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[bookmark: _Toc221275167]Foreword
This report highlights that although there have been efforts to reduce the gender pay gap over previous years, I am disappointed that there has been an increase in our gender pay gap. I know there is more work to do to make a meaningful impact. The challenges we face with the nature of our workforce and talent pools we predominantly recruit from are not unique to our organisation and we remain firmly committed to making progress and addressing them effectively.
ONR is dedicated to fostering a diverse and inclusive workplace and is actively working to reduce the gender pay gap. While progress in 2024–2025 was not as hoped, our sustained efforts are designed to ensure ongoing improvement, particularly by making all roles, including senior positions, accessible and appealing to women. We acknowledge there is more to do and will continue to focus on targeted actions to address barriers and support medium and long-term improvement.
Currently, women comprise 37.8% of our workforce, moving us closer to the Nuclear Sector Deal target of 40% by 2030. However, as seen across the sector, there remains a shortage of women in STEM roles in the UK. We are intensifying efforts to attract, retain, and develop female talent through our leadership programmes, apprenticeships, and graduate training. 
While our nuclear engineering degree apprentice scheme is showing early promise, with a third of our degree apprentices being women, its impact on the gender pay gap will be realised over time as more women progress into senior, higher-paid roles. We are also committed to supporting the advancement of existing female staff through mentoring, leadership development, talent and succession planning, and by tackling barriers to progression.
ONR remains resolute in driving change, with our actions aimed at building a more diverse and representative organisation. Through focused strategy, sector collaboration, and transparent reporting, we are determined to close the gender pay gap and meet the challenges ahead.
Peter Thompson, HR Director
January 2026


[bookmark: _Toc221275168]Gender Pay Report
This is the Office for Nuclear Regulation’s (ONR) Ninth Gender Pay Report. It is based on a snapshot of the pay of all ONR employees as of 31 March 2025, as well as annual payments and bonuses paid between 1 April 2024 and 31 March 2025.
This report has been produced in line with the guidance in the Equalities Act 2010 and associated Advisory, Conciliation & Arbitration Service (ACAS) guidance “Managing gender pay reporting”, February 2019.
Why do we have to report on our gender pay gap?
The Equalities Act 2010 (Specific Duties and Public Authorities) came into force on 6 April 2017 and requires public sector organisations to publish their results against six prescribed indicators of gender pay equality. 
As an organisation we are interested in this information as we strive to build greater equality across a more diverse and inclusive workforce. This is in line with our People Strategy 2025 and ONR’s organisational values (fair, open-minded, supportive, accountable). We are committed to our aim of making ONR a great place to work as is to be expected of us as a world class regulator. 
This report helps us to better understand and focus on the issues, holding ourselves to account as we plan actions to continue to improve on our current position. 
What do we have to report about our gender pay gap?
We need to report against six prescribed organisation-wide indicators to show the difference between the average earnings of men and women in the organisation. To support with the understanding of the gender pay gap in a broader organisational context, we have included additional information on our progress and the sector-specific influences.
When and how do we have to publish the information?
We are publishing ONR’s gender pay gap results through this report. This report contains background context to the results as well as plans to address issues relating to the gender pay gap.
The prescribed gender pay gap indicators have also been uploaded to GOV.UK 
What do we have to report?
The legislation requires ONR to report against the following prescribed organisation-wide gender pay gap indicators for 2024/25.


	Mean gap
	The difference between the mean* hourly rate of pay of men and women 
	26.0% (24.4%) 

	
	*Average pay for all men and average pay for all women
	Difference in hourly rate of men £43.68 (£45.69) and women £32.32 (£31.46) 

	Median gap
	The difference between the median* hourly rate of pay of men and women 
	38.98% (31.98%) 

	
	* Middle value of pay for all men and middle value of pay for all women
	Difference in hourly rate of men £47.27 (£46.83) and women £28.84 (£31.46) 

	Mean bonus gap
	The difference between the mean* bonus paid to men and women 
	0.4% (1.6%) 

	
	*Average bonus for all men and average bonus for all women
	Difference in bonus pay of men £701.00(£735.48) and women £698.00 (£723.42) 

	Median bonus gap
	The difference between the median* bonus pay paid to men and women 
	-8.5% (-12.0%) 

	
	*Middle values of bonuses paid to all men compared to all women
	Difference in bonus payment of men £530.00 (£500.00) and women £575.00 (£560.00) 

	Bonus proportions
	The proportions of men paid a bonus and women paid a bonus
	66.8% (61.8%) of men and 71.7% (70.4%) of women received a bonus payment


