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CEO Foreword  

Andrew Davies
Chief Executive, 
Kier Group plc

Becoming a more 
inclusive business is an 
imperative; not only is it 
good for business, but 
it’s the right thing to do. 
We want everyone to 
feel they can work at Kier 
and fulfil their potential, 
and we are committed to 
doing just that

In 2021, we introduced Kier’s D&I roadmap, 
with a robust strategy to achieving the 
milestones included in it, and we’ve made 
great steps forward as a business.

In the past 12 months, we have introduced 
the Real Living Wage for all direct Kier 
employees, with a clear plan to introduce 
it for our indirect employees. We have 
enhanced our family friendly policies, 
extending maternity and paternity leave, 
and have introduced a menopause 
guidance document and an industry-
leading pregnancy loss policy. 

We have also introduced the Kier way of 
working, which outlines our approach 
to agile working – where there isn’t 
a business or wellbeing need, we do 
not expect our employees to be in the 
office full-time – and we’re working with 
Timewise to pilot agile working on our sites.

Our D&I Committee and employee 
networks are bedding in well, acting as 
safe spaces for our employees to share 
their personal stories. All have executive 
sponsorship, meaning the networks are 
empowered to drive D&I at Kier.

While our gender pay gap figures are not 
where we want them to be, we’re on a 
journey. We’re working hard to encourage 
more women at all levels to build their 
careers at Kier and I’m confident that 
the programmes we’ve got in place 
– alongside additional ones we’re 
implementing – will help us to do just that.

CEO Foreword     Gender pay gap reporting explained     Kier Ltd gender pay gap statistics     Closing the gap     Statutory declaration     Statutory disclosure



Total hourly
female pay

Mean female
average pay

=£

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

Median male average hourly pay

The median gap is the percentage difference between the two figures

£

£

Total hourly
female pay

Mean female
average pay

=£

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

Median male average hourly pay

The median gap is the percentage difference between the two figures

£

£

Kier Gender Pay Gap Report 2021 3<   >

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.  
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Gender pay gap reporting explained

Calculating the mean

The gender pay gap is an equality measure that shows 
difference in average earnings between women and men

The gender pay gap statistics are 
calculated using basic pay at 5 April 
2021, and this includes shift premium pay, 
maternity, paternity, sick, 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 2021, 
includes performance and productivity 
bonuses, other bonuses and incentive pay, 
piecework and commission, as well as any 
long-term or share-based payments.

Kier has two employing entities, Kier Limited 
and Kier Living Limited, that it is required to 
report on separately on the Government 
portal: https://gender-pay-gap.service.
gov.uk/. This is the final year Kier Living 
Limited will appear in this report, following 
the sale of the business in June 2021. As 
a result, the main section of this report 
focuses on the Kier Limited figures only. In 
line with last year, we have retained the 
supplementary look- through analysis which 
removed the impact of COVID-19 on our 2020 
figures. The statutory reporting figures for 
the Kier Living Limited can be found in the 
statutory disclosure section of this report.

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. 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. 

Employing entities How the gender pay gap  
is different to equal pay

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.

Calculating the median

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

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


Kier’s mean gender pay gap has reduced by 2.4% 
based on our 2020 look through analysis and our 
median gender pay gap has reduced by 0.5%

Kier Gender Pay Gap Report 2021 4<   >

Kier Limited gender 
pay gap statistics

We have retained the supplementary look 
through analysis, which removes the impact 
of the temporary Covid-19 pay reductions 
and provides a more representative 
underlying picture for the 2020 reporting 
period. Based on this analysis the mean 
gender pay gap for 2021 is 20.8% compared 
with 23.2% for 2020 (median gap is 19.7% 
compared to 20.2% for 2020).

Kier’s workforce profile continues to have 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. 

20.8%

2021

20.8%

2020

23.2%

Kier Limited 2021 mean and median gender pay gap 
(hourly pay @ 5 April 2021)

Mean Median

20.2%

2021

19.7%
17.7%

2020

Official 
analysis

Official 
analysis

‘Look  through’ 
analysis

‘Look  through’ 
analysis
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In December 2020, Kier issued a recognition 
voucher to all eligible employees over 
the festive period. The bonus gap and the 
proportion of employees receiving a bonus 
has increased significantly in 2021 primarily 
as a result of this recognition scheme. 
The median has fallen to 0%, as almost all 
employees were in receipt of a bonus.

