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CBRE IS COMMITTED TO FOSTERING A 
CULTURE OF EQUALITY, DIVERSITY AND 
INCLUSION.
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 GENDER OR 
BACKGROUND. 

Reporting CBRE’s results
CBRE serves its clients through different business 
lines, delivering services for all property types and 
asset classes. In the UK, CBRE’s business includes two 
business segments Advisory and Global Workplace 
Solutions (CBRE GWS).  

Our Advisory business has one entity in the UK, CBRE 
Limited (Ltd), that meets the qualifying conditions for 
reporting its gender pay data. 

CBRE GWS has four entities that must report under the 
Regulations: CBRE GWS Ltd, CBRE Managed Services 
Ltd, CBRE Corporate Outsourcing Ltd and CBRE 
Management Services Ltd. 

In this report, we set out the gender pay data for all 
CBRE UK employees and also for the above listed legal 
entities. 

*Snapshot date 5 April 2019

10.48%
Median

14.67%
Mean

Pay Gap Hourly pay (Fig. 1) 

CBRE Gender Pay Gap Comparison 

The Equality Act 2010 (Gender Pay Gap Information) 
Regulations 2017 (the Regulations) law requires 
companies with more than 250 professionals to publish 
and report specific figures about gender pay. 

Gender pay measures the total difference between men 
and women’s average pay (including bonus and reward 
contributions) across an organisation.  This is different 
from equal pay which refers to the legal requirement 
that men and women receive equal pay for the same or 
equal work.
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CBRE 2019 
GENDER PAY 
REPORT

Our 2019 median pay gap, which encompasses all 
CBRE UK employees including entities which are smaller 
than the legally required threshold, is 10.48% and our 
mean gender pay gap is 14.67%. 

We are pleased to report that this data demonstrates 
a year-on-year reduction in the gap for CBRE. These 
figures are also below the reported UK national average 
of 17.3%.  

The reduction in our pay gap can be attributed to an 
increased focus on reducing biases throughout our 
employee lifecycle, including gender-neutral language 
in job descriptions, requiring all preferred recruitment 
agencies to sign up to our diversity charter ensuring they 
provide more balanced shortlists and strengthening our 
promotion process to allow us to encourage greater 
proportionate representation of women. We have also 
ensured that there is a proportionate representation of 
women on our talent development programmes, and 
we are enabling our Executive Director population with 
inclusive leadership skills to raise awareness of how their 
biases can have a positive or negative impact on our 
Diversity & Inclusion (D&I) progress.

Overall, we are encouraged by the positive movements 
in our 2019 pay gap data, although we recognise 
that there are areas of our business where progress is 
slower than we aspire to. As an organisation, we remain 
focused on better understanding our pay gap and we 
are investing in measures to reduce it and accelerate the 
pace of change. 

Closing the gender pay gap

To demonstrate our commitment to closing the gender 
pay gap, we have outlined the activity that we have 
already undertaken, or intend to implement:

1. Appointment of a Diversity and Inclusion 
Manager

We appointed a dedicated Diversity and Inclusion 
Manager in Q3 2019, focusing on the Advisory 
business. Their remit is to assist us in understanding our 
opportunities and challenges and to devise a strategy to 
ensure that we make progress in closing the gender pay 
gap.

Pay Quartiles (Fig. 2) 

Bonus Gap (Fig. 3) 

2. Gender Diversity

i. Tackling the gender imbalance at senior levels

An opportunity for improving our gender pay gap 
concerns the ratio of men to women at senior levels of 
the business. Our analysis suggests that our pay gap is 
largely attributable to the fact that there are currently 
more men in the Upper and Upper Middle Pay Quartiles 
within our business and a larger proportion of women in 
the Lower Middle and Lower Pay Quartile (see Graphic 
2 for Pay Quartile data and Graphic 4 for Bonus Pay 
Gap).  

In 2019, we delivered an improvement in the 
representation of females in the Lower Middle and Lower 
Pay Quartile. 

ii. Ensuring that people are rewarded fairly

CBRE believes that everyone should be rewarded fairly 
for their performance and the company operates several 
employee reward and recognition programmes across 
its employing entities in the UK.  

