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ICON’S PEOPLE DEFINE OUR
SUCCESS AND OUR FUTURE.

MAKING GENDER IRRELEVANT
TO OUR DECISIONS ON PAY

People are at the core of ICON’s mission to help our customers accelerate the development
of drugs and devices that save lives and improve quality of life of patients around the world.
Difference drives innovative thinking which is critical for our customers and as a global
company with almost 14,000 employees in 40 countries; we encourage diversity of all kinds.

At ICON, we pay male and female employees equally for the same or equivalent
work. We have worked hard to structure our pay principles to ensure that gender is
not a factor in how we deliver rewards.

Our values and purpose are central to our culture and shape how we work together in a
connected and transparent way.

ICON has a dynamic track record for growth and pace of change. In recent years,
we have grown rapidly, almost doubling our headcount globally over the past 7
years. Our growth has been both organic and through several acquisitions. We are
a truly global operation, deliberately structured as international teams so that we
can support the delivery of our customers’ clinical development programmes across
multiple geographies.

This information is hosted through core technology, enabling our people leaders
and employees direct access to information which informs and supports their
decision making.

Our career framework
standardises role
evaluation and
organisation design

Performance-based pay
principles & transparency
on bonus

Career Paths & Career
Hub to support career
progression across all
levels

To support this growth, we have made significant investment in organisation design structures,
tools and communications which ensures that we have a gender neutral approach to pay
decisions. We do not have an equal pay issue at ICON, and we have access to high quality
information which ensures that men and women are paid equally for doing equivalent work.

Global benchmarking
and salary ranges for
every role – annual training
& communications

Pay equity audits &
diversity assessment

Embedded equitable
pay policy within
annual performance
& reward cycle

OUR GENDER PAY STATISTICS
In accordance with The Equality Act 2010, which requires all companies with 250 or more
employees in the UK to publish their gender pay gap annually, the following data is provided
for our main employing entity in the UK – ICON Clinical Research (U.K.) Limited as at the
snapshot date of 05 April 2018.
Our Gender Pay Statistics

PROPORTION OF MALES AND
FEMALES IN EACH PAY QUARTILE
Female

Female

62

64%

%

Pay and Bonus Gap difference between men and women
Mean

Median

Hourly Pay

30.5%

28.8%

Bonus Paid

69.5%

49.8%

Male

Male

38

36%

%
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QUARTILE
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Mean figure = the difference between the average of men’s and women’s pay
Median figure = the difference between the midpoints in the ranges of men’s and
		 women’s pay
Proportion of males and females receiving a bonus payment:

Female

76%

Female
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UNDERSTANDING THE GAP
Our UK gender pay gap remains flat to last year at 30.5%, with the median pay gap
reducing by almost 4% to 28.8%. The reason for our gap remains unchanged, and is the
result of fewer women than men in the most senior roles in the UK; and a higher proportion
of women than men in our non-manager and entry level roles. At ICON, we pay male and
female employees equally for the same or equivalent work.
Overall, 72% of our population are females, and 28% of the population are males, and
representation in the pay quartiles are as follows:

—— a higher proportion of females are paid within the “Top” and “Upper Middle” pay
quartiles – in fact, since our last report, the proportion of females in the “Top” pay
quartile has increased by 4% to 62%; however,
—— a higher proportion of the overall, total female population occupy roles within the
“Lower Middle” and “Lower” pay quartiles

