as a result
of the COVID-19 pandemic. As our business recovers
from the pandemic and we begin to recruit again,
attracting women into Airside roles and increasing our
male population in non-Airside roles is a focus of our
external recruitment campaigns.
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“As a result of these initiatives,
we hope to see the gender
pay gap in our business begin
to close.”
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The way forward
Despite these encouraging successes, we recognise
that there is more to be done to narrow the pay gap,
especially in the UK. This being the case, we have
launched the following initiatives:
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Pay quartiles

1st
quartile

Female 10 / 45.5%
Male 12 / 54.5%

2nd
quartile

Female 8 / 34.8%
Male 15 / 65.2%
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Female 8 / 36.4%
Male 14 / 63.6%

4th
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Female 8 / 34.8%
Male 15 / 65.2%

• E xternally sourced individual and group coaching
for females and diverse team members with the
potential to progress in our organisation
• Mentoring and sponsorship from senior leaders
available for females with the potential to progress
• A renewed focus on the multi skilling of our existing
team to drive more interest in females taking Airside
roles
• Special attention paid to recruitment campaigns and
terms and conditions offered to attract more external
females to our traditionally male dominated roles
(such as Airside) – i.e. flexible hours, part time hours,
annualised hours contracts, recruitment adverts that
are not gender biased
• A Q3 2021 global focus on ‘women in aviation’ with
various initiatives, communications, biographies of
inspirational female leaders and an external speaker
As a result of these initiatives, we hope to see the
gender pay gap in our business begin to close.

*Data based on 90 employees at 6 April 2021 (due to furlough).
Actual number of employees is 248.
**Data based on the 3 males and 1 female that received a bonus in 2021.
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