The mean bonus gap has increased to 
76.9%. The increase is a consequence 
of the fact that there were fewer women 
in senior positions and the bonus gap 
analysis includes other payments that fall 
within the definition of bonus used in the 
regulations e.g. sales commission, piece 
work and attendance payments, long 

service awards etc. These positions have 
greater male representation and as a 
result, impact the mean bonus gap.

Employee vouchers and 
their impact on our 
bonus gap

Mean Median
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76.9%

2020

32%

2021

0.0%

2020

50%

96.1%

2021

98.2%

6.7%
2020

13.1%

Percentage of employees 
receiving a bonus
(earned in 12 months  
to 5 April 2021)

(earned in 12 months to 5 April 2021)

2021 mean and median 
gender bonus gap
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Our people are at the heart of our business and we want to be a 
workplace where everyone is empowered to achieve their career goals
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Closing the gap

Kier’s D&I roadmap outlines where we want 
to be in five years’ time, including reducing 
our gender pay gap by 25%. We’re making 
progress, but there is still more to do. 
The closing the gap section of this report 
details some of the programmes we’ve 
already got in place to become a more 
inclusive business.

We want our people to get what they need 
to advance their career in the way they 
want at all levels of the organisation, and 
we’re passionate about developing our 
pipeline of employees with the knowledge 
and drive to progress to more senior roles 
across the business. 

Our apprenticeships offer early careers 
and those transitioning from another 
industry the opportunity to build a career 
in construction, while our management 
development programmes – in 
partnership with Cranfield University – 
give our high potential employees the 
opportunity to further their careers.

And we want to build an environment 
where all our employees can thrive, 
giving them the support they need, when 
they need it. I’m incredibly proud that 
we have enhanced our family friendly 
policies and implemented our industry’s 
first pregnancy loss policy. We’ve also 
introduced the Real Living Wage and the 
Kier way of working, which formalises 
Kier’s approach to agile working, enabling 
our employees to better balance their 
home and work lives. 

Meanwhile, our employee networks offer 
our people a space to talk about their 
personal experiences and explore how 
Kier can better support employees. This 
is helping us to be more agile in our 
approach and our employee networks are 
already making real change at Kier.

The employee networks have been 
instrumental in the success of our Expect 
Respect campaign, through delivering 
training to employees. We’re on track for 

100% of our people to have completed the 
training in the coming weeks – a huge 
achievement that’s going to bring real 
benefit to the business.

We know there’s more to do in attracting 
people from diverse backgrounds into Kier, 
and we’re committed to breaking down 
the barriers to entry at Kier and our wider 
industry. Ultimately, we want Kier to be an 
inclusive, supportive place to work and the 
work we’re doing in this space is going to 
have a positive, long-term impact for our 
employees.
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Helen Redfern 
Group HR 
director
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“I’ve worked at Kier for four and 
a half years within the Group 
communications and marketing 
team. In that time, I’ve had a baby 
as well as a promotion and last year, 
I was put forward for the Raising 
Leaders programme. 

I knew of the course and I’d also 
seen the people-centric focus the 
new senior leadership team was 
bringing to Kier. I’d not done any 
formal training for a few years and 
I was intrigued, excited and a it 
nervous, but I was determined to 
embrace this opportunity and see 
what I could learn about myself, 
colleagues and Kier. 

I was part of a 40-strong Raising 
Leaders cohort, with colleagues 
from across the Group – from 
quantity surveyors to project 
managers and a carbon manager. 

The programme, which is developed 
and delivered by Cranfield 
University, was a combination of 
online and in-person sessions. We 
were given the time and opportunity 
to reflect on our careers to date, 
think about where we want to be, 
understand what we were driven 
by, and how to be a truly effective 

leader, as well as the importance of 
having diverse and inclusive teams. 

I have learned so much from 
the course leaders, Kier senior 
leaders and my peers. I’ve gained 
confidence and been able to 
receive feedback from others in a 
constructive and productive way. 
I feel like I have a renewed sense of 
purpose and know how this aligns to 
the organisation’s. 

I’m sad the course had to end, but I 
am so thankful to have been a part 
of it – I’m determined to put what 
I have learned to good use. I am 
excited for future cohorts; it really is 
a course like no other.”  

“I learned so much from the 
Raising Leaders course.”

Amy Scott
Group senior communications  
& marketing manager



During 2021, we introduced and embedded several key 
initiatives to help make Kier a more inclusive place to work
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We created Kier’s D&I roadmap, which 
outlines the milestones we’ll achieve in 
the next five years. As well as reducing our 
gender pay gap by 25%, we’ll be reporting 
our ethnicity pay gap, from FY23 and 
introducing reverse mentoring with our 
executive committee and junior employees. 
We have already achieved several 
milestones on the roadmap, including 
launching our Expect Respect campaign, 
becoming a Real Living Wage accredited 
employer and working with consultancy 
Timewise to pilot agile working on our sites.

