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Introduction
From April 2017, all companies with 250 or more 
employees are now required to publish their 
gender pay gap. Employers have to publish the 
gap in pay between men and women on both a 
median basis (pay per hour based on the person 
‘in the middle’ of the distribution of pay) and a 
mean basis (average hourly salary).

In addition, employers are required to disclose
the distribution of gender by pay quartile – 
in other words splitting the workforce into 
four groups based on their pay, and showing 
the proportion of men and women in each 
group. Employers are also required to disclose 
percentages of employees receiving bonuses by 
gender and the gender gap on bonuses.

It is no secret that like many industries, the 
engineering and construction sectors suffer from 
female underrepresentation, which is particularly 
pronounced at senior levels. This is something 
we are determined to address by attracting 
more women to the industry and supporting the 
development of more women into senior roles. 

If we fail to take proactive action, both as a 
company and as an industry, then we will all suffer 
as a whole. By attracting more women to the 
industry and supporting their development into 
senior roles, we can all realise the benefits greater 
diversity brings. 

Empowering new ways of thinking from a wider 
talent pool will help tackle the skills crisis and 
enable modern day businesses to rise to today’s 
challenges. Although the industry is working hard 
to break down many barriers and perceptions 
which have held the sector back, we need to fast-
track this change. 

Benchmarking is one way to help drive 
positive change, which is why we welcome the 
Government’s requirement for companies to 
publish their gender pay gap.

While we recognise that closing the gender pay 
gap will take time and like so many have much 
more to do, we are committed to building a 
more diverse workforce.

John Homer
Chief Executive
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Why equal pay and the gender 
pay are not the same

EQUAL PAY
Men and women are 

paid the same for 
like work

GENDER PAY
The difference between 

the gross hourly earnings 
for both men and women 

across an organisation

NATIONAL 
AVERAGE

The national gender 
pay gap is 18.1%*

*Office of National Statistics 2016

18.1% Nationally, one of the main 
reasons for the gender pay 
gap, is more men are likely 

to hold senior positions.

Gender at NM Group
We have published information on the gender breakdown of our workforce for the last 
few years through our annual report and accounts.

Overall, we have a 11% female and 89% male workforce. The percentage of females is 
higher at the lower grades of the organisation.

EXAMPLE

A hypothetical company X has 50 
employees (25 of each sex), five grades 
and equal pay between men and women 
at each grade, but different numbers of 
men and women in each grade:

Mean (average) pay £40,000

Male mean pay  £44,000
Female mean pay  £36,000
Mean gender pay gap 18%

Male median pay  £50,000
Female median pay £30,000
Median gender pay gap 40%

GRADE PAY PER PERSON

Men Women Median man and women Average men and women

1

2

3

4

5

£60,000

£50,000

£40,000

£30,000

£20,000

FEMALE
8%

MALE
92%

FEMALE
5%

FEMALE
4%

FEMALE
9%

FEMALE
9%

FEMALE
14%

MALE
95%

MALE
96%

MALE
91%

MALE
91%

MALE
86%

DIRECTOR LEADER SNR MANAGER & 
TECH SPECIALIST

MANAGER SUPERVISOR INDIVIDUAL
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Leadership
Diversity

Like other companies across our industry, 
we have a lower proportion of females in 
senior roles than we would like.

Equality and diversity is a core part of our 
strategy. We recognise that increasing 
our diverse talent in management will 
help build a diverse pipeline for senior 
leadership.

The 
Recruitment 
Challenge
The construction industry battles 
traditional male stigma. Many 
construction companies have realised the 
value of skilled female workers and are 
actively recruiting and supporting women 
and there has been a
significant and positive change in
attitude in the last decade.

To continue this change and create 
equality, businesses must address the 
issues women face in the workplace 
such as flexibility and any lingering 
discrimination.

Companies that don’t utilise the many 
skills women bring, whether by accident 
or design, will find themselves suffering 
poorer recruitment and higher employee 
turnover.*

With a low number of women in
operational roles, we have placed 
inclusivity firmly at the heart of our 
recruitment this year. Carrying out 
Equality, Diversity and Social Inclusion 
training for all hiring managers and a 
focus on diversity within NM Academy.

 *Randstad Women in the UK construction industry in 2016.
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The tables below show the overall median and 
mean gender pay gap, as well as the gender 
bonus gap, based on hourly rates of pay of those 
employed on the snapshot date of 5 April 2017 
and bonuses paid in the year to 5 April 2017.

The table below sets out the proportion of
females and males in each quartile band.

Statutory Disclosures

The gender pay gap of 21.8% set out in the 
table above is based on our people in England, 
Scotland and Wales and is in line with the 
requirements of the regulations.

*This is due to less men receiving a bonus.

The bonus payments we make are intended to 
reward past performance and incentivise our 
people for future. No bonus payment will be 
made to an employee who is serving notice at 
the time of payment.

The analysis of our gender gap figures shows
that the majority of the gap has arisen because 
we have a lower proportion of women in 
leadership and senior roles in our organisation.
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