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As a business with over 250 employees, we have 
met our statutory requirement to publicly report 
our gender pay gap information jointly as part of 
Morgan Sindall Construction & Infrastructure Ltd 
since reporting f irst began in 2017. However, 
when we analysed the feedback our colleagues 
gave us as part of our group-wide diversity and 
inclusion survey, it was clear that colleagues would 
like to understand more about our current position, 
and to see clear actions taking place to improve 
gender representation at all levels of our business. 
That’s why, this year, we are pleased to share more 
information and commentary on our current gender 
pay gap within Morgan Sindall Infrastructure, 
providing greater transparency, setting out some of 
the actions we have already undertaken to address 
this important issue, and outlining our areas of 
focus for the coming year and beyond. 

The past two years have been unusual for us all. 
The pandemic has continued to present many 
challenges, yet as a business we have achieved so 
much, and this has only been possible due to our 
colleagues’ dedication, commitment and, crucially, 
support for each other. The changes that were 
forced upon us by the pandemic have shown that 
we can work effectively in more adaptable ways. 

At Morgan Sindall Infrastructure, we are conf ident 
that men and women are paid the same for the same 
work considering factors such as market forces and 
experience. To further strengthen our approach, we 
are currently undertaking an equal pay audit which 
will examine and compare pay across our entire 
organisation.

This equal pay audit will also provide us with a 
useful set of “contributors”, or ways to fairly 
value the work our people undertake, which will 
be used across our business during recruitment, 
development, and promotion activities.

OUR QUARTILES

4: Lower

M: 61%
F: 39% 

3: Lower-Mid

M: 78%
F: 22% 

2: Upper-Mid

M: 83%
F: 17% 

1: Upper

M: 91%
F: 9% 

Our gender pay gap at a glance

Quartiles are where an organisation is split into four equally sized groups 
based on their earnings, and then the gender split is recorded. Quartiles 
help us to see where men and women are concentrated in an organisation, 
for example, are there more men in the upper quartile, in more senior and 
well paid roles?

Furthermore, the pandemic has given us all a greater 
understanding of the ways in which our colleagues 
have various responsibilities in their lives, and 
encouraged us to show understanding, compassion, 
and empathy for each other. The way that everyone 
in our business has responded and adapted to change 
and challenge gives me hope that we can carry this 
momentum on within our business. We must now 
harness this sense of connection and empathy in 
order to help our efforts to reduce the gender pay 
gap and overcome any previous barriers to women’s 
progression. There has been much analysis and 
speculation in the media that women have been 
disproportionately affected by the pandemic, however 
our analysis of the data within Morgan Sindall 
Infrastructure shows that this was not the case within 
our business, and that is pleasing to see. 

Whilst our gender pay gap has reduced in this report 
for 2021, we are aware that we need to make a 
concerted effort across our business to accelerate our 
rate of progress. 

Change won’t happen overnight, but there is more we 
can do, and the fact that it is going to take some time 
to eliminate our gender pay gap doesn’t mean that 
action is not an immediate priority for us. 

Each and every one of us has a part to play in making 
Morgan Sindall Infrastructure an inclusive place to 
work, and the sum of the small actions we all take will 
help us get there. 

What is a gender pay gap?
In April 2017, legislation came into force that requires 
UK employers with more than 250 employees to publish 
their gender pay gap. The gender pay gap shows the 
difference in the average hourly rate of pay between all the 
women and all the men in an organisation, expressed as a 
percentage of average male earnings. 

THE GENDER PAY GAP EQUAL PAY

Organisations must follow a calculation methodology set out 
by the Government Equalities Of fice to report their mean 
and median gender pay gap, bonus gap, and distribution 
across pay quartiles.

This is different to equal pay, which is the legal requirement 
to pay everyone performing the same role to receive the 
same pay for time worked.

Mean

OUR PAY GAP OUR BONUS GAP

96% 

Men receiving 
bonuses

Women receiving 
bonuses

94% 

Median

24.5% 

23.1%

Becoming a more inclusive business is an essential part of 
our people strategy, and we are absolutely committed to 
harnessing and increasing the diversity of our workforce, 
and creating an inclusive culture where everyone feels 
connected and respected for who they are. 

Simon Smith 
Managing Director
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Why do we have a gender  
pay gap?
As our quartile data shows, one of the main reasons we 
have a gender pay gap at Morgan Sindall Infrastructure 
is that we have more men in senior roles within our 
business. However, that statement alone is not enough 
to explain away the gender pay gap. 

Why do we have more men in senior roles, and 
what can we do about it? There are various reasons 
why men may hold more senior positions than women 
in an organisation, that can often be dif f icult to unpick. 
However, it is generally accepted that pay gaps may 
exist because of things like occupational segregation 
(men doing certain roles and women doing other roles 
which are valued less and therefore with lower pay), 
unconscious bias, less access to opportunities and 
development, taking time out to start a family, unequal 
distribution of caring and parenting responsibilities 
between men and women, and part-time working. 

We recently held a focus group session with members 
of our Inclusion Impact Group to discuss the reasons 
they think we have a gender pay gap – and all of these 
factors were things they shared their experiences on.

How have we tried to address 
our gender pay gap? 

Adaptable working 
Adaptable working is about rethinking and reframing how 
we work, when we work and what we do to enable all of 
us to continue to achieve Perfect Delivery and provide 
exceptional customer service. In 2021 we launched our 
Adaptable Working Toolkit, including an engagement pack, 
adaptable working grid, advice to create a team charter, 
and support for individual considerations. 

We have also invested in additional IT equipment to make 
adaptable working more accessible for everyone, and the 
last two years have normalised flexible and remote ways 
of working. Where possible and using the adaptable toolkit 
to assess options, roles are offered as suitable for flexible 
working. 

