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Bridging the Gender Pay Gap
As a nationwide employer, nmcn are committed to promoting a diverse and inclusive working environment.
We consistently aim to attract the best people who fit our purpose, needs and culture, and make strides
towards improving the exitsing gender pay gap.

At nmcn, we aim to reduce the
unequal ratio of men and women in our
workforce, and prioritise diversity and
inclusivity. We want to ensure people
are treated equally at work and receive
the same rewards and recognition, as
well as career development, whatever
their gender.
We are at the start of our journey but
are committed to championing better
working lives. Therefore, we are putting
strategic plans in place for the coming
future on how we can reduce the pay
gap, and recruit more women into our
organisation.
Chief Executive, nmcn
John Homer

The disparity that is inherent is not an
issue of equal pay for equal work, but an
underrepresentation of women at the
top level which significantly influences
the statistics.
This means we are constantly
monitoring our drive towards
embedding change in this area, and
adapting new ways of thinking from
a wider talent pool, which will help us
come up with great solutions to address
the current skills crisis affecting men
and women.

Introduction
Since April of 2017, the Equality Act 2010 (Gender
Pay Gap Information) Regulations 2017 requires
all UK companies and organisations with 250
employees or more to publish their gender pay gap
data.
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The gender pay data showcases the difference
between average pay per hour, of men and women
regardless of their job role or superiority. The data
produces a wider picture enabling us to compare
nmcn with other like-minded companies in the
rest of the industry.
The engineering and construction sectors suffer
profusely from female under-representation,
particularly displayed at senior roles. nmcn
is determined to attract and support the
development of more women into the industry
and into senior positions.
Measuring the gender pay gap and putting
initiatives in place to support our people within
nmcn will drive a positive change, hence why
we welcome the Government’s requirements to
publish our gender pay gap statistics.
Comparison with the figures disclosed, last year
shows incremental improvement in the right
direction. It is acknowledged that this is a longterm agenda, and that efforts to attract women
to progress careers in construction needs to
continue in earnest.

We are committed to building a more diverse
workforce, and we know that if we want to
continue being successful, we have to be
representative of the communities that we serve
and in which we live.

Gender Pay Gap (GPG) Data for nmcn
The GPG illustrates the difference in hourly rate between both men and women
throughout the workforce.
Our recent 2018 year-end report for the GPG, reveals an increase within the business of
women being recruited. Figures are showing that female employment within the company is
improving year-on-year.
Overall, our workforce is made up of 13% women and 87% men, with the highest
percentage of women in lower positions.
In the last year we’ve had a 2% rise in women across nmcn which has been seen
within all job families. These consist of:
•
•
•
•
•
•

2% rise in female Directors
5% rise in female Leaders
1% rise in female Technical Specialists
5% rise in female Managers
2% rise in female Supervisors
6% rise in female Individuals

Developing a 5-Year Plan
We are currently strategising the granular detail of a 5-year
plan, which will outline how we will implement key initiatives to
support a cohesive suite of activity, incorporating a keen focus on
the following; recruitment, training, flexibility and parental leave.
We will update this GPG disclosure document with details of our
plan soon.

Statutory Disclosures
The tables below show nmcn’s overall median and mean gender pay gap, which has
been calculated in accordance with the Equality Act 2010 (Gender Pay Gap
Information) Regulations 2017 requirements. Figures are based on hourly rates of pay
dated to 5 April 2018 and bonuses paid in the year, to 5 April 2018.
The gender pay gap of 21.1% is based on our employees in England, Scotland and
Wales.
The bonuses we choose to pay are based on intentions to reward individual
performance and actions, and an incentive for our people and their future work. Our
bonus payments are not made to employees who are serving notice at the time of
payment.
Median
Mean
The mean measures the difference
between the average salary of
male and female employees, while
the median is calculated using the
midpoint salary for each gender.
The mean measures the difference
between the average salary of
male and female employees, while
the median is calculated using the
midpoint salary for each gender.

21.1% 22.8%

Median and mean gender pay gap

20%

Median and mean bonus gap

41.2%

Men
Women
The lower quartile
represents more junior
roles, and the upper quartile
represents higher roles.

Proportion of employees
receiving a bonus.

Lower
Upper
middle

Upper

Lower
middle

Proportion of men and women in each quartile
Men

63%

Women

68%
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