All employees in ICON are eligible to receive a bonus, regardless of role or level. The
proportion of males and females receiving a bonus payment over the snapshot period was
closely aligned at 76%.
The gap in our bonus is a result the majority of senior roles being occupied by more males.
The most senior roles provide a larger overall bonus opportunity and therefore are the core
contributor to the bonus gap. Other factors influencing our bonus gap this year is the increase
in percentage of males receiving a bonus, which has increased by 9% as a result of lower
turnover in our male population; but higher turnover in our female population, compared to
males, during the same ‘calculation snapshot’ period. Also, there was an increase in Stock
Options exercised at the discretion of employees within the ‘calculation snapshot’ period.
Employees who are in receipt of Stock Option awards may exercise their Options at their
discretion any time over an eight year period.
Finally, we continue to have a high proportion of our employees (16%) working on a part time
basis, and 93% of these are female. Where we have paid bonuses to part-time colleagues,
they are prorated to reflect reduced hours; however the bonus pay gap calculation as set out
by the regulation does not recognise that individuals may be working part-time. At ICON we
plan to continue to offer such flexible arrangements which are valued by our employees in
order to offer them choice in how they work with us throughout their careers.
Overall we have a higher proportion of females across the UK population. We have identified
that a core driver of our gap is the unequal distribution of men and women in our most senior
roles. We are therefore focusing our efforts to drive proportionate representation of males and
females at the most senior levels of the organisation.

Recruitment

CLOSING THE GAP
We are committed to closing the gap and achieving change whilst continuing to grow. We
also acknowledge that there are no quick fixes to this challenge and that the meaningful
change we are looking to drive will take time.
Our immediate areas of focus are:
Talent
Talent is a priority focus in ICON. It sets us apart from our competition and it defines our
identity with our clients, in how we lead our people and how we drive success. Over the last
three years, we have developed a formalised talent management program, identifying key
talent and leaders of the future supporting succession planning across the organisation.
We are focussing on, and passionately believe in, developing outstanding female leaders
and promoting gender diversity at every opportunity. We recognise that more diversity in
senior leadership increases organisational performance. We are committed to developing
female leaders at ICON who have the ability, aspiration and motivation to progress to senior
leadership roles supporting succession planning and creating a more diverse leadership
team.
This year we are launching our global NextGen Leadership programme for Senior
Directors who have been identified as a HiPo (High Performing & High Potential) Leader.
This programme will focus on core organisational skills that will enable Senior Directors to
increase their readiness for promotion, as well as create a strong internal network of senior
leaders who feel empowered to take hold of their careers and aim for the top.
One of the success measures of this programme will be a strong pipeline of female Senior
Directors who are ready for the next step in their career.
Training & Development
Under our Diversity and Inclusion program, we will be training all our people leaders to
understand unconscious bias and similarity bias and also how to encourage diversity of
thought and foster inclusion in their teams. These fundamentals will be embedded into
all people leader programs, and reflect the Values upon which we assess performance
behaviours.
We continue to ensure employees have access to the tools and learning opportunities
which will enable them to build successful, long term careers in ICON. This has always
been a strategic priority demonstrated through the launch of the Career Paths and Career
Hub portal for all employees during 2017.

We are relentless about sourcing the best in our industry from across the world to fulfil the
highly specialised roles required to help bring new drugs to market, and much of of this
talent we acquire at scale through M&A.
Our most senior roles are truly global in nature and are often not required to be location
specific. In 2018 we mandated gender balanced short lists for senior leadership
appointments across the organisation, globally, in all markets in which we are located.
We have also recently added two new female appointments to our Global Executive
Leadership Team. The gender representation within our most senior roles in the UK remains
unchanged at this time.
Retention
At ICON, we have been extremely successful in attracting females into our roles. We offer
excellent flexible working arrangements that aim to help all employees balance home and
work commitments. Currently, 46% of our employees work remotely, and we have an
excellent return to work rate post maternity leave.
At ICON, we are committed to supporting our people at all stages of their career, including
maternity leave. As part of our commitment to this objective and to foster a supportive
working environment we have developed the Return to Work Maternity Coaching
Programme. This programme is designed to support our female leaders through the
different stages of their maternity leave by providing a coaching service tailored to our
organisation.
We are dedicated to being a family-friendly employer and are confident that our Return to
Work Maternity Coaching Programme, among other benefits including paid paternity leave,
will enhance our commitment to becoming a more diverse and inclusive employer.
We also support part time working, with approximately 16% of our employees currently
working under part time arrangements – 93% of whom are female.
We plan to continue these arrangements which have been key to supporting our employees
throughout their career with ICON.
I confirm that the gender pay gap data in this report is accurate.

Joe Cronin
Executive Vice President, Human Resources
ICON plc
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