2023/24 figures provided in brackets for comparison.
[bookmark: _Toc221275169]Overall results
ONR’s overall mean gender pay gap has increased slightly by 1.6% to 26.0%, with the median gap rising by 7% to 38.98%. The mean bonus gap now marginally favours men at 0.4%. We believe this can partly be attributed to changes at a senior level within the organisation, which has contributed to a widening of the pay gap. We have seen a more balanced distribution of bonuses with 71.4% of women recognised, and the data shows there is a positive trend towards greater equity. We believe this demonstrates our praise and recognition scheme, introduced in November 2022, is having a positive impact in this area. 
We are committed to actions that improve gender diversity and aim to eradicate the pay gap, acknowledging that it primarily reflects workforce demographics and legacy industry trends, particularly the under-representation of women in STEM and the nuclear sector.
Currently, 37.8% of ONR employees are women, moving closer to the Nuclear Sector Deal target of 40% by 2030, a goal we expect to reach ahead of time. Whilst female representation at SCS1 has increased to 42.9%, there is currently no female representation at SCS2. Our recruitment and progression processes focus on fairness, inclusion, and gender neutrality, with ongoing monitoring and training to maintain gender balance. We aim to attract talent from under-represented groups and continue to support diversity in STEM. 
We recognise that in 2024 we did not hold our regular Band 3 to 2 promotion round while we worked to develop a more inclusive and transparent process that better recognises neurodivergent strengths. We believe this pause on offering opportunity for advancement may have temporarily slowed progress in closing the gap. 
Our most recent engagement survey highlighted a perceived lack of career progression, regardless of gender, and overall dissatisfaction in this area. This will be explored further through our new listening circle approach, which aims to ensure broader representation of voices from across the organisation, to help understand what measures we can take to improve in this area.
Despite steady progress and positive recruitment trends, the impact of our initiatives is yet to be reflected in the gender pay gap. We are committed to reducing it in the future.
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ONR’s workforce profile by grading level is shown below.
Table 1: ONR number of men and women employed at each grading level as of 31 March 2025
Overall, men make up 62.2% and women 37.8% of ONR’s workforce. Most men (76%) occupy higher-paid regulatory technical roles, while women are more evenly distributed across regulatory, support, and corporate functions. Men also hold a significant majority (86%) of senior positions (Bands 1–3).
	
	Band 6
	Band 5
	Band 4
	Band 3
	Band 2
	Band 1
	SCS 1
	SCS 2
	Non-Executives
	Total

	Female
	29
	47
	33
	88
	47
	13
	3
	0
	6
	266

	Male
	12
	25
	17
	181
	157
	38
	4
	2
	1
	437

	Total
	41
	72
	50
	269
	204
	51
	7
	2
	7
	703

	% Female
	70.7%
	65.5%
	66.0%
	32.7%
	23.0%
	25.5%
	42.9%
	0%
	85.7%
	37.8%


Table 2: ONR 2024/25 mean gender pay gap at each grading level
	ONR 2024/25
mean gender pay gap calculation
	
Band 6
	
Band 5
	
Band 4
	
Band 3
	
Band 2
	
Band 1
	
SCS 1
	
ONR

	Hourly pay rates of men divided by number of men (A)
	£13.76
	£18.12
	£20.87
	£40.42
	£51.88
	£57.86
	£75.10
	£43.68

	Hourly pay rates of women divided by number of women (B)
	£13.43
	£18.05
	£21.70
	£37.12
	£45.80
	£47.07
	£68.59
	£32.32

	Formula (A-B)/A x 100
	2.4%
	0.4%
	-4.0%
	8.2%
	11.7%
	18.7%
	8.7%
	26.0%


Note: columns showing results for SCS2 and Non-Executives have been excluded due to identifiable data. The data is included in the ONR total results 
The gender pay gap refers to the difference in average pay between men and women, distinct from equal pay, which is a legal requirement under the Equality Act 2010 for men and women to receive the same pay for the same job.
We are confident that our gender pay gap is not due to equal pay issues, but rather a legacy of men predominating in higher-paid regulatory technical roles, combined with broader societal challenges in encouraging women into STEM fields. Our well-established pay structure reflects this distribution.
We are committed to improving diversity across all levels and are taking proven actions to address the gender pay gap, with a particular focus on increasing female representation in regulatory technical roles. 
For regulatory technical promotions, women made up 35% of grade changes during 2024/25. This is favourable when compared to 22% female headcount in these roles.
Currently, more women are employed in ONR’s lower paid bands (Bands 5 and 6), where roles span corporate and operational support.
Table 3: ONR 2025 median gender pay gap at each grading level
	ONR 2025 median hourly rate
	Band 6
	Band 5
	Band 4
	Band 3
	Band 2
	Band 1
	SCS 1
	ONR

	Median hourly rate of men (A)
	£13.96
	£18.62
	£20.67
	£43.36
	£56.17
	£60.81
	£74.56
	£47.27

	Median hourly rate of women (B)
	£13.72
	£18.50
	£22.23
	£37.13
	£46.48
	£44.72
	£65.79
	£28.84

	Formula (A - B) / (A) x 100
	1.75%
	0.66%
	-7.54%
	14.36%
	17.26%
	26.45%
	11.75%
	38.98%


Note: columns showing results for SCS2 and Non-Executives have been excluded due to identifiable data. The data is included in the ONR total results. 
The median gender pay gap remains notable at 38.98%, largely due to more men in higher-paying regulatory technical roles. Ongoing competency-based pay progression is helping to reduce the gap by recognising achievement among colleagues at the lower end of the pay scale.