We introduced four new employee 
networks to sit alongside our long-
established LGBT+ and Allies Network. The 
Kier Inclusion Network, Racial Inclusion 
Network, Gender Inclusion Network and 
Ability Network, focused on disability and 
neurodiversity. The networks – which 
have more than 600 members – meet 
regularly and are designed to be safe 
spaces where employees can talk about 
their experiences and drive diversity and 
inclusion at Kier.

D&I roadmap Employee networks
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“Diversity & inclusion is an 
imperative for Kier and our wider 
industry – being an inclusive place 
to work is the right thing to do 
and makes us a better business. 
I’m proud to be co-chair of KIN, 
playing an active leadership role 
and helping create tangible change 
within Kier, such as with the Expect 
Respect campaign, which KIN 
played a key part in developing. 

All our networks have senior level 
sponsorship, and I think that’s 
hugely important; our people 
know that their voices are heard, 
and we’re able to truly drive D&I 
across the Group.”

Liam Cummins
Group managing director, 
Construction and co-chair of the 
Kier Inclusion Network

“Our people know their voices are heard.”
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On 1 April 2021, we introduced the Real 
Living Wage for all direct Kier employees, 
benefitting 772 employees across the Group. 
This is the right thing to do; we know that 
in-work poverty disproportionately affects 
women and the introduction of the Real 
Living Wage is an important step in reducing 
our gender pay gap. We have a clear plan 
for implementing the Real Living Wage for 
non-direct Kier employees, and are now a 
Real Living Wage accredited employer.

Real Living Wage

“I’ve worked at Kier for five and a 
half years, and when I returned 
to work after maternity leave last 
year, I requested a job-share. As a 
new parent, I feel supported and 
empowered by Kier to continue to 
progress my career and work on 
interesting projects, while managing 
my home life too. Two heads are better 
than one, and through a job share, 

Kier benefits from two people focused 
on achieving business success. It’s 
progressive for Kier to recognise that 
women want to manage their careers 
and family commitments, and job 
shares are mutually beneficial for 
employees and the organisation.”

Kathryn Fothergill
Talent & OD director

“Two heads are better than one.”

We have introduced the Kier way of working, 
which outlines Kier’s approach to agile 
working. We do not expect employees to 
work from their normal place of work full-time 
unless there is a business or wellbeing need 
for them to do so. However, we appreciate that 
one size does not fit all and are encouraging 
employees to speak to their manager and 
team to implement the Kier way of working 
in a way that makes sense for their team and 
business. We know that agile working on sites 
can be tricky to implement, and are working 
with social consultancy Timewise to pilot agile 
working on sites across the business.

The Kier way of working
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“When I started at Kier I had 
ongoing health issues and saw the 
gynaecologist who recommended 
surgery. They told me early 
menopause was a possible side 
effect, but the benefits outweighed 
the risk so my husband and I made 
the decision to go ahead with the 
surgery. 

At that point, I had an open 
and honest discussion with my 
manager and explained that my 
recovery and ongoing care were 
unknown. I felt uncomfortable 
approaching this, but he was 
brilliant and made me feel at ease. 
Both my managers have been 
very supportive and open without 
being probing or making me feel 
uncomfortable.

I was already part of the Kier 
Inclusion Network and got in 
touch with our head of diversity 
& inclusion when the menopause 
guidance was mentioned in one 
of our meetings; I had attended a 
couple of webinars on menopause 
guidance in organisations, which 
included personal stories about the 
benefits from employees. 

I was invited to be part of the review 
team and supported in drafting 
the guidance, which I’m incredibly 
proud of. Since sharing my story, 
a few people have contacted me 
to share their experiences, and I 
feel Kier’s menopause guidance 
has provided a way for people to 
approach a taboo subject (not that 
it should be!) and has helped me, 
and others, feel more comfortable 
and normal in the workplace. 
I’ve spoken to people in Kier, as 
well as within the contract we are 
delivering, and it has promoted 
further conversations in an open 
and upfront way.”

“Kier’s menopause guidance 
has provided a way for people to 
approach a taboo subject.”

We have extended both our maternity and 
paternity leave policies. Employees need to 
work for Kier for 26 weeks to be eligible for 
the enhanced leave (halved from 52 weeks) 
and we have increased maternity leave 
from 20 weeks at full pay to 26 weeks at full 
pay, with paternity leave increasing from 
two weeks to eight weeks at full pay and 
flexibility on when the time off can be taken.

