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SASC team insights –  
EDI, culture and pay
SASC is committed to 
being an open, diverse  
and inclusive employer.

Given the SASC team 
doubled in size in 2021, 
a major part of the ESG 
impact review was to 
make sure that Equity, 
Diversity and Inclusion 
practices were fully 
embedded in our culture 
as the team grew. 

New staff were added across all parts 
of our organisation – origination, 
investment, portfolio management, 
finance and legal, each of which works 
with our borrowers and investors at 
different times. While our expansion 
was aimed at boosting SASC’s 
capabilities and capacity to meet the 
future needs of the firm, we wanted 
to ensure we continued to embrace 
our commitment as an employer to 
openness, diversity and inclusivity. 

Given this, the ESG impact review 
included a full team survey, to 
understand who we are and to inform 
our strategy for developing SASC’s 
culture as we grow. 

The survey was complemented by 
a wider review led by a specialist 
consultancy firm, and was focused 
on building culture through diversity, 
inclusion and shared values.  

Our focus on EDI is reflected in 
several ways – how we work with 
our clients; at board level, where it 
is given specific consideration; and 
our team, where a senior leader is 
responsible for best practice across 
the organisation. Going forward we 
will be building diversity training into 
our wider training schedule for staff. 
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SASC culture 
We asked the team about our culture, 
leadership and attitudes to diversity.

All staff were asked to describe SASC 
by choosing from a list of positive and 
negative adjectives. The word chosen 
most frequently was friendly, followed 
by creative and empathetic. Only 
one of the 20 most frequently chosen 
adjectives was negative, long hours, 
ranking at no. 18.

An overwhelming majority of staff 
felt they were respected at work 
(91%), that senior leaders were role 
models for SASC’s values (81%) and 
that their contribution was valued and 
recognised (80%) and important to 
the future of SASC (87%).

Areas for improvement: 
• long hours were identified as a 

barrier to optimum work/life balance
• internal communication could 

be improved both at team and 
individual/manager level 

• more focus is needed on career 
development and training as we grow

 
SASC pay ratio 
and analysis
Fair pay is an important part of 
SASC’s commitment to equality in the 
workplace. To ensure we are adhering 
to this commitment we carried out a 
pay analysis of the firm as part of the 
ESG impact review – the outputs are 
described below.  

Our analysis identified gaps in pay 
across both gender and ethnicity. We 
plan to address this by maintaining our 
commitment to ethnic mix and gender 
balance as the firm grows.  

We recognise there should not be 
pay gaps, therefore it was imperative 
for us to understand the cause of 
these gaps. Whilst we are aware 
that in an organisation of 20 people 
small changes in personnel can result 
in big changes to these summary 
statistics, we are committed to 
reducing pay gaps. 

friendly
creative
empathetic
long hours

Staff were asked to describe SASC 
by choosing from a list of positive 
and negative adjectives

* A mean pay gap measures the difference between the 
average annual salary of one group against another. 

** The median pay gap measures the difference between 
the pay of the middle member of one group against the 
middle member of another group, when ordered in an 
ascending list of pay.
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2.5:1

While the gender balance across our  
staff cohort is 55% men and 45% 
women, this is not reflected at all levels 
of the organisation. We continue to 
take steps and set goals to improve our 
gender balance across the organisation 
within the next 12 months as part of our 
EDI strategy. 

This is the first year we are reporting staff 
gender, pay gap and ethnicity statistics 
and will report changes year on year 
going forward.

Our overarching aim is to ensure an 
inclusive environment, where diversity 
is celebrated, and an evolving culture 
allows all to thrive. Some practical 
actions to achieve this include enhancing 
our recruitment processes to attract 
the broadest community of candidates 
possible; continuing to accommodate 
those with caring responsibilities; 
offering access to wellbeing services for 
our staff and providing suitable hybrid 
working arrangements. 

Pay gaps Gender Ethnicity

Mean* 15.7% 12.0%

Median** 29.0% 16.4%