The workforce profile across all our roles and bands is shown below.
Table 4: ONR number of men and women by specialism and grading level as of 31 March 2025
	
	Support roles
(men)
	Support roles
(women)
	Technical specialists
(men)
	Technical specialists
(women)
	Total

	Band 6
	12
	29
	0
	0
	41

	Band 5
	23
	45
	2
	2
	72

	Band 4
	12
	31
	5
	2
	50

	Band 3
	28
	27
	153
	61
	269

	Band 2
	23
	21
	134
	26
	204

	Band 1
	5
	10
	33
	3
	51

	SCS1
	1
	2
	3
	1
	7

	SCS2
	0
	0
	2
	0
	2

	ONR Board Member
	1
	6
	0
	0
	7

	Total
	105
	171
	332
	95
	703

	Percentage of organisation
	15.3%
	23.8%
	47.3%
	13.6%
	100%


Efforts to encourage women into STEM careers has focused on promoting girls’ interests in maths and science. Such efforts are paying off with the number of female students choosing core STEM subjects at A-level starting to rise year on year. Since 2010 there has been a 35% increase in female STEM A-level entries in England, with specific increases seen in subjects like Computing and Physics.
In higher education the number of women accepted onto full-time STEM graduate courses in the UK increased by 50.1% between 2010 and 2021 (GOV.UK).
In the first quarter of the 2022/2023 period, 13% more women started STEM apprenticeships compared to the previous year (GOV.UK).
As part of a longer-term strategy, we will continue with our partnerships across the sector working with The Nuclear Skills Development Board (NSDB) and participating in STEM Futures which is focused on developing capability through cross-sector knowledge exchange. 
We are committed to enhancing STEM capabilities across the sector and see the value of STEM knowledge exchange in developing our workforce and in championing collaborative and innovative ways of working in the STEM community. We see the benefit of enhancing our learning and development offer with a range of opportunities, from mentoring to secondments and increasing cross-sector connections and expanding our organisational networking opportunities.
Although more women are now studying STEM subjects, research by the Government Equalities Office found that their advancement in the workplace is still hindered by persistent barriers such as pay and promotion bias, difficult workplace cultures, tension balancing work and caregiving responsibilities and a lack of well-paying, high-quality part-time roles.
ONR’s flexible and hybrid working policies, our approach to pay and promotion, and focus on our values, aim to address these barriers, supporting a more inclusive culture and attracting a wider, more diverse talent pool. However, it is disappointing that despite these initiatives, 2024/25 has seen a decline in the proportion of women recruited into both technical and support roles.
The high proportion of women in non-technical support roles (61.95%) reflects there is a more gender-balanced recruitment pool. Inclusive policies, like hybrid working and our ‘Balancing your Hours’ policy, are valued by all staff and support this balance. 


[bookmark: _Toc221274369]Table 5: ONR new starters over last three years by specialism
	New starters
	2022/23
	2023/24
	2024/25

	
	Men 
	Women
	Men 
	Women 
	Men
	Women

	Technical specialists
	22
	9
	27
	10
	16
	4

	% Technical specialists
	
	29%
	
	27%
	
	20%

	Support roles 
	10
	18
	12
	13
	20
	18

	% Support roles
	
	64%
	
	52%
	
	47%


Where the talent pool is wider, for example in non-STEM roles, our female representation is greater at 61.95% which is more reflective of the wider UK population.
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	Band 6
	Band 5
	Band 4
	Band 3
	Band 2
	Band 1
	SCS 1
	ONR

	Technical specialists

	Hourly pay rates of men divided by number of men (A)
	0
	£16.67
	£19.36
	£42.81
	£54.71
	£59.89
	£75.51
	£47.93

	Hourly pay rates of women divided by number of women (B)
	0
	£16.73
	£19.79
	£41.60
	£54.10
	£61.03
	£75.23
	£42.69

	Formula (A-B)/A x 100
	0
	-0.3%
	-2.3%
	2.8%
	1.1%
	-1.9%
	0.4%
	10.9%

	Corporate/Support

	Hourly pay rates of men divided by number of men (A)
	£13.76
	£18.24
	£21.50
	£27.34
	£35.39
	£44.50
	£73.88
	£25.37

