
INCLUSION AT CBRE

Achieving equitable representation 
is a priority at CBRE, and we are 
committed to fostering a culture of 
equality, diversity and inclusion.

FOCUS
Building high-performing teams is a 
key commitment and underpinning 
it is the ability to include different 
viewpoints in our mindset, behaviour 
and operations

For more information please contact:
inclusion@cbre.com
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CBRE IS COMMITTED TO FOSTERING 
A CULTURE OF DIVERSITY, INCLUSION 
AND BELONGING.
At CBRE, we continue to actively raise awareness and implement 
initiatives to bring to life a culture of inclusivity where everyone is 
rewarded fairly and can reach their full potential, regardless of their 
ability, age, gender or gender identity (including non-binary genders), 
race, sexual orientation, or socio-economic background.

In October 2019, CBRE Limited signed the Business 
in the Community’s ‘Race at Work Charter’ as a 
clear signal that we are focused on increasing the 
representation of black, Asian and minority ethnic 
(BAME) people. 

Considering our commitments to improving BAME 
representation within CBRE Limited, we are voluntarily 
publishing our ethnicity pay gap data, using the same 
methodology for the gender pay gap reporting.

Our pay gap exists because of the structure of our 
business where we have more white people in senior 
positions.
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However, compared to our gender pay gap, we see 
greater consistency of representation throughout our 
grades within our business. As this is the first time that 
we have published this reporting, we will closely monitor 
progress on our next publication. 

CBRE Limited – Ethnicity Pay Gap

Mean Median

15.44% 14.05%

BAME White

Upper 
Quartile

5.31% 94.69%

Upper Middle 
Quartile

9.36% 90.64%

Lower Middle 
Quartile

13.16% 86.84%

Lower 
Quartile

10.21% 89.79%

The table above shows the ethnicity distribution across CBRE Limited in four pay quartiles as at the 5 April 2019 snapshot date.  

*This statistic is representative of the 83.3% of our employees who have declared 
their ethnicity to us.
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CBRE accepts that there is disparity which reflects the 
imbalance of ethnic minority representation in senior 
positions. CBRE is however committed to achieving 
equitable representation at these senior levels and to 
ensuring that we continue to challenge the status quo. 

CBRE operates a profit share scheme and rewards 
our employees fairly on their performance. We are 
confident that all people have an equal opportunity to 
participate in the scheme. Any variance shown above is 
due to our policy and processes on the qualifying rules 
for incentives, such as around new joiners and unpaid 
leave.

Our Next Generation Programme is critical in 
supporting us with future talent from underrepresented 
groups such as women, people of colour and those 
from a lower socio-economic background. Our 2020 
graduate intake has seen a 200% increase in offers 
made for positions with CBRE to people of colour vs 
our 2019 intake. We are committed to continuing our 
schools outreach programme to further improve our 
progress. 

We have set aspirational targets to achieve 10% 
ethnicity at Director level and above by 2025. For 
Associate Director level and below we have 25% ethnic 
minority in London and 15% outside of London. To 
achieve these aspirations, we are using the same three 
principles across our talent lifecycle, as mentioned in 
our 2019 gender pay gap, which are:

• No regression – this means we will not 
intentionally reverse on our equality gains.  

• No dilution – external hiring should not dilute our 
internal talent pool. 

• Proportionate representation – we are 
challenging ourselves to ensure that decisions 
such as promotion shortlists and outcomes are 
representative of our population.  

As we continue to evolve our progress on race 
equality, we will be undergoing a forensic review of 
the experiences of people of colour throughout our 
employee lifecycle and are working with our REACH 
Network on how we can remove any barriers faced in 
people achieving their career ambitions. 

The proportion of employees receiving a bonus

BAME White

87.71% 91.37%

Bonus Pay Gap

Mean Median

63.91% 40.00%

The bonus ethnicity pay gap identified above is again a 
reflection of our current structure where we have more 
white people in senior positions. 

Stepping up our commitment to do more

While our ethnicity pay gap is lower than our gender 
pay gap, we are committed to reducing this gap. 
CBRE’s Multicultural Network has rebranded to REACH, 
CBRE’s race, ethnicity and cultural heritage network, to 
recognise our renewed focus on race equality. REACH 
has set up a race taskforce with key stakeholders across 
our business to ensure we are embedding race equality 
into all of our processes and has appointed an Executive 
Sponsor who is part of our leadership team. 

At CBRE, we believe we need the breadth of diverse 
backgrounds and experiences to provide us with new 
ideas and fresh perspectives, so we are continually 
investing in finding new ways to attract people into the 
real estate industry. 

Voluntarily publishing our ethnicity pay gap is a 
natural progression having become signatories 
of the Business in the Community’s Race at Work 
charter in October.
 
Achieving race equality is important and by 
publishing our pay gap we aim to ignite further 
discussions that advances the progress made in 
improving the representation of people of colour, 
while reinforcing to our people that diversity and 
inclusion is a strategic priority at CBRE.

Richard Dakin
Executive Sponsor for Race and Ethnicity

As Co-Chairs of CBRE’s REACH Network, we are delighted to publish our ethnicity pay gap report. 

It sends a strong signal that race equality is important to CBRE and recognises all the efforts of everyone 
that invests time into leading our network. Establishing our Race Taskforce, led by Justin Carty, will enable 
us to ensure we are continuously embedding cultural changes that enhance the representation of and 
opportunities for ethnic minority people within our business. We will also continue to collaborate with 
businesses across our sector and with our clients on best practices. 

Rim Adem and Judy Zhu
Chairs of CBRE’s REACH Network



6 CBRE Limited Ethnicity Pay Report

cbre.co.uk

Ciaran Bird
Divisional President, Advisory 
Services, CEO UK and Ireland, 
CBRE UK Limited

Natalie Barnicott
Head of People, 
UK & Ireland, 
CBRE UK Limited

Signatories:
We confirm the data reported is accurate


