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CEO Foreword
Encouraging women to
join Kier and build their
careers here, at all levels
of the organisation, is vital
to our future success.

2020 was an exceptional year, and our
people continued to deliver outstanding
work for our clients day in, day out, despite
the additional challenges presented by the
COVID-19 pandemic.
While this report fully complies with
the reporting regulations and guidance
published by the Equality and Human Rights
Commission, the exceptional measures Kier
took in response to the pandemic mean that
our official statistics are not representative
of our workforce.
This year, we have included a supplementary
‘look through’ analysis that removes the
impact of COVID-19 to provide a more
accurate reflection of our workforce.
We believe in being open and transparent,
even if that means revealing a less
favourable picture. Only by doing this will
we confront the challenges we face and
implement the plans that will make Kier a
more diverse and inclusive place to work.

Performance Excellence, our new way of
working across the Group and a vehicle for
continuous improvement for our business
and our people, was launched in 2020 and
has continued to embed over the past 12
months. Our people are our greatest asset
and as part of Performance Excellence we
have a framework that gives them the tools
they need to progress their career at Kier.
Encouraging women to join Kier and build
their careers here, at all levels of the
organisation, is vital to our future success.
Gender is an important aspect of diversity,
and we remain committed to building a
workplace where everyone feels included
and valued, and that they can achieve their
career goals. With this in mind, we intend to
begin reporting on our ethnicity pay gap in
FY2023.

Andrew Davies
Chief Executive, Kier Group plc

An inclusive business is a better business,
but more importantly, it is the right thing to
do.

Change won’t happen overnight and there
is work to do, but we are serious about
building an inclusive culture, policies and
processes to ensure everyone at Kier
feels like they belong. The Closing the Gap
section of this report goes into more detail
about how we will achieve that.
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How the gender pay gap is different to equal pay

The regulations for gender pay gap reporting are
intended to encourage employers to take informed
action to close their gender pay gaps 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
Kier has two employing entities, Kier Limited and Kier Living, that it is required to report
on separately on the Government Portal: https://gender-pay-gap.service.gov.uk/
Last year we reported figures solely for Kier Limited; in order to facilitate the sale of our
house-building division, Kier Living employees were separated out from Kier Limited
during 2019/2020.
To provide meaningful year-on-year comparisons, the figures in the main sections of this
report will compare pay and bonus gaps for the aggregated Kier Group. Separate figures
for Kier Limited and Kier Living can be found in the appendix to this report.

Kier Gender Pay Gap Report 2020

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 in 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.
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Understanding the Mean and Median Gaps
The regulations require
both mean and median
gender pay and bonus
gaps 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 the calculations

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.

Median female
average hourly pay

£

÷

Total hourly
female pay

Basic pay at 5 April 2020, including: shift
premium pay; maternity, paternity, adoption
and parental leave pay; sick pay; regional
and 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 2020,
including performance and productivity
bonuses, other bonuses and incentive pay,
piecework and commission, as well as any
long-term or share-based payments.

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 employeet. The resulting gap is the
percentage difference between the mid-points in male and
female hourly pay.

=
Number
of women

£
Mean female
average pay

%

The mean gap
is the precentage
difference between
the two figures

£
The median gap is
the precentage difference
between the two figures

£
£
Total hourly
male pay

÷

=
Number
of men

£
Mean male
average pay
Median male
average hourly pay

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

Kier Gender Pay Gap Report 2020
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The Impact of Covid-19
2020 gender pay analysis not
representative of the workforce as a whole

‘Look through’ analysis removes the
impact of Covid-19

Kier responded to the global pandemic
and UK-wide ‘lock-down’ in spring 2020 by
rapidly implementing a number of self-help
measures in April 2020 to preserve cash
and protect jobs, including:

We believe that transparency drives
action and therefore we have chosen
to complement our official gender pay
statistics for the aggregated Kier Group with
a supplementary ‘look through’ analysis that
removes the impact of Covid-19.

•A
 sking circa 6,500 employees to take
a temporary pay reduction for the three
months to 30 June 2020. Pay reductions
varied by seniority and ranged from 7.5%
to 25%; front-line workers and more junior
roles were exempt.
•F
 urloughing circa 2,000 employees whose
roles could not be performed due to lockdown restrictions.
In line with the reporting regulations
and guidance published by the Equality
and Human Rights Commission (EHRC),
employees who accepted voluntary pay
reductions have been included in the gender
pay analysis based on their reduced rate of
pay, but employees furloughed on less than
their normal pay have been excluded.

This follows the same methodology as
required under the gender pay reporting
regulations but is based on the underlying
normal rates of pay employees would have
received had they not been placed on
furlough or accepted a temporary reduction
in pay.
By removing the impact of Covid-19 and
including 96.5% of relevant employees,
the ‘look through’ analysis provides a more
representative view of our gender pay gap.