This approach enables us to attract and retain diverse 
talent at all career stages which is critical to reducing our 
gender pay gap. 

Our benef its packages further increase f lexibility by 
including a variety of options such as the ability for 
colleagues to extend their annual holiday entitlement by up 
to f ive extra days each year.

Recruitment 
To encourage more gender-balanced applications, we have 
continued to review our job advertisements to ensure that 
the language and imagery is attractive to women. We have 
also broadened the media and outlets we use to advertise 
our vacancies to reach a more diverse talent pool. Updates 
and improvements to the “Working with us” section of our 
website focus on the culture and values of the company, 
including information on the various types of roles and 
benef its available, as well as our approach to family-
friendly and adaptable working. 

Support for colleagues experiencing 
domestic abuse
Whilst we acknowledge that domestic abuse is not solely 
a gender-related problem, one in four women experience 
domestic abuse in their lifetime, and research suggests that 
very few people feel that their employer can, or will, help 
them. We are committed to protecting the health, safety 
and wellbeing of our people, and will provide support to any 
colleague who needs help should they experience, or have 
already experienced, domestic violence or abuse. 

Return to work opportunities 
Our returner programme is designed to support people 
who are returning to their career after a break in 
employment. In 2019 we won the Working Families award 
for Best Returner Programme and since the programme 
started, we have had over 200 applications, of which half 
were female. Successful applicants are offered a structured 
and phased return. Returners benef it from coaching, a 
mentor and peer support from a ‘buddy’ as well as learning 
about our business and updating their skills during the 
programme. The programme offers us an alternative way 
to attract new talent into the industry and our business, an 
important factor in reducing our gender pay gap. We are 
delighted to re-launch our returner programme in 2022.

Early careers 
The proportion of female graduates and apprentices 
joining our programmes continues to steadily increase 
each year. Despite the fact that increasing the 
percentage of females in our early years’ cohorts 
can actually worsen the gender pay gap f igure (as 
the number of women in lower-paid entry positions 
increases), we remain committed to this as the right 
course of action to build a diverse and sustainable 
talent pipeline for our future.Partnerships

As a Responsible Business, we have become members of 
Business in the Community (BITC), and have enrolled for 
their Gender Advisory Service. BITC’s gender campaign 
aims to accelerate progress towards a truly equal 
working world. With lots of advice, best practice and the 
opportunity for peer learning as well as the support of a 
dedicated Gender Advisory Of f icer, working with BITC to 
reduce our gender pay gap is an opportunity to accelerate 
our progress and knowledge on the subject.

We are proud to be members of Working Mums, a leading 
organisation who work with employers to share and 
celebrate best practice in gender diversity, flexible working, 
career progression for women, family support and returner 
programmes and we have participated in a range of round-
table events, research reports and awards.

As part of Morgan Sindall Group, we are platinum members 
of Women into Construction, an independent not-for-
prof it organisation that promotes gender equality in 
construction. Women into Construction provide bespoke 
support to women wishing to work in the construction 
industry, and assist us with recruiting highly motivated, 
trained women, thus helping us to create a more gender-
equal work force.
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Following analysis of the information our colleagues 
provided in our inclusion and diversity survey, we have 
committed to a number of actions to increase the 
diversity of our workforce and ensure that everyone 
feels connected, respected for who they are, and that 
everyone can reach their full potential and achieve their 
ambitions within our business. We know that there are 
no quick solutions and that we need to take a strategic, 
joined-up approach to inclusion with a long-term view. 

Our inclusion strategy, launched last summer, sets 
out our vision around inclusion at Morgan Sindall 
Infrastructure, as well as a clear action plan for increasing 
gender diversity at every level of our business. The 
strategy includes a number of targeted interventions to 
improve female representation, as well as a strong focus 
on culture and behaviours. 

Our plan includes steps to ensure all our processes are 
without bias, a review of our family-friendly policies to 
support colleagues with their caring responsibilities, active 
monitoring of our female talent pipeline, steps to recruit a 
more diverse workforce, and actions to make our working 
environments and facilities more inclusive and accessible 
to all. 

We are also monitoring our gender pay gap data on a more 
regular basis. The reporting of statutory pay gap data is 
always lagging – when data is published in March, it is 
information relating to a snapshot date in March of the 
previous year. It also means that the snapshot date for 
the data that will be reported in the following year has 
already taken place as we publish this report, and that we 
have lost the ability to effect any meaningful change. Our 
Infrastructure Management Team are now monitoring data 
on a quarterly basis using an insightful Power BI report, 
which enables greater transparency and analysis of data at 
a much more granular level. This enables us to take timely 
and relevant action where needed and have a positive 
impact on our business going forward.
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Our commitment to reducing the gender pay gap  
at Morgan Sindall Infrastructure

Statutory disclosures
Morgan Sindall Infrastructure is part of the legal entity Morgan 
Sindall Construction & Infrastructure Ltd, which is part of the 
Morgan Sindall Group. The statutory disclosure of combined pay 
gap data for Morgan Sindall Construction & Infrastructure Ltd can 
be found on the  Morgan Sindall Group website.

For more information on the gender pay gap at  
Morgan Sindall Infrastructure, please contact :

Clara Wicks 
Inclusion Manager  
clara.wicks@morgansindall.com

Additional information on gender pay gaps can also  
be found at:

• https://archive.acas.org.uk/genderpay

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

• https://equalities.blog.gov.uk/category/gender-pay-gap/

https://www.morgansindall.com/
mailto:clara.wicks%40morgansindall.com?subject=
https://www.acas.org.uk/gender-pay-gap-reporting
https://gender-pay-gap.service.gov.uk/
https://equalities.blog.gov.uk/category/gender-pay-gap/

