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MEAN
Gender Pay Gap

Part 1 
Introduction

We are committed to transparency and to creating a 
workplace where all colleagues can thrive. This report 
sets out and explains our Gender Pay Gap figures. It has 
been produced using HR and payroll data for April 2025. 
It’s based on a headcount of 270 eligible employees, 
where some of our people may have been excluded 
because they weren’t on their full basic salary on the 
‘snapshot date’. Others may also have been on other pay 
such as sickness, maternity, paternity, adoption or shared 
parental leave. 

Gender Pay Gap reporting measures the difference in average 
earnings between men and women across an organisation. It is not a 
measure of equal pay for equal work, but instead reflects workforce 
structure, representation, and progression patterns.

Understanding our results

We remain proud to foster an inclusive and supportive workplace. 
However, our Gender Pay Gap continues to reflect the long 
standing underrepresentation of women in the Construction 
sector more broadly. With fewer women entering the industry and 
progressing into technical and senior roles, the overall distribution 
of male and female colleagues across pay bands continues to 
impact our results.

This year, our Gender Pay Gap has increased slightly. The main 
factors include:

•	 A reduction in senior female representation, following the 
departure of experienced female colleagues in higher paid roles.

•	 The absence of a full annual pay and bonus review, with only a 
limited number of exceptional adjustments made during the year.

•	 Significantly reduced bonus participation, with very few colleagues 
receiving bonuses. These low participation rates stem from 
business decisions and do not indicate gender related differences.

Our quartile distribution shows minor shifts: female representation 
has increased slightly in the upper quartile, while the proportion 
of women in the upper middle quartile has decreased due to the 
senior female leavers noted above.

We recognise our responsibility to understand why fewer women 
enter or remain in the Construction sector, and we continue to 
strengthen our approach to supporting female career progression 
and retention.
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Part 2 
Our Action Plan

Closing the Gender Pay Gap is a long term 
commitment. Our Action Plan focuses on 
attracting more women into the business, 
supporting career progression, and ensuring that 
our culture enables all colleagues to succeed.

Supporting Family Leave and Returners

We have strengthened the support available before, during 
and after family leave. This includes:

•	 A structured and consistent framework for family leave 
•	 Improved guidance and training for managers 
•	 Clearer processes to ensure a positive transition back 

to work

Investing in Female Career Progression

This year we launched our Female Leadership Programme, 
designed to support women at key career stages and help 
increase representation in senior roles.

Our Women’s Support Group has expanded its focus to 
include topics such as confidence, imposter syndrome, 
career navigation, leadership pathways and other issues 
raised by women across the business.

The introduction of our intranet wellbeing zone has been 
further enhanced and supported with increased awareness 
and discussions on the impact of Women’s Health.

Inspiring the Next Generation

We continue to build partnerships with schools, colleges 
and education providers to raise awareness of the diverse 
career opportunities available within Construction.

Through work experience placements, educational events 
and early careers pathways, we aim to encourage more 
young women to pursue careers in the sector, supported 
by visible female role models.

We continue to seek opportunities to support other 
establishments to help promote career opportunities 
within the sector, as well as sponsoring groups to promote 
female empowerment.

Maintaining a Family Friendly Culture

We remain committed to offering policies and benefits 
that support work–life balance, including:

•	 Enhanced maternity pay
•	 Paid fertility leave
•	 Flexible and agile working options

These measures help ensure that colleagues can 
balance career development and personal commitments 
without compromise.

Our Commitment

We want to be a truly inclusive employer with people of all 
genders choosing to work for us. We confirm our figures 
are accurate and welcome our obligation to publish our 
gender pay gap data. We view this as an opportunity to 
reflect and refine our action plan to ensure we continue to 
support gender equality across our business.
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