*12-month reference period to 5 April 2019 

41.34%

Female

Median

Lower Quartile

Lower Middle Quartile

Proportion of employees receiving a bonus 

Bonus pay gap 

Upper Middle Quartile    

Top Quartile

58.66%

Male

Mean

25.80% 74.20%

29.01% 70.99%

24.84%

44.62%

75.16%

70.11%

48.61% 38.73%

CBRE Pay Gap - Gender Pay Gap Comparison

Mean

2017 2018 2019

Median

12.22%

17.35%

10.48%
▼

14.67%
▼

15.09%
▲

18.62%
▲
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TO ACHIEVE OUR ASPIRATIONS, WE ARE INTRODUCING THREE 
PRINCIPLES TO OUR TALENT LIFECYCLE:

• No regression – This means we cannot go back 
on our equality gains.  

• No dilution – Our 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.  

iv. Talent management

• Enabling and supporting people to re-enter the 
workplace 
We recognise that we also need to consider how we 
attract and retain people throughout their careers. 
‘Back to You’, CBRE’s Returner Programme, provides 
a bridge for professionals re-entering the workplace 
after a career break of one to 10 years. This helps 
us to maintain the diversity of perspectives and 
experiences so we can bring the best insights to our 
clients. The 12-week program offers a supported 
return to client-facing work, with induction, coaching 
and mentoring. It is open to everyone, regardless of 
gender, age or reason for a career break, although 
we recognise the majority of people are likely to be 
women who have had caring responsibilities.  

• Creating a connected senior woman’s community 
In our Advisory business, we are launching CBRE 
UK’s Balance Programme, a strategic development 
intervention that will create a platform to develop 
and connect talented woman at Director level in 
the UK business. Equipping them with the tools, 
knowledge and mindsets to successfully drive their 
careers forward, the aim ultimately is to increase 
gender balance within our leadership teams. 

In our GWS business, our Future Female Leaders 
programme aims to create a strong and growing group 
of female leaders across the business.

• Developing an inclusive leadership approach 
We have implemented an extensive Inclusive 
Leadership Programme for Executive Directors and 
Senior Directors focused on ensuring we build the 
skills of all our people, so they can lead their team 
inclusively. We use the principles of this programme 
throughout key decision-making times such as 
when we hire or promote our people, to continually 
remind leaders of the impact bias can have on our 
people’s careers. 

To ensure we continually focus on embedding the core 
elements of our Inclusive Leadership Programme, we are 
introducing an outcome for our Leaders that, year-on-
year, we expect our leaders to increase their engagement 
results from our annual Your Voice survey by 3-5% points 
or maintain if at a certain level (e.g. 80% and over). 

CBRE UK 2019 Gender Pay Report

We are confident that men and women have a fair 
opportunity to participate in these programmes. In our 
GWS business, which is the larger part of the overall 
CBRE UK population, a higher percentage of the female 
population receive an incentive bonus than in the male 
population. This trend is reflected in the overall CBRE 
figure (see Figure 3).  

The bonus gender pay gap identified above reflects our 
current structure where we have more men in senior 
positions.

iii. Setting targets

We are taking steps to close the gender pay gap by 
introducing aspirational targets.  For example, in our 
Advisory business, we are targeting 30% of females 
at the Director level and above by 2025. At Associate 
Director level and below, teams are to be 60:40 gender 
split, either way, to ensure that we are maintaining 
our future talent pools and focusing on gender parity 
in areas such as our People team and at our Support 
teams. 

3-5%
INCREASE THEIR ENGAGEMENT RESULTS FROM OUR ANNUAL YOUR VOICE SURVEY
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v. Creating an inclusive bonus incentive scheme

CBRE believes that everyone should be rewarded fairly 
for their performance and it operates several different 
employee reward and recognition programmes across its 
employing entities in the UK. For example, in Advisory, 
our new approach will include seeing people contribute 
to CBRE’s inclusive culture and rated, as part of the 
overall performance assessment process. We believe 
that this will create greater opportunities for people at 
all levels of our business to participate in our incentive 
bonus scheme. 

vi. Flexible Working

We are empowering our people to choose how, when 
and where they work to help them to achieve their 
own personal and professional ambitions. Significant 
investments in technology have helped to enable a host 
of flexible working patterns, for a variety of reasons, 
including caring responsibilities, hobbies, wellbeing, and 
even starting their own business.

3. Partnerships

CBRE Limited is proud to partner with several external 
organisations to drive forward our Diversity and 
Inclusion strategy.