We have also introduced a pregnancy 
loss policy, which outlines that all 
employees, regardless of length of service 
and whether it is they, their partner or 
surrogate that directly experiences the 
loss, is entitled to two weeks’ paid leave in 
case of a pregnancy loss. It also outlines 

accommodations that employees can 
request on their return to work.

Kier’s menopause guidance also launched 
in 2021, supporting conversations between 
those experiencing menopause symptoms 
and their colleagues and outlining 
reasonable accommodations.

We recently introduced a carers’ policy, 
outlining the additional support Kier 
employees with caring responsibilities are 
entitled to, including five additional days’ 
leave, and a private space at work to make 
or receive calls in connection with caring 
responsibilities, and agile working where 
possible.

Family friendly policies

Robyn Cattermole
Head of customer experience
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“When my daughter died in 2018, 
after being born 13 weeks early, 
Kier was an incredibly supportive 
employer. I was entitled to my full 
maternity leave, and both my 
HR and team contacts put me in 
control of when – and how often – I 
stayed in touch, along with when 
and how I wanted to return to work. 

After four months’ leave, I came 
back to work on a phased return, 
and had regular check-ins with 
HR and my head of department. 
Everyone I spoke to was so 
supportive as I found my feet. 

In 2021, Kier’s Group HR director 
and head of diversity & inclusion 
empowered me to support with 
the creation of Kier’s pregnancy 
loss policy. Coming back to the 
workplace can be overwhelming 
and I think the return to work 
accommodations we outline in 
the policy provide much-needed 
support and reassurance, while the 
two weeks’ leave (for losses before 
24 weeks) without the need for a 
doctor’s note will help employees 
focus on what they need, rather 
than logistics.

Child loss is one of society’s 
taboos. My hope is that, with the 
introduction of Kier’s pregnancy 
loss policy, we’re starting to 
break the silence a little bit, and 
encouraging people to talk more 
openly about it if they feel able.”

“I am incredibly proud that my 
experiences – and my daughter’s 
legacy – will help people.”

“Kier’s new carers’ policy adds 
an extra layer of support, and the 
five days’ paid leave to carry out 
caring commitments really help 
to take the stress out of managing 
caring responsibilities and work.

The diverse range of policies 
that Kier provides a support 
framework to accommodate 
different circumstances and life 
events. This accessible support is 
so important; it gives our people 
a solid support framework with 
the enhanced policies available 
with a focus on looking after 
the welfare and wellbeing of all 
employees.”

“It gives our  
people a solid 
support framework.”

“My twins were born at the start 
of 2022, which meant that I was 
eligible for Kier’s enhanced 
paternity leave and so happily 
had more time to spend with my 
family. The twins arrived at 36 
weeks and needed some special 
care in the neonatal intensive care 
unit. They were in hospital for two 
weeks, along with my wife who 
was pretty poorly for that period as 
well. Knowing I had the enhanced 
paternity leave meant we didn’t 
have to worry about what bringing 
the boys home would be like.

The additional paternity leave 
meant I was able to focus fully 
on settling in the new family 
members, create bonds and some 
sort of a routine. I am pleased to 
say there were plenty of happy 
memories made; the boys are 
doing really well and their big 
sister even approves! Kier’s 
enhanced paternity leave is going 
to make a huge difference to 
families – it certainly did for mine” 

“I had more 
time to spend 
with my family.”

Simon Turner
Developer services field manager

Tracy Smith
IMS Co-ordinator  
(Quality & Performance Team)

Carrie-Ann Dring
Group communications and 
marketing manager
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During 2021 we launched Kier’s Expect 
Respect campaign and the five respect 
basics. Everyone who works with Kier 
should expect respect at work and the 
campaign aims to educate employees on 
the importance of inclusive language and 
microaggressions, while communicating 
Kier’s zero tolerance approach to bullying 
and harassment. The campaign includes a 
series of hard-hitting posters, a dedicated 
Call it Out line where employees can report 
incidents of bullying or harassment, a 
toolbox talk and mandatory D&I training for 
all employees.

Expect respect

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.

Helen Redfern
Group Human Resources Director

Statutory declaration

Signed:



Statutory 
disclosure

As at April 2021, Kier Group 
was composed of two 
separate legal entities that 
employed 250 people or 
more:

• Kier Limited
• Kier Living Limited

Kier Living Limited is no 
longer part of Kier Group, 
following the sale of the 
business.

The gender pay gap 
statistics for Kier Living are 
shown on this page.
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Percentage  of employees receiving a bonus 
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