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Introduction

In our previous report, we highlighted the profile of our workforce as the most 
influential factor driving the gap in average pay between men and women. Quite 
simply, we have more men in senior, higher paid positions than we do women.

Changing this will take time and much of the investment we are making now to 
encourage women into Kier and accelerate their progress will deliver benefits in the 
longer term. This report describes our actions to close our gap and some of the work 
we have undertaken since the last report.

When we look at the latest results for the Group, the gender pay gap has improved 
from last year. While this is encouraging, this is a journey and we remain committed 
to improving representation across the Group.

Gender is just one part of diversity. There are no quick fixes, but by continuing to 
change perceptions of our industry, foster a climate that openly embraces diversity 
and give those that join Kier the support to thrive, we give ourselves a much more 
realistic prospect of achieving the parity we are aiming for.

Claudio Veritiero, Chief Operating Officer, Kier Group

“I am pleased to share our 2018 gender pay report. 
We have focused on diversity and inclusion as a 
business imperative for several years, and this 
report details our progress on what is a critically 
important issue for our sector.”

Introduction
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Overview

Legislation requires all employers with 250 or 
more employees to publish their gender pay 
gap annually. This report covers employees 
employed at Kier as at 5 April 2018.

In preparing the statistics, we have followed 
the methodology required by the Government 
Equalities Office, which includes additional 
reporting on the distribution across pay 
quartiles and the proportion of men and 
women receiving a bonus.

A gender pay gap measures the difference in 
the pay of men and women – regardless of 
the nature of their work. It can be affected 
by the different number of men and women 
across all roles and seniority levels.

It is different from an equal pay comparison, 
which directly compares two people or groups 
who are carrying out the same, similar or 
equivalent work.

What’s included in the 
calculations
Basic pay at 5 April 2018, including shift 
premium pay, maternity, paternity, sick, 
adoption and parental leave, regional or area 
allowances, car allowances (where paid as 
cash) and other cash allowances such as 
clothing, as well as any bonuses paid during 
the pay period covering 5 April 2018.

Bonus pay for the year to 5 April 2018, 
including profit sharing, performance and 
productivity bonuses, other bonuses and 
incentive pay, piecework and commission, 
as well as any long-term or share-based 
payments.

Overview

250
Legislation requires all employers with 
250 or more employees to publish their 
gender pay gap annually

5 April 2018
This report covers employees employed 
at Kier as at 5 April 2018



Calculating the mean  
and median gaps
The mean is the difference between male 
and female hourly pay rates.

It is calculated by:

•  Adding all full-pay male employees’ hourly 
pay rates together, then dividing it by the 
number of full-pay male employees – this 
gives the mean hourly pay rate

•  Doing the same for all full-pay female 
employees

•  Subtracting the mean hourly pay rate  
for women from the mean hourly pay  
rate for men

•  Dividing the result by the male hourly  
pay rate

• Multiplying this result by 100

This gives the mean gender pay gap in hourly 
pay as a percentage of men’s pay.

The median is calculated by:

•  Listing all male employees’ hourly 
pay rates from lowest to highest, and 
selecting the middle hourly pay rate

• Doing the same for female employees

The difference between these two median 
rates is then expressed as a percentage of 
the men’s hourly pay rate.

Bonus gender pay gap
The mean and median calculations are also 
done to compare bonuses paid over the 
previous 12 months. The proportion of men 
and women receiving bonus pay is also given.

Calculating the pay 
quartiles
Pay quartiles are calculated by taking the pay 
rates of all employees across Kier, splitting 
the list into four equal groups and calculating 
the percentage of male and female 
employees in each of these groups.
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Understanding  
the pay gap

Understanding the pay gap



Behind the figures
Kier has four separate employing entities and is required 
to report on each of these on the Government portal: 
https://gender-pay-gap.service.gov.uk/

However, these reflect legacy payroll arrangements,  
so the numbers have been aggregated to give a  
more meaningful picture for the overall Group (right). 

During 2017/18, many employees working under legacy 
employing entities transferred to Kier Ltd, the main 
employing entity, as part of ongoing work to simplify 
payroll processes. This has resulted in significant 
movement in the number of employees in each of the 
employing entities and detailed figures for each can be 
found in the appendix of this report.

5

The Kier gender 
pay gap

The Kier gender pay gap

The Kier Group gender pay gap shows the difference 
in the mean and median hourly rate of pay between 
men and women in an organisation, expressed as a 
percentage of the mean and median male earnings. 

The bonus gap shows the difference between the mean 
and median bonus paid to men and the mean and 
median bonus paid to women.