	Hourly pay rates of women divided by number of women (B)
	£13.34
	£18.11
	£21.82
	£27.01
	£35.52
	£42.88
	£65.27
	£24.68

	Formula (A-B)/A x 100
	2.4%
	0.7%
	-1.5%
	1.2%
	-0.4%
	3.6%
	11.7%
	2.7%


Note: columns showing results for SCS2 and Non-Executives have been excluded due to identifiable data. The data is included in the ONR total results.
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[bookmark: _Toc221274373]What else do we need to do?
We are committed to reducing the gender pay gap as part of our long-term strategy, recognising that many factors are historic and require industry-wide change. Our approach involves not only increasing the number of women we employ but also advancing them into senior, higher-paid roles. Recent developments include the creation of the Gender Equality Network to support and champion gender equality, fostering a culture where everyone feels valued, respected, and included. This is supported by the introduction of Listening Circles, which create a safe space and platform for underrepresented groups to heard and acknowledged, fostering a sense of collective understanding. Our first Listening Circle focused on barriers and enablers to career progression and will help us shape actions that support efforts to close the gender pay gap.
We acknowledge that the predominance of men in technical roles sustains the pay gap, so we are focused on attracting more women into these positions and senior roles. Our recruitment processes are designed to be gender-neutral, with initiatives such as anonymous recruitment, gender-balanced panels, and partnerships with organisations like VERCIDA. 
Female disclosure in 2023/2024 for ONR was 13.4%, it has risen to 16.7% so an increase of 24.62% 
ONR jobs posted: 01/03/23 – 28/02/24: 48 – 34.7% were nuclear safety inspector roles
ONR jobs posted: 01/03/24 – 28/02/25: 32 – 40.63% were nuclear safety inspector roles
The rise in female disclosure is good progress especially due to a combination of systemic, cultural, and industry-specific factors. Working with VERCIDA we are moving towards improving the diversity of candidates applying for positions within ONR.
[bookmark: _Hlk211598441]Our Board is 85.7% female, and 24% of senior leadership roles are held by women. Externally, we collaborate with partners across the nuclear sector to drive change and encourage women to pursue careers in STEM, including sponsoring the Nuclear Graduates scheme and offering degree-level apprenticeships, with a third of our apprentices being women.
Alongside our support for the Women in Nuclear (WiN) UK cross channel mentoring programme and wider WiN UK activity, this year we had a delegation of female colleagues attend the WiN Global Conference. 
The event not only had a focus on reshaping the narrative around nuclear energy, it also promoted wider collaboration to shape the industry's future and foster a more inclusive environment for women in the sector.
We will maintain external partnerships with wider sector organisations including the Nuclear Skills Development Board, Women in Nuclear, the Environment Agency, the Nuclear Decommissioning Authority and EDI Alliance, both to raise our profile externally as an employer of choice for women and to bring about positive change across the sector. These partnerships help us to create an inclusive culture and provide valuable insights into best practices from other organisations
ONR also sees the challenge in the longer term and as such is actively engaging with schools to promote STEM careers for girls and women. We recognise there is a shortage of skilled and trained people, in particular women, in STEM-related subjects. Therefore, it is in our interest to ensure that we are attracting as many people as possible from a diverse background, given the competitive market environment for talent, and that ONR is representative of our wider community. In conjunction with others from across the sector we continue with our strong partnerships working with Nuclear Skills Strategy Group (NSSG) and to champion gender balance and to engage with schools, colleges, and universities to encourage young people of all genders to take up STEM subjects and attract more female applicants into ONR and the wider nuclear industry. 
Our leadership and management development programmes include unconscious bias training, and our policies support all staff, including dedicated menopause guidance and toolkits and flexible working arrangements to aid work-life balance.
We are a menopause friendly employer, and in 2021 we launched our menopause policy and guidance for staff, their managers, and colleagues to provide the right support to help manage menopausal symptoms at work. This has been updated to be more inclusive to everyone who faces menopausal symptoms and to encourage a safe space for transgender members of staff. The policy and guidance are supported by dedicated menopause training events and awareness days to equip everyone to understand the impact of menopause on individuals and their wider family and how to help and support others. 
Our recruitment policies aim to remove bias and we are enhancing performance management to ensure fairness and to support career development for all. Competence-based pay progression and new recognition schemes are helping to address legacy pay issues. We monitor female progression and are committed to achieving 40% women in ONR by 2030.
Promoting equity, diversity and inclusion is essential for delivering our mission as a modern, world-class regulator. A gender-balanced workforce supports our innovation ambitions and brings diversity of thought and better decision-making, creating a workplace where everyone can achieve their potential, and directly contribute to our strategic aims and public obligations in nuclear safety and security.
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