This results in our official gender pay gap
statistics for 2020 presenting a slightly
flattering but unrepresentative portrait of
Kiers workforce as a whole.

Kier Gender Pay Gap Report 2020
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The supplementary ‘look through’ analysis
removes the impact of the temporary
Covid-19 pay reductions and provides a
more representative underlying picture.
Based on this analysis the mean gender
pay gap for 2020 is 22.7% compared with
19.1% for 2019 (median gap is 19.4%
compared to 14.4% for 2019).
The gender pay gap based on the ‘look
through’ analysis increased in 2020 due
to the strategic re-structuring of Kier.
Implementation of our new business
strategy between April 2019 and March
2020 resulted in circa 3,000 employees
in non-core areas of the business TUPE
transferring out of Kier. A significant
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(hourly pay @ 5 April 2020)

Official
analysis

Changes reflect the strategic
re-structuring of our business

However, as explained on page 5 of this
report, due to the way Covid-19 related
temporary pay reductions and furloughed
employees have to be dealt under the
reporting regulations, these official statistics
are not representative of the workforce as
a whole.

Closing the Gap

2020 mean and median gender pay gap

Kier’s Gender Pay Gap

The mean gender pay gap for 2020 is 20.5%
compared with 19.1% for 2019 (median gap
is 17.6% compared to 14.4% for 2019).

Kier’s Gender Pay Gap

22.7%

proportion of these were lower paid men;
by removing them from the analysis the
average hourly pay of the remaining men
increased, widening our gender pay gap.
This is evidenced in the pay quartile analysis
on page 9.

2017

21.2%

2018

19.1%

‘Look through’
analysis

22.7%

20.5%

2019

2020

Mean

UK national average
gender pay gap
Our gender pay gap is greater than
the UK national median (19.4% for
Kier vs. 15.5% UK national)

15.5%
2019 - 17.3%

Official
analysis

‘Look through’
analysis

20.2%
17.7%

19.4%

17.6%
14.4%

19.4%
2019 - 14.4%
2018 - 17.7%
2017 - 20.2%

2018 - 17.8%
2017 - 18.4%
Office of
National Statistics

2017
Kier average

2018

2019

2020

Median
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2020 mean and median gender bonus gap

(earned in 12 months to 5 April 2020)

Note – the gender bonus gap analysis
is not impacted by the Covid-19 related
measures implemented in April 2020;
consequently there is no need for a
‘look through’ analysis.
51.0%

33.3%
28.2%

27.2%

20.9%
14.0%

2017

Fewer bonuses were paid to both
men and women in 2020
The average bonus for a more senior
employee is much higher than the average
bonus for a more junior employee. The bonus
gap (at 13.6% for the mean, and 20.9%
for the median) is because there are fewer
women than men in senior roles, relative to
the wider workforce.
The bonus gap and the proportion of
employees receiving a bonus both reduced
significantly in 2020. This was partly because

Kier Gender Pay Gap Report 2020

no payments were made under the main
company bonus plan for 2019/20 and partly
due to high commission payments made to
predominantly female sales teams within
Kier Living.
The bonus gap analysis also considers other
payments defined as ‘bonuses’ under the
reporting regulations, including: piecework
and attendance payments, long service
awards, recognition awards etc.

2018

14.6%

13.6%

2019

2020

Mean

2017

2018

2020

2019

Median

Percentage of employees receiving a bonus

Percentage of employees receiving a bonus
(earned in 12 months to 5 April 2020)

23.0%

22.0%

21.3%

7.0%

7.0%
2017

10.5%

2018

2019

12.7%
7.7%
2020
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Distribution of UK employees across pay quartiles (as at 5 April 2020)
2017

2018

2019

Upper
middle
quartile

Lower
middle
quartile

Lower
quartile

86%
14%

80%
20%

76%
24%

64%
36%

Kier Gender Pay Gap Report 2020

86%
14%

78%
22%

72%
28%

70%
30%

87%
13%

80%
20%

74%
26%

74%
26%

87%
13%

81%
19%

75%
25%

65%
35%
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Key: Women Men

2020
Official analysis

Upper
quartile

Closing the Gap

‘Look through’ analysis

86%
14%

The hourly pay rates of full pay relevant employees
have 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.
The official analysis includes circa 6,500
employees who accepted temporary pay
reductions based on their reduced rate of pay,
but excludes circa 2,000 employees furloughed
on less than their normal pay.

79%
21%

The ‘look through’ analysis doesn’t exclude
furloughed employees and is based on employees
normal underlying rate of pay (i.e. prior to
the application of furlough and voluntary pay
reductions). It is therefore more representative
of our workforce, since it removes the impact
of temporary measures taken in April 2020 in
response to Covid-19.

