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Closing the gender pay gap is a challenge we are 
determined to rise to. It is a problem we see as blighting 
not only our business and our sector, but the wider 
economy.  

In recent years, we have worked hard to drive inclusion 
up the agenda, and to deliver real change that impacts 
positively on our people’s lives and helps close the gap. 

We’ve nailed our flex-friendly colours firmly to the mast 
and have introduced numerous industry leading, family 
friendly and gender neutral policies. 

But despite our best intentions, progress has proven 
painfully slow, as the figures revealed in this report go to 
confirm. 

Quite simply, this does not sit well with us. 

But, as with any challenge, we will persist. 

We will continue to focus on supporting women to thrive 
through training, career development and mentoring. 

We will review our approach and continue to take all and 
every action in our power to close the gap. 

But to truly make swift, profound and lasting change, we 
need collaboration both across our industry and with 
government to shift the dial. 

We are more than ready to lean in, learn and 
contribute, and we look forward to the day this 
problem is solved once and for all.

Paul Hamer 
Chief Executive

We enjoy taking on challenges others might shy away from, 
and in doing so help push the boundaries of the possible.  
It takes vision. It takes expertise. And it takes persistence. 

At Sir Robert McAlpine, we pride 
ourselves on being problem solvers. 

We will keep on learning, mindful of the fact that 
gender is not a binary construct, working with our 
Gender Equality and LBTQ+ Affinity Networks to 
drive inclusive and meaningful change.
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Developing tomorrow’s 
leaders
A strong pipeline of future female leaders is  
being recruited and developed across the 
business. We operate mentoring programmes 
targeting females with potential to progress 
to more senior roles as part of our talent 
management and succession planning.  

Championing women leaders 
We have developed a strong relationship with 
the Women Leaders Association (WLA) and 
are headline sponsor of its annual conference. 
An inspiring event designed to support the 
development of female leaders and enhance 
business performance, the conference provides 
an opportunity to champion change in our 
sector and to help lead the way  
for women. 

Progress in a period of change

As well as providing transparency on our gender pay details, this 
report is designed to offer an update on the progress we have made 
on inclusion during a period defined by the Covid-19 pandemic.

We promote agile and flexible working, including 
on our sites, where this has traditionally been 
viewed as difficult to implement. This aligns with 
our progressive family friendly policies which, as 
a family business, form part of our culture. 

 
 
 

Our family leave policy offers a truly gender-
neutral approach. We also operate a gender-
neutral approach to recruitment and work with 
our Employee Network and Affinity Groups to 
identify specific barriers to women joining and 
progressing within our business and actions we 
can take to address this. You can find out more 
on the pages which follow.

“ We’ve made lots of great progress 
on the inclusion agenda, though I 
recognise this is a marathon and not 
a sprint and there is clearly a long 
way to go.  I am totally committed 
to addressing both the gender and 
ethnicity pay gaps. Sir Robert McAlpine 
intends to work across our sector, 
alongside government to address 
these issues once and for all.” 

Karen Brookes, Director of People & In
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Podcast shares women’s  
experiences in construction       
Our regular Beyond 1% Podcast highlights the real 
experiences of women in construction, putting faces 
and voices to those working both on and off site.

By sharing their stories, we hope to empower and 
educate, as well as highlighting the many opportunities 
open to women in our industry. 

The podcast has helped showcase the successful 
women already working on our sites in roles traditionally 
perceived as male. 

Listen here.

Gender-neutral recruitment  
We use gender-neutral CVs in our recruitment process  
and work with our Employee Network and Affinity  
Groups to identify specific barriers to women joining  
and progressing within our business and actions we  
can take to address this. 

This policy has been implemented for our Graduate 
Scheme Recruitment, with recruitment managers 
provided with gender, university and location blind CVs. 
We continue to discuss and review policies to ensure an 
increase in the diversity of our graduates.

Our resourcing team work closely with our Social Value 
Managers to ensure we are sourcing our early careers 
talent from as diverse a pool as possible, targeting 
underrepresented groups. 

In 2020 we partnered with a number of organisations 
including Not Going to Uni and GradTracker, to help us 
attract talent from a range of backgrounds. We look to 
develop this approach further in the year ahead.
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2018

3 Female

26 Male

Intake: 29

2019

1 Female

13 Male

Intake: 14

2020

5 Female

11 Male

Intake: 16

2021

5 Female

16 Male

Intake: 21

23%

77%

31%

69%

7%

93%

10%

90%

https://www.srm.com/beyond-one-percent-campaign/


To Affinity and beyond 
Our seven Affinity Networks represent a cornerstone of 
our Inclusion Strategy. Designed to provide a platform for 
all our people, the networks help make sure everyone, 
regardless of their background, beliefs, age or lifestyle 
has a voice and can contribute. That diversity brings 
great strength to our business. 

