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CEO Foreword 

Andrew Davies 
Chief Executive, Kier Group plc

"With over 15,000 
employees, people 
are at the heart of our 
business, using their skills 
and creativity to deliver 
focused solutions. "

We have talented teams delivering for our 
clients day in, day out across the whole of 
the UK and we want our workforce to reflect 
the communities in which we work. 

We are committed to developing an 
inclusive workplace, creating an 
environment which allows our people to 
thrive and enhancing diversity to deliver 
more value for our employees, clients and 
customers.

Our third annual gender pay report shows 
that we have the foundations in place, 
however we recognise we have more work 
to do, as we look to bring about change 
over the longer term.

At the start of 2020, we launched 
Performance Excellence, our new way of 
working across the Group and a vehicle for 
continuous improvement for our business 
and our people. Our people are our greatest 
asset and we have introduced a new 
framework to help us attract, nurture and 
progress talent within our business. 

We have also launched our new values, 
collaborative, trusted and focused, which 
place a greater emphasis on how 
managers, leaders and their teams create a 
more inclusive environment.

We are cultivating a working environment 
that is more attractive for women and men 

by increasing flexibility. Flexibility comes in 
many forms and as a result of a number of 
successful pilot schemes we introduced our 
new Smart Working policy in 2019, which 
embraces agile, flexible and remote working 
practices. 

Encouraging women to join Kier and 
accelerate their careers in to management 
and leadership roles remains critical to Kier.

Gender is just one aspect of diversity and 
we remain steadfast in our commitment to 
create a diverse, inclusive culture, one 
which supports and encourages everyone to 
give their best, and bring their whole selves 
to work.

"Our people are our 
greatest asset and we 
have introduced a new 
framework to help us 
attract, nurture and 
progress talent within 
our business."
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The regulations for gender pay gap reporting are 
intended to encourage employers to take informed 
action to close a gender pay gap, where one exists.

Every year companies employing 250 or more people must publish:

• Mean and median gender pay gap in hourly pay

• Mean and median bonus gender pay gap

• Proportion of men and women who receive a bonus

• Distribution of men and women across pay quartiles

This year, we are reporting figures solely for Kier Ltd. In previous years, we have reported 
on five entities but as part of an ongoing aim to simplify our business, the majority of our 
employees transferred to Kier Ltd in 2018/19. It is now the principal employer and the only 
one which employs 250 people or more. 

In order to provide meaningful year-on-year comparisons, the figures in this year’s report 
are compared to the aggregated Kier Group pay and bonus gaps for 2018 and 2017.
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Gender Pay Gap 
Reporting Explained

A gender pay gap looks at a company’s workforce and measures the difference in its 
average hourly earnings between its male and female employees. It also focuses on 
the extent to which women can participate and progress in senior management and 
leadership roles within an organisation. As senior roles pay more than junior roles, 
the smaller the proportion of women who hold senior roles in a company, relative to 
the company as a whole, the greater the average gender pay gap.  

Equal pay is about whether a woman and a 
man performing the same work, at the same 
level, in the same organisation, receive the 
same pay.

How the gender pay gap is different to equal pay
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÷ =
£

Total hourly
male pay

£

Number
of women

Number
of men

£

Mean male
average pay

÷ = £

The mean gap
is the percentage

difference between
the two figures

%

Median female
average hourly pay

£
The median gap is

the percentage difference 
between the two figures

£

Median male
average hourly pay
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Understanding the Mean and Median Gaps

The mean gender pay gap is calculated by adding up all 
average hourly salaries and dividing them by the number of 
employees. The resulting gap is the percentage difference 
between the average hourly pay figures for women and men.

The same methodology is applied to calculate the mean and median gender bonus gap. 

The median gender pay gap is calculated by separately 
ranking the hourly pay for women and men from lowest to 
highest and comparing the average hourly pay for the 
middle male and female employee.  The resulting gap is the 
percentage difference between the mid-points in male and 
female hourly pay.

Government regulations 
require both mean and 
median gender pay and 
bonus gaps to be 
reported, which are both 
types of averages. These 
metrics are 
complementary and 
illustrate different aspects 
of the distribution of pay 
across an organisation.

What’s included in these calculations

Basic pay in April 2019, including shift 
premium pay, maternity, paternity, sick 
pay, adoption and parental leave, regional 
or area allowances, company car benefit 
(where paid as cash) and other cash 
allowances such as clothing, as well as 
any bonuses paid. 