Figures at a glance

Kier Group gender pay gap

2018

Kier Group gender bonus gap

2018

2017

2017

Median Median

20.2% 22.7%
Median Mean

Median

17.7% 21.2%
Median Mean

14.6%
Median

14%
Mean

28.2%
Median

27.2%
Mean
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The Kier gender pay gap

2017

Proportion of male and female  
colleagues receiving a bonus

2018

Distribution of male and female  
employees by pay quartile

Median22%
Men

Median23%
Men

7%
Women

7%
Women

Upper quartile 
(highest earners)

Lower quartile 
(lowest earners)

Upper middle 
quartile

Lower middle 
quartile

2017

Men 86%
Women 14%

Men 80%
Women 20%

Men 76%
Women 24%

Men 64%
Women 36%

2018

Men 86%
Women 14%

Men 78%
Women 22%

Men 72%
Women 28%

Men 70%
Women 30%



7

Understanding the Kier gender pay gap

The single biggest contributor to the Kier 
gender pay gap is that fewer women hold 
senior positions within Kier than men. As 
a result, more higher paid colleagues are 
male, as they make up a much bigger 
proportion of management teams and senior 
technical positions.

More than half of female employees work 
in administrative and operational roles 
that occupy the lower half of the Kier pay 
quartiles. To close the gap, one action is to 
support the women Kier already employs 
to progress into more senior roles, as well 
as attracting women who may already be in 
more senior positions to join Kier.

The next section of this report describes 
specific actions that Kier believes will have 
the biggest, long-term impact on changing 
its profile.

Understanding the Kier 
gender pay gap

4,076
Number of women employed at Kier: 
4,076 (up 10% on 2017)

700
Number of women in senior  
or managerial roles: 700

To close the gap, one 
action is to support the 
women Kier already 
employs to progress  
into more senior roles,  
as well as attracting 
women who may  
already be in more senior  
positions to join Kier.



The Kier leadership team recognises 
the value of a more diverse workforce 
and embedding an inclusive approach 
to recruitment and development. Kier 
is committed to attracting and retaining 
a diverse workforce and offering an 
environment where everyone feels 
comfortable bringing their whole self  
to work.

Below are just a few examples of how  
Kier is working to foster the right 
environment for women to feel empowered 
and supported to achieve their career 
ambitions.

Early careers
In the financial year 2017/18, 30% of the 
graduate offers were to women. The company 
is committed to a strategic goal of supporting 
more women into early careers programmes 
across the Group by aiming for at least 50% 
of graduates recruited in the financial year 
2018/19 to be female. This is measured and 
reported on as part of the Kier corporate 
responsibility objectives.

2019 sees the launch of a new initiative 
which will support women to enter and 
progress within Kier and the industry. The 
Kier apprentice bursary programme is aimed 
at supporting not only individuals from more 
deprived areas into apprenticeships, but also 
women into science, technology, engineering 
and manufacturing (STEM) roles.

Balanced Business Network
The Kier Balanced Business Network (BBN) 
has been in operation for two years. It is 
made up of colleagues with a passion for 
improving diversity and inclusion, working 
across all levels and in all areas of the 
business.  

In the past year, mobilised by the BBN, Kier 
has reviewed its family-friendly and agile 
working policies to ensure all employees have 
the flexibility they need to balance family life 
and career progression in a way that works 
for them. Kier has also enhanced maternity 
pay, offering full pay for the first 20 weeks, 
and has recently launched Parental Transition 
Seminars for employees seeking to start or 
extend their families. The seminars are split 
into three sessions:

•  Pre-parental leave helps attendees to 
pre-empt challenges, identify sources of 
support within the business and manage 
mutual expectations.

•  During parental leave helps attendees 
plan for a smooth transition back into the 
business in line with their personal career 
goals, including discussions with line 
managers and colleagues and strategies  
to cope with challenges that arise in the 
first few months after returning to work.

•  Post-parental leave helps attendees deal 
with the practicalities of being a working 
parent, going into more detail about 
overcoming challenges and identifying  
the valuable additional skills that attendees 
are bringing to the workplace.

The overall objective is to support working 
parents in Kier, particularly women,  
in achieving a sustainable work-life balance  
and continuing to succeed and progress  
in line with their personal career aspirations. 

In addition, Kier will be launching work/life 
balance talks in 2019, offering insight and 
practical tips to help all employees achieve  
a balance that works for them. 
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Closing the gap

Closing the gap

30%
In the financial year 2017/18, 30% of  
the graduate offers were to women

50%
The company is aiming for at least 50% 
of graduates recruited in the financial 
year 2018/19 to be female

2019 sees the launch of 
a new initiative which 
will support women 
to enter and progress 
within Kier and the 
industry. The Kier 
apprentice bursary 
programme is aimed 
at supporting not 
only individuals from 
more deprived areas 
into apprenticeships, 
but also women into 
science, technology, 
engineering and 
manufacturing (STEM) 
roles.
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Closing the gap

Agile working
Kier has completed its first internal trials 
of agile working in operations. The trials 
explored how to best use technology to 
reduce travel time and enable more efficient 
and collaborative working, and how to be 
creative with working patterns and practices 
to increase flexibility. Kier will be sharing best 
practice and learnings from the trial across 
the business in 2019. 

