
CEO’S REPORT 

L3 TRL has been able to go 

from strength to strength 

because of the commitment 

shown by our brilliant team.   

 

Our culture is inclusive and 

dynamic, and we pride 

ourselves on how we shape 

and nurture our most valuable 

asset: our people. 

  

But our gender pay results 

show we have some work to do 

in closing the gender pay gap.  

 

Like many other businesses, 

particularly in the engineering 

sector, our gap is a result of the 

low ratio of females to males 

within the whole business, and 

the lack of females at senior 

level.   

 
PROGRESS MADE SO FAR 

We have already made some 

strides towards addressing this 

situation, but as the current 

gender pay data is based on 

figures taken in April 2017, the 

progress we’ve made over the 

last 12 months will not be seen 

until our next set of results. 

 

My colleagues and I benefit 

from some of the best policies 

and practices within our sector. 

The work we put into 

recruitment, graduate and 

apprenticeship schemes is 

enviable.  

 

L3 TRL is part of a number of 

cross-industry initiatives such 

as Cyber First and CyberInvest 

to increase diversity and 

participation into our 

traditionally male dominated 

industry. 

 

We offer flexible and part-time 

working, as well as providing 

ample opportunities for career 

development. Myself and the 

rest of the leadership team at 

L3 TRL want to make sure that 

our colleagues can make the 

most of these policies, and we 

are keen to maintain our high 

standards in this area. 

 

We value the contribution 

women make across all levels 

of our business.  

 

However, we must work harder 

to ensure there are 

opportunities that are fair to all - 

at all levels in our business.  

 

We aim to improve and widen 

inclusion generally by reforming 

our existing policies to make 

sure we reward outstanding 

contribution and performance, 

whilst eliminating inconsistency 

and any unconscious bias.  

 
EQUAL PAY 

While L3 TRL’s gender pay gap 

is wider than we’d like, we are 

confident we do not have any 

equal pay differences between 

males and females.  

 

We carry out equal pay audits 

on a regular basis and take 

swift action to address any 

inequalities.  

 

I am proud to lead L3 TRL’s 

talented and diverse workforce. 

Our people are our greatest 

strength – they operate at the 

cutting edge of our sector, 

within a challenging and ever-

evolving external environment. 

We maintain our commitment to 

providing opportunities for all, 

but I acknowledge that we can, 

and will, do more to support the 

careers of our female 

colleagues. Please read on for 

details of how we intend to do 

that. 

 
Greg Roberts 

President and CEO 



Through our ethos and 

practices we have been able to 

find talent of all genders, 

however our industry faces a 

well-documented skills 

shortage and a lack of diversity 

which makes it harder to recruit 

people from a variety of 

backgrounds. 

Our plan to improve is therefore 

focused on industry-wide 

initiatives that are in place to 

create a more diverse pool of 

people with the necessary 

engineering and cyber security 

skills; enhancing our ability to 

grow talent internally and make 

senior roles more attractive to 

women; and ensuring our 

people policies are at the 

cutting-edge of 21st century 

employers. 

We aim to continue our work 

on the following and more: 

PROMOTION OF ENGINEERING 

AND CYBER SECURITY AS A 

CAREER CHOICE 

We will further the outreach 

work we do at local schools and 

universities to raise our profile 

as an attractive employer and 

present our sector as a place 

people of all backgrounds want 

to work in.  

 
PARTICIPATION IN INDUSTRY 

INITIATIVES 

We will continue to play an 

active role in cross-industry and 

government initiatives such as 

Cyber First, CyberInvest, the 

5% Club and our own award-

winning emerging talent 

programme, Cerebrum, to 

engage with young people and 

create a more diverse 

workforce. 

 
CAREER DEVELOPMENT AND 

SUCCESSION PLANNING 

We are proud of the policies we 

already have in place to 

encourage and facilitate 

ongoing learning and career 

development including our 

achievements as part of the 

Investors in People programme 

and our careers road map.  

However, our aim is to take a 

fresh view of existing practice 

and put in place an action plan 

which will ensure that we are 

attracting, retaining and 

developing the best talent 

regardless of gender. 

 
OUR NEW REWARD 

FRAMEWORKS 

Our pay frameworks are 

designed to reward based on 

contribution and performance, 

they are underpinned by market 

data and a robust job 

evaluation scheme to measure 

roles in a consistent and fair 

manner.  

These are supported by pay 

policies to ensure that they are 

consistently applied and free 

from bias.  

We will continue to provide 

more guidance for managers to 

ensure continued fair and 

equitable pay decisions and we 

will aim to build on this further 

and create a set of success 

factors. 

 
UNCONSCIOUS BIAS TRAINING 

All hiring managers and line 

managers at L3 TRL will 

receive additional guidance and 

training on the candidate 

shortlisting process. We will 

continue with our programme of 

awareness training around 

‘unconscious bias’, which we 

began rolling out last year. 

 
DIVERSITY THROUGH ACTION 

NETWORKING 

We will be actively establishing 

‘diversity through action’ 

networks in each of our 

locations to further our diversity 

and equality strategy. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

FURTHER INFORMATION 

This report has been published 

in response to new government 

legislation that requires all 

companies employing more 

than 250 people to publish their 

gender pay gap as of 5 April 

2017. 

For more information on a 

career at TRL please see our 

careers website: 

www.trlcareers.co.uk 

 