Bonus pay for the year to 5 April 2019, can 
include profit sharing, performance and 
productivity bonuses, other bonuses and 
incentive pay, piecework and commission, 
as well as any long-term or share-based 
payments.



We have seen reductions in both our mean and median 
pay gaps this year. 
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Kier’s Gender Pay Gap

19.1%

201920182017 201920182017

14.4%

21.2%

17.7%

22.7%
20.2%

17.3%
2018 - 21.2%
2017 - 22.7%

Kier average

19.1%
2018 - 17.8%
2017 - 18.4%

Source: Office of 
National Statistics

(earned in 12 months to 5 April 2019)
2019 mean and median gender pay gap

Mean average Median average

The UK national 
average gender 
pay gap

Our gender pay gap is slightly 
greater than the UK national 
mean average (19.1% for 
Kier vs. 17.3% UK mean 
average).

The mean gender pay gap for 2019 is 19.1% 
compared with 21.2% for 2018 (median gap 
of 14.4% for 2019 compared to 17.7% for 
2018).

As with many other employers, Kier’s 
workforce profile has an impact on our 
gender pay gap, because we employ around 
three times more men than women and a 
greater proportion of our senior leadership 
population is male.

"We, like others in similar 
industries, face challenges 
recruiting female employees 
with STEM qualifications"

Large sections of our business rely on 
employing large numbers of people with 
qualifications in science, technology, 
engineering and mathematics (STEM) 
related fields. We, like others in similar 
industries, face challenges recruiting female 
employees with STEM qualifications and 
experience because there are significantly 
fewer women who study and work in these 
fields.



201920182017

51%

14.6%

28.2%

33.3%

201920182017

14.0%

27.2%

10.5%

201920182017

23.0% 21.3%22.0%

7.0%7.0%
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The average bonus for a more senior 
employee is much higher than the average 
bonus for a more junior employee. 

The bonus gap (at 33.3% for the mean, 
and 51% for the median) is a 
consequence of the fact that there are 
fewer women than men in senior roles, 
relative to the wider workforce. The bonus
gap is further impacted by company 

performance - in years of strong 
performance a more senior employee 
would receive a significantly larger bonus 
than a junior employee.

Our bonus gap increased in 2019 
primarily as a result of strong performance 
against the targets used in our FY18 
bonus plan.

There is a higher proportion of women receiving a 
bonus in 2019 compared to previous years.

(earned in 12 months to 5 April 2019)

2019 mean and median 
gender bonus gap

Mean average Median average

Percentage of employees receiving a bonus
(earned in 12 months to 5 April 2019)

There is a higher proportion of women receiving a bonus in 2019 compared to 
previous years (10.5% for 2019 compared with 7% for 2018 and 2017).
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(as at 5 April 2019)
Distribution of UK employees across pay quartiles

The hourly pay rates of all our employees has been ordered 
from lowest to highest and then divided into four equal sized 
groups, to create pay quartiles.  We have then analysed the 
gender split in each quartile.  

There is a significantly greater proportion of male employees 
across all levels of our UK business and this is a direct 
reflection of the nature of our business and the sector in 
which we operate. Women are less well represented in the 
top quartile compared to the other three quartiles and this is 
a result of us having fewer women in senior leadership roles. 
More than half of female employees work in administrative 
and operational roles that occupy the lower half of the Kier 
pay quartiles.

Our gender representation overall 



We are committed to attracting, developing and 
retaining a diverse workforce and creating an 
environment where everyone feels comfortable 
bringing their whole self to work.
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Closing the Gap

Business growth and innovation needs 
diversity of ideas and experience. We 
believe that diversity and inclusion (D&I) is 
not just the right thing to do, it is a business 
necessity. 

We have been challenging ourselves to 
think differently about the skills we need to 
meet the expectations of a modern 
workplace, and how we can connect with a 
broader range of people, who will bring 
their unique experiences and knowledge 
into our business.

Currently, we employ around three times 
more men than women and a greater 
proportion of our senior leadership 
population is male. We are committed to 
making a sustained improvement to the 
gender split over the longer-term. 