In 2019, CBRE Limited became one of the first 
real estate companies to sign the Business in the 
Community’s Race at Work Charter. We’ve also 
achieved Disability Confident Employer status and are 
proud to support The Social Mobility Pledge. CBRE 
Limited is a member of the Business Disability Forum 
and were awarded Stonewall Diversity Champion silver 
award in the Armed Forces Covenant.

11CBRE UK 2019 Gender Pay Report
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CBRE GLOBAL 
WORKPLACE SOLUTIONS 
(CBRE GWS)
CBRE GWS is a division of CBRE which helps improve 
workplace productivity and efficiency for businesses 
across the world by providing industry-leading facilities 
management, project management and transaction and 
portfolio property services.  

Currently we have more men in senior roles within the 
business, which is characteristic of the wider facilities 
management sector and the main reason we see a pay 
gap. Traditionally the sector has attracted fewer women 
into the technical positions albeit this is changing, and 
we now achieve a 45:55 female to male representation 
in our school leaver and graduate intake. 

Our gender focus has seen an improvement in the 
attraction, development and advancement of women in 
our business.  Some of our key talent attraction initiatives 
have been:

• Our Apprenticeship Programme is growing year-on-
year

• Our Future Female Leaders programme aims 
to create a strong and growing group of female 
leaders across the business

• Encouraging our male and female talent to 
participate in our Talent Development Programme, 
accredited by the Institute of Leadership and 
Management

• Targeted succession and talent reviews.

CBRE GWS (All Entities) Pay Gap (Fig. 4)

Hourly pay Mean 12.99% (▼-4.7%) Median 16.85% (▼-4.37%)

CBRE GWS Limited Pay Gap

Hourly pay Mean 12.81% (▼-0.58%) Median 15.77% (▼-2.52%)

CBRE Managed Services Limited Pay Gap

Hourly pay Mean 17.78% (▼-5.46%) Median 23.53% (▼-5.02%)

CBRE Management Services Limited Pay Gap

Hourly pay Mean 18.72% (▼-6.27%) Median 22.23% (▼-6.42%)

CBRE COS Limited Pay Gap

Hourly pay Mean 29.14% (▼-6.43%) Median 32.81% (▼-5.65%)

In the sections opposite, we set out the overall CBRE 
GWS UK gender pay data as well as the data for each 
GWS entity. We are pleased that CBRE GWS’ overall 
mean and median pay gaps have decreased since 2018 
and we can also see decreases across all four of our 
legal entities. 
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CBRE GWS believes that everyone should be rewarded 
fairly for their performance and operates several different 
employee reward and recognition programmes across 
its employing entities in the UK. Our bonus data has 
improved across all entities this year apart from female 
bonus recipients undergoing a small decrease in the 
Managed Services and COS entities and the mean 
bonus gap increasing in our GWS Ltd and Managed 
Services Ltd entities. This movement and more broadly, 
the bonus gender pay gap is again a reflection of our 
current structure where we have more men in senior 
positions.  

The negative median bonus gaps in the GWS Ltd and 
Managed Services Ltd entities are because the bonus 
amounts for female employees are higher than the 
amounts received by male employees. In these entities, 
there is a group of employees, the majority of whom are 
male, who are entitled to receive a small bonus. This 
creates a negative bonus gap in favour of women.

We are pleased to report that year-on-year, CBRE GWS 
and all of its entities have improved the percentages 
of female representation across the Upper and Upper 
Middle Pay Quartiles, except for a small decrease in 
Upper Middle Pay Quartile in COS Ltd. We accept that 
there remains a disparity which reflects the imbalance of 
men and women in senior positions. 

The key reason for the difference in the concentration 
of men and women across these Quartiles is the nature 
of the services that we provide. GWS offers a range of 
services to businesses operating large multi-discipline 
property portfolios and many of these services are 
impacted by occupational segregation. For example, in 
several of our entities, we provide integrated facilities 
management which involves technical building services. 
Nationally, across the UK the percentage of women who 
work as Building Technicians is so low that the Office 
of National Statistics could not produce a figure of the 
numbers in occupation as the sample size is too small 
for a reliable estimate.  