Career development
As part of its action strategy to accelerate  
the progression of female talent, Kier is 
a partner of the Women in Science and 
Engineering (WISE) campaign, which 
encourages people in business, industry 
and education to increase the participation, 
contribution and success of women in STEM 
and promotes Kier as an employer of choice 
for young women. 

Kier continues to deliver a career 
development programme for women,  
in partnership with WISE and Skills4UK.  
The programme enables women to build the 
skills they need to accelerate their leadership 
journey. The programme has been a great 
success, with over 100 women attending 
so far and Kier aims to have had over 170 
women attend by the end of 2019. 

Kier has piloted targeted versions of the 
programme aimed at female graduates and 
leaders, and will roll these out during 2019.
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Closing the gap

80%
80% of Black, Asian and Minority Ethnic 
(BAME) women surveyed aspire to 
progress to a more senior role

Diversity report
In late 2018, Kier carried out a research 
project that surveyed over 1,100 people  
from a range of backgrounds and industries 
to help the company understand more  
about how to attract, retain and develop  
a diverse workforce. 

Over half of respondents said they already 
work flexibly or would likely do this, and  
41% of women said they already had,  
do, or would possibly work part-time. 

The research also showed the need for a 
nuanced approach, targeted to an individual’s 
needs, rather than a one size fits all 
approach, when looking at under-represented 
groups. For example, 80% of Black, Asian 
and Minority Ethnic (BAME) women surveyed 
aspire to progress to a more senior role 
(more than any other group). Overall, women 
(irrespective of ethnicity) were much more 
likely to say that development was their 
reason for wanting to progress,  
and work-life balance was the clear winner 
when asked what would make senior roles 
more appealing.

Additionally, respondents were asked to rank 
factors which could positively impact diversity 
and while the non-BAME group ranked having 
a manager who supports every individual 
to succeed as the top choice, BAME 
respondents placed this on an equal footing 
with having strong policies. Their additional 
comments suggest they see policies as an 
essential bedrock for managers to act on.

Kier is using the findings from this work to 
inform and hone development activities, 
ensuring that under-represented groups  
can join, stay and thrive in Kier. The report 
can be downloaded here:  
https://kier.uk/diversityreport2019

Mentoring and coaching
Kier is determined to ensure women have 
the support they need to progress to the 
top of the organisation, and has introduced 
senior sponsorship, mentoring and targeted 
development. In addition, all those attending 
career development programmes receive 
support and sponsorship from a senior leader.

Kier has developed internal coaching 
resources that include specific guidance 
on supporting women through coaching. 
This sits alongside career conversation 
guidance, self-review forms and information 
on the company’s corporate learning and 
development offer to enable women in Kier  
to progress their careers. 

Kier Ambassadors 
The Kier campaign, Shaping Your WorldTM, 
was launched in September 2017 and 
focuses on encouraging 11-15 year olds to 
think about a career in the built environment.

At the campaign launch, Kier pledged that 
1% of its workforce (around 200 colleagues) 
would act as ambassadors and visit schools 
across the country and speak to students 
about the breadth of roles available in the 
industry. Over 450 colleagues stepped 
forward and 42% ambassadors are female, 
helping to challenge misconceptions students 
may hold about working in the sector.  

450
Over 450 employees volunteered to 
act as ambassadors for our  campaign 
Shaping Your WorldTM (42% of the 
ambassadors are women)

1,100
In 2018, Kier carried out a research 
project that surveyed over 1,100 
people to help the company understand 
more about how to develop a diverse 
workforce

Kier is determined to 
ensure women have  
the support they need  
to progress to the top  
of the organisation,  
and has introduced  
senior sponsorship, 
mentoring and targeted 
development.
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Appendix

As at April 2018, the Kier Group was 
composed of four separate legal entities  
that employ more than 250 people; Kier 
Limited, Kier Integrated Services Limited, 
McNicholas Construction Services Limited 
and The Unity Partnership Limited.   

While this report focuses on the overall 
Group position, the relevant statistics for 
each of the entities have been formally 
reported on the Government gender pay  
gap reporting website.