As a business, we employ thousands of 
people across a breadth of disciplines, 
many of whom have qualifications in 
science, technology, engineering and 
mathematics (STEM) related fields. Like 
others in this industry, we are trying to 
address this through a long-term aim to 
inspire the next generation of talent to 
consider a career within the built 
environment. 

"We have been challenging 
ourselves to think differently 
about the skills we need"



rather than a place that we go, the policy 
encourages managers and employees to 
explore ways of working that benefit both 
individuals and Kier.  

Our Highways business has been a 
Disability Confident employer since 2017 
and a Disability Confident Leader since 
2019, enabling people of all abilities to 
come into the workplace. We need to 
continue shifting mindsets and highlight 
the benefits to the business, as well as 
equipping employees and managers to 
make flexibility work for us all.
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Attracting diversity.

To strengthen and diversify our search for 
talent we have broadened the channels we 
use to attract people to Kier. The content  
we publish on our recruitment advertising 
platforms aims to attract people from a 
broad spectrum of backgrounds and 
industries, who might not otherwise have 
considered a career within the built 
environment. This is supported by 
unconscious bias training for our hiring 
community and the use of gender-neutral 
advertising software.  

We are committed to supporting more 
women in to early career programmes 
across Kier. In the financial year 2018/19, 
47% of our graduate recruits were female, 
up from 30% in 2017/18 and within 
touching distance of our target of 50%.   

We are cultivating a working environment 
that is more attractive for women and men 
by increasing our flexibility as an employer 
of choice. Flexibility comes in many forms 
and as a result of a number of successful 
pilot schemes conducted we introduced 
our new Smart Working policy in late 2019, 
which embraces agile, flexible and remote 
working practices. Based on the principle 
that work is an activity that we undertake, 

47%
of our graduate 
recruits were female

In the financial year 
2018/19

"We are committed to 
supporting more women in 
to early career programmes 
across Kier."



In addition, the Kier Balanced Business 
Network (BBN), now in its third year, is a 
forum for us to promote a culture of 
inclusion by connecting employees, giving a 
voice to underrepresented groups and 
delivering real change. 

The Kier LGBT+ and Allies network was 
established to support LGBT+ employees 
and LGBT+ family or friends of employees. 
We champion inclusion and celebrate 
diversity at work and in the community – it’s 
all part of the approach to support our 
people to be at their best and have a great 
experience working at Kier. 

The findings from our 2019 diversity 
research report, which surveyed over 1,100 
people from a range of backgrounds and 
industries to help us understand more about 
how to attract, retain and develop a diverse 
workforce, continues to inform our people 
agenda.

Click here to read our 2019 diversity 
research report
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Developing diversity.

We are committed to eliminating conscious 
and unconscious decision bias and 
promoting transparent development 
opportunities to will meet the needs of our 
diverse workforce.

We have set clear expectations for leaders 
on their role in hiring and progressing 
diverse talent, by sharing insights and 
skills to help meet this challenge. 

We recognise that moving the dial on 
diverse representation and progression 
needs targeted development support 
awhich is why we launched our career 
skills development programme for women 
in partnership with WISE (Women in 
Science & Engineering). This supports 
women in acquiring the skills needed to 
accelerate their leadership journey.

Retaining diversity.

There are no shortcuts; companies need 
effective policies, a positive culture and 
managers who truly value and support their 
people.

An example of this, is where we have 
supported employees with young families 
through a series of transition seminars aimed 
at parents pre, during and post parental 
leave, and we are now exploring how to 
increase access to this resource remotely.     

A core part of our existing management 
development programme is equipping current, 
and future leaders and managers, to build 
and motivate diverse teams, thereby 
understanding how to create a more inclusive 
workplace and how to nurture diverse talent. 

Inclusion grows when people have the 
chance to share their different experiences 
and perspectives. Since 2017 we have been 
taking our innovative board game ‘Equally 
Yours’ out on the road across the business, 
working with teams from Board level to front 
line operatives, providing a fun and safe way 
to break down unconscious bias and build a 
shared understanding of each other’s 
experiences in the workplace. 

https://www.kier.co.uk/media/3524/kier-diversity-research-report-2019.pdf
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I confirm that the data and information presented in this report are accurate and meet the 
requirements of the UK Equality Act 2010 (Gender Pay Gap Information) Regulations 2017.

Signed:

Helen Redfern
Group Human Resources Director

Statutory Declaration