GWS UK Pay Quartiles (Fig. 5)

Legal Entity

Upper
Quartile

Upper Middle
Quartile

Lower Middle
Quartile

Lower
Quartile

Female Male Female Male Female Male Female Male

CBRE GWS All Entities 24.46% 75.54% 18.64% 81.36% 24.79% 75.21% 41.02% 58.98%

CBRE COS Limited 27.92% 72.08% 38.97% 61.03% 55.61% 44.39% 68.72% 31.28%

CBRE GWS Limited 26.20% 73.80% 23.31% 76.69% 35.26% 64.74% 39.58% 60.42%

CBRE Managed Services 
Limited

16.19% 83.81% 10.47% 89.53% 19.88% 80.12% 38.27% 61.73%

CBRE Management Services 
Limited

37.74% 62.26% 47.17% 52.83% 65.09% 34.91% 77.36% 22.64%

GWS BONUS GAP 

Proportion of Employees
receiving a Bonus 

Mean
Bonus Gap

Median
Bonus Gap

53.72% 23.15%25.63%

13.01%

GWS (All Entities)

43.15% -21.47%22.48%

30.28%

GWS Limited

45.68% -4.74%14.44%

18.97%

Managed Services Limited 

11.46% 25.10%79.67%

76.50%

Management Services Limited

57.82% 53.91%73.53%

76.53%

COS Limited
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Legal Entity

Upper
Quartile

Upper Middle
Quartile

Lower Middle
Quartile

Lower
Quartile

Female Male Female Male Female Male Female Male

CBRE Advisory All Entities 18.55% 81.45% 30.97% 69.03% 55.91% 44.09% 56.69% 43.31%

CBRE Limited 18.72% 81.28% 30.57% 69.43% 56.12% 43.88% 56.46% 43.54%

Proportion of employees receiving a bonus Mean Bonus Gap Median Bonus Gap
CBRE Advisory (All Entities)

Men 90.41%
69.70% 69.70%

Women 87.96%

CBRE Limited

Men 90.42%
76.74% 70.59%

Women 88.09%

CBRE Advisory Bonus Gap (Fig. 7)

CBRE Advisory UK Pay Quartiles

Pay Gap Hourly pay Pay Gap Hourly pay 

CBRE Advisory Pay Gap (Fig. 6)

CBRE Advisory (All Entities) Pay Gap CBRE Limited Pay Gap 

Mean MeanMedian Median

31.33% 31.27%35.85% 35.92%

-2.83%▼ -3.01%▼NB. Due to an internal restructure, there is no comparison data for 2018 

CBRE ADVISORY
The CBRE Advisory business has two legal entities, 
however, CBRE Limited is the only entity that must 
report its gender pay figures under the Regulations. For 
transparency, we have included information for both 
entities and CBRE Limited. 

Overall, the gap reflects the current shape of our 
business and the fact that we have a greater number of 
men in senior positions.  This profile is a characteristic 
of the wider property and professional services sectors 
in which we operate. Traditionally, real estate has 
attracted fewer women into fee-earning positions albeit 
this is changing, and we continue to achieve 50:50 
representation of men and women at our Graduate and 
Apprentice level.

CBRE Advisory’s mean and median bonus gap has 
decreased since 2018. CBRE operates a profit share 
scheme and rewards our employees fairly for their 
performance. We are confident that men and women 
both have an equal opportunity to participate in the 
scheme. 

Any variance shown above in the proportion of people 
eligible for the bonus is due to our policy and processes 
on the qualifying rules for incentives, such as around 
new joiners and unpaid leave. 

The bonus gender pay gap identified above is again a 
reflection of our current structure where we have more 
men in senior positions. These 2019 figures also reflect 
the payment of several Long-term Incentive Payments 
(LTIP) as a result of previous mergers and acquisitions.

CBRE Advisory is pleased to report that year-on-year it is 
improving the percentage of female representation at the 
Upper and Upper Middle Pay Quartiles. It accepts that 
there remains a significant disparity which reflects the 
imbalance of men and women in senior positions. CBRE 
is however committed to achieving equal representation 
of men and women at these senior levels and to ensuring 
that we continue to challenge the status quo.
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cbre.co.uk

Ciaran Bird
Cheif Executive Officer, 
CBRE UK Limited

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

Ian Entwisle
Cheif Executive Officer, 
Global Workplace Solutions EMEA

Lisa White
Vice President People, 
Global Workspace Solutions EMEA

Signatories:
We confirm the data reported is accurate