Appendix

Breakdown of the Kier entities
Kier Ltd 
The largest employing entity consisting of employees in each head office function  
and operational business unit. This includes:

 • Group – Finance, HR, IT, Legal, Commercial, Marketing and Communications,   
  Procurement, SHEA and Strategy and Development

 • Operational – Building, Highways, Major Projects, Utilities, International, Property,  
  Residential and Specialist Services. It also includes the McNicholas employees   
  who had already moved to the Kier payroll by April

Kier Integrated Services Ltd 
This consists of employees that were originally employed by the acquired May 
Gurney business. Most of these employees work in Infrastructure, Utilities, Highways, 
Environmental Services and Group functions.

McNicholas Construction Services Ltd Kier acquired the McNicholas business in 
July 2017, so this is the first report featuring employees from this company that were 
still on the McNicholas payroll as at April 2018.

The Unity Partnership Ltd 
This business is no longer part of the Kier Group but was in April 2018,  
so is included in the report.
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Appendix 

Employing entity
Kier Ltd

2017

Proportion of male and female  
colleagues receiving a bonus

Distribution of male and female  
employees by pay quartile

19%
Men

18%
Men

6%
Women

7%
Women

Kier Ltd gender pay gap

Kier Ltd gender bonus gap

2017

Median

27%26%
Median Mean

20.5% 23.1%
Median Mean

2018

2017

11.4%
Median

27.4%
Mean

56.1%
Median

38.3%
Mean

2018

2018

Upper quartile 
(highest earners)

Lower quartile 
(lowest earners)

Upper middle 
quartile

Lower middle 
quartile

20172018

Men 86% 
Women 14%

Men 78% 
Women 22%

Men 71% 
Women 29%

Men 68% 
Women 32%

Men 88% 
Women 12%

Men 81% 
Women 19%

Men 77% 
Women 23%

Men 61% 
Women 39%

15,813 (April 2017: 11,396) relevant employees in scope.



2017

Proportion of male and female  
colleagues receiving a bonus

Distribution of male and female  
employees by pay quartile

35%
Men

42%
Men

15%
Women

12%
Women

Kier Integrated Services Ltd 
gender pay gap

Kier Integrated Services Ltd 
gender bonus gap

2017

11.7%11.9%
Median Mean

14.4% 21%
Median Mean

2018

2017

44.4%
Median

57.9%
Mean

58.3%
Median

-14.2%*

Mean

2018

2018

Upper quartile 
(highest earners)

Lower quartile 
(lowest earners)

Upper middle 
quartile

Lower middle 
quartile

20172018

Men 87% 
Women 13%

Men 82% 
Women 18%

Men 87% 
Women 13%

Men 65% 
Women 35%

Men 89% 
Women 11% 

Men 89% 
Women 11%

Men 90% 
Women 10%

Men 78% 
Women 22%
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Appendix

Employing entity
Kier Integrated Services Ltd

1,201 (April 2017: 3,366) relevant employees in scope. 
*A negative figure means the pay gap is in favour of women.
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Employing entity
McNicholas Construction 
Services Ltd

Appendix 

926 (April 2017: 1,684) relevant employees in scope. 

*A negative figure means the pay gap is in favour of women.

2017

Proportion of male and female  
colleagues receiving a bonus

Distribution of male and female  
employees by pay quartile

12%
Men

64%
Men

100%
Women

12%
Women

McNicholas Construction Services Ltd 
gender pay gap

McNicholas Construction Services Ltd  
gender bonus gap

2017

11.6%12.3%
Mean

12.6% 23%
Median Mean

2018

2017

-12.4%*

Median

-5.8%*

Mean

-97.5%*

Median

20.3%
Mean

2018

2018

Upper quartile 
(highest earners)

Lower quartile 
(lowest earners)

Upper middle 
quartile

Lower middle 
quartile

20172018

Men 100% 
Women 0%

Men 100% 
Women 0%

Men 100% 
Women 0%

Men 99% 
Women 1%

Men 95% 
Women 5%

Men 92% 
Women 8%

Men 89% 
Women 11%

Men 89% 
Women 11%

Median
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Employing entity
The Unity Partnership Ltd

Appendix

341 (April 2017: 345) relevant employees in scope.

2017

Proportion of male and female  
colleagues receiving a bonus

Distribution of male and female  
employees by pay quartile

1%
Men

1%
Men

0%
Women

1%
Women

The Unity Partnership Ltd 
gender pay gap

The Unity Partnership Ltd 
gender bonus gap

2017

19.5%25.8%
Median Mean

21.7% 17.6%
Median Mean

2018

2017

100%
Median

100%
Mean

90%
Median

90%
Mean

2018

2018

Upper quartile 
(highest earners)

Lower quartile 
(lowest earners)

Upper middle 
quartile

Lower middle 
quartile

20172018

Men 62% 
Women 38%

Men 43% 
Women 57%

Men 33% 
Women 67%

Men 33% 
Women 67%

Men 69% 
Women 31%

Men 42% 
Women 58%

Men 35% 
Women 65%

Men 30% 
Women 70%
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