73%
27%

Focusing on the ‘look through’ analysis, the
proportion of women in each pay quartile
increased modestly in 2020, with the exception
of the lower quartile which showed a significant
increase (from 26% in 2019 to 36% in 2020).
This was the result of business re-structuring,
as described below.

64%
36%

On page 6 of this report, we explained that the
gender pay gap widened in 2020 due to circa
3,000 employees transferring out of Kier as part
of the strategic restructuring of the business. A
high proportion of those affected were men in the
lower quartile pay band; this is evidenced by the
significant drop in the proportion of men in this pay
band between 2019 (74%) and 2020 (64%).
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Closing the Gap
Diversity and inclusion (D&I) are at the heart of our
values and we believe that an inclusive business is a
better business. We want to reflect the diversity of the
communities we work in and we will develop a culture
which allows people to bring their whole selves to work.
We have employed a new head of diversity
& inclusion, responsible for driving D&I
across the organisation.
In February-March 2021, Kier undertook
an internal D&I audit with global inclusion
experts INvolve, using a specially-tailored
diagnostic tool to assess Kier’s position and
an anonymous employee survey – Kier’s
first Group-wide survey on D&I – that
gives insights into the experiences of Kier
employees. This gave us a benchmark
to monitor growth and assess the
effectiveness of our D&I programmes.
In February 2021, Kier signed an open letter
as part of the If not now, when? campaign in
support of the Black Lives Matter movement
and committed to taking specific action
to address race inclusion in our business,
including reporting on progress annually.

Kier Gender Pay Gap Report 2020

In June 2021, we launched our diversity &
inclusion roadmap, which details the key
milestones that we wish to reach as an
organisation over the next five years.
The roadmap will develop and grow,
as we build on our commitment to
making tangible change within Kier.
You can view the roadmap here:
http://kier.uk/diroadmap2021
“D&I is critical to our business being
successful and everyone has a role
to play in driving its agenda. I’m
proud to be one of those leading
change at Kier by co-chairing our
Kier Inclusion Network and making
sure everybody’s voice is heard.”
Barry McNicholas,
Group managing director,
Utilities
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Employee networks

Pay and Benefits

Recruitment

We have refreshed our approach to
employee networks, including launching the
Kier Inclusion Network, a holistic approach
to inclusion and a safe space for employees
to support each other and drive diversity
and inclusion across Kier.

We know from research that low pay
disproportionately affects women –
across the UK it is estimated that 24%
of women are paid below the real living
wage compared to 15% of men. This year
we will be reviewing pay to ensure that
all Kier employees aged 18+ who aren’t
on a recognised trainee programme or
apprenticeship are paid at or above the
relevant real living wage rate set by the
Living Wage Foundation – £10.85 an hour
in London and £9.50 for the Rest of the UK.

Kier is upskilling our hiring managers
in inclusive recruitment, ensuring they
recognise unconscious bias and the
benefits of inclusive recruitment, and
challenge old ways of working.

As a result of direct feedback from our
employees, we are in the process of
launching employee networks that support
race, gender, disability and neurodiversity.
These join our already-established
LGBT+ and Allies Network.
All employees are eligible and encouraged
to get involved in our employee networks,
and each network is sponsored by at least
one member of our executive committee. All
our employees have a part to play in driving
diversity & inclusion across the business, no
matter what their role at Kier.

Kier Gender Pay Gap Report 2020

Statutory Declaration

We have implemented software that
analyses and removes gender bias in
our job descriptions, and are creating a
specific roadmap to ensure diversity within

Appendix

recruitment for senior roles from April
2021. This includes reviewing all senior job
descriptions to ensure they are inclusive,
and implementing diverse recruitment
panels. We are carefully monitoring our
application-to-offer conversion rates at all
levels of recruitment to track progress of
diversity initiatives and identify any areas
of potential bias.

Going forward we will develop plans to
extend the real living wage to our agency
workers and contractors on a phased
basis, ensuring we support both our directly
employed and indirect workforces.
In 2020 we conducted a review of our
benefits package to ensure fairness and
consistency. This resulted in us levelling up
the life cover provided to frontline workers
and ceasing the practice of pro-rating car
allowances for part-time, predominantly
female, employees.
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Retention

Wellbeing

We are developing career frameworks to
inform our employees’ career development
choices and decisions, and every employee
is encouraged to have regular conversations
with their line manager about their role and
if and how they would like to progress, to
ensure the process is transparent and they
are given the tools they need to build the
career they want at Kier.

Our new wellbeing strategy, launched in
February 2021, was created based on
employee feedback, and focuses on mind,
body and money, as employees told us
these were the areas they needed most
support. All employees have access to a
range of resources to help them manage
their wellbeing, including flexible focus
on me time that they can use to focus on
their wellbeing, an employee assistance
programme, Med24, a 24/7 GP service, and
personal wellbeing plans, which they are
encouraged to use to talk to their managers
about their wellbeing.

We are making changes to our employee
self-service HR system, allowing employees
to input and update their demographics –
including gender, sexual orientation and
race – giving us greater accuracy in our
diversity reporting.
Diversity and inclusion training will
be mandatory across all levels of the
organisation and will take several forms,
including an e-learning module on inclusive
workplaces and race, ethnicity and identity
training for our most senior leaders, which
will ensure they have the practical tools they
need to tackle bias when it occurs.

Kier Gender Pay Gap Report 2020

We are also reviewing our internal and
external support for Returners, those who
have been out of the workplace for an
extended period of time as we recognise
that these are predominantly women.

Kier’s Gender Pay Gap

Closing the Gap
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“My role has been created because at Kier, we recognise that D&I is critical to our
business. We need to adapt and respond to the way society is changing, and my role
puts us in a position to do that. Everyone has a role to play in driving the D&I agenda
forwards and I am looking forward to working collaboratively with our people including
our employee networks, our leaders, and our supply chain on evolving our company
culture and the industry as a whole.”
Felicity de la Torre,
Head of diversity & inclusion, Kier

“As a working mum of two young
children, Kier provides flexibility in
working hours, while continuing
to give me the opportunity to
progress and fulfil my career
aspirations. Working flexible
hours has not impacted on my
ability to move into a senior
management position, with
support from my line manager,
the senior leadership team and
colleagues across the business.”

“Kier supported me by offering
training specifically targeted
to women, at a moment in my
career when I really appreciated
the input. The training helped
me approach my career return
after maternity leave, and even
changed the way I challenge
others in my daily life. It
significantly improved my overall
quality of professional and
personal life.”

Kier employee

Kier employee
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Statutory Declaration
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 HR director

Kier Gender Pay Gap Report 2020
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Appendix
As at April 2020, the Kier Group was
composed of two separate legal entities
that employed 250 people or more:
• Kier Limited
• Kier Living
Kier Limited is the primary employing
entity. To facilitate the sale of our housebuilding division, Kier Living employees
were separated out from Kier Limited during
2019/2020.
Separate gender pay statistics for each
of these two entities are detailed in this
section and have been reported on the
Government portal:

Note – in line with the reporting
regulations and EHRC guidance, the
official analysis for each of these
two entities includes employees who
accepted temporary pay reductions
based on their reduced rate of pay, but
excludes employees furloughed on less
than their normal pay.
As a result these statistics are not fully
representative of the workforce of each
entity.

https://gender-pay-gap.service.gov.uk/

Kier Gender Pay Gap Report 2020
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Employing entity: Kier Limited

2020 mean and median gender pay gap

2020 mean and median
gender bonus gap

(hourly pay @ 5 April 2020)

(earned in 12 months to 5 April 2020)

27.0%

26.0%
23.1%
19.1%

20.8%

56.1%
51.0%

50.0%

38.3%
33.3%

20.5%

32.0%

27.4%

17.7%
14.4%

14.6%

2017

2018

2019

Mean

2020

2017

Median

2018

2019

2020

2017

2018

2019

2020

Mean

2017

2018

2019

2020

Median

Percentage of employees receiving a bonus
(earned in 12 months to 5 April 2020)

19.0%

21.3%

18.0%
7.0%
2017

Kier Gender Pay Gap Report 2020

10.5%

6.0%
2018

2019

13.1%
6.7%
2020
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Employing entity: Kier Limited
Key: Women Men

2017

2018

2019

2020

Upper
quartile

88%
12%

86%
14%

87%
13%

87%
13%

Upper
middle
quartile

81%
19%

78%
22%

80%
20%

81%
19%

Lower
middle
quartile

77%
23%

71%
29%

74%
26%

76%
24%

Lower
quartile

61%
39%

68%
32%

74%
26%

65%
35%

Distribution of UK
employees across
pay quartiles
(as at 5 April 2020)

Kier Gender Pay Gap Report 2020
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Employing entity: Kier Living
Key: Women Men

2020 mean and median
gender pay gap
(hourly pay @ 5 April 2020)

49.6%

2020

Distribution of UK
employees across
pay quartiles

2020
mean and
median
gender
bonus gap

(as at 5 April 2020)

Upper
quartile

78%
22%

Upper
middle
quartile

67%
33%

Lower
middle
quartile

47%
53%

Lower
quartile

26%
74%

(earned in
12 months to
5 April 2020)

37.4%

2020

Mean

2020

Median

-50.7%

-230.5%

2020

2020

Mean

Median

Percentage of employees
receiving a bonus

22.9%

(earned in 12 months to 5 April 2020)

4.6%

Note – this is the first year
that Kier Living has been
reported as a separate
entity, which is why there are
no prior year comparisons.

2020

Kier Gender Pay Gap Report 2020
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