The group has three aims: 

•  To influence policies, working practices and culture 
at Sir Robert MCAlpine to ensure that people of all 
genders are treated fairly, feel included and are 
respected. 

•  To understand how we can appeal to 
underrepresented genders, to encourage talented 
people into the industry regardless of gender. The 
group also focuses on retention and progression of all 
genders within the company. 

•  To increase the number of underrepresented 
genders in the construction workforce, focusing on 
traditionally gender-stereotyped roles.

 

Our Gender Equality Affinity 
Group is helping us drive the 
change needed to ensure  
greater gender parity both in 
terms of representation and  
pay within our industry. 



Flex from day one 
Allowing everyone the flexibility to adjust their work 
to suit their life circumstances is the path to greater 
inclusion. 

We know that as well as being good for people and 
businesses, a healthy work-life balance is better for 
people’s wellbeing – a major issue in our sector. 

It’s why we offer everyone the chance to request 
flexible working from day one. 

And it’s why we’ve been championing the Flex 
Appeal campaign, advocating flexible working for all, 
for the past two years.

Our most recent initiative in conjunction with  
Flex Appeal, saw the release of “Flexonomics:  
The economic and fiscal logic of flexible working”. 
The report is a first of its kind, in-depth study, 
highlighting the economic benefits of flexible 
working to the UK economy.  Read it here. 

 
 
At the same time, we have been on our own journey 
to introduce flexible and agile working measures. 

In collaboration with consultancy Timewise, we 
conducted an audit to assess our current flex 
practices. 

Now, with input from our 
project teams, our Affinity 
Networks, and our  
Employee Network, we will 
be putting an action plan  
together to implement the  
recommendations from 
Timewise. 
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“ I believe that offering everyone a working  
environment in which they can thrive and  
be their best through flexible working can  
help pave the way to greater inclusion,  
diversity and the much-needed reduction  
of the gender pay gap.” Lynda Thwaite, Group Director Marke
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https://www.srm.com/news-and-comment/flexonomics-report/


Inclusive family leave 
We operate an inclusive family leave policy so that whatever your gender 
or sexual orientation, and whichever way your family grows (birth, 
adoption or surrogacy), you are entitled to the same amount of leave. 

“Sir Robert MᶜAlpine’s paternity 
leave offering has been fantastic.  
It shows how important family 
values are at Sir Robert MᶜAlpine.” 
Anthony Trainor, Building Services Engineer

“My daughter was born in April and 
I was immediately able to spend 
quality time with the family.  
I was then able to take more family 
leave in August and have some left 
to use before a year is up. The fact 
the policy applies for the next  
two years as well is an  
exceptional benefit and  
yet absolutely in  
keeping with the value  
that Sir Robert MᶜAlpine  
places on family.” 

Gareth Parkes - Head of Data and Ana
lytic
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Listening to feedback
Every month our confidential online survey, SRM Pulse, 
gives our people the chance to feed back on what it’s like 
to work with us.

Encouragingly, when it comes to ‘equality’, our people 
feel that people from all backgrounds are treated fairly, 
that we have the measures in place to provide equal 
opportunities, and that we actively work to prevent 
discrimination.

We won’t rest on our laurels, and we will continue 
listening to our people to drive the changes we need to 
become as inclusive as possible.

Employees provide  
essential check
Our Employee Network has a powerful role to play 
in ensuring we deliver on our inclusion ambitions. 
Made up of elected representatives from across the 
business, the network provides a direct route back to 
senior management for our people’s ideas, views, and 
suggestions for how we can improve as a business. 
They are also there to act as a sounding board for the 
Executive Leadership Team, providing open and honest 
feedback on any proposed changes or operational 
matters, such as new working practices.
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“ Our proudest achievement in the last 12 months  
was successfully advocating for a revision in the  
company’s family leave policy. A change saw it  
become gender specific, with different rules applying 
to each gender. After consultation and discussions 
with the Executive Leadership Team, the policy  
was permanently changed to be an inclusive  
gender-neutral policy.”

Claire M
ullen, Gender Equality Network C
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This shows the mean and median difference in the fixed hourly earnings 
between men and women who work for  
Sir Robert McAlpine Ltd as at April 5th 2021. 

Our gender pay details at a glance

25.9% -9.8%30.4% -107.6%

Mean Gender  
Pay Gap

Mean Gender  
Bonus Gap

Median Gender  
Pay Gap

Median Gender  
Bonus Gap

Pay Gap

Female  
SRM  
Board  
Members

Proportion of Staff Receiving a Bonus

Bonus Gap

This shows the difference between the bonus payments made to 
relevant men and women in the year 2021.

This shows the proportion of men and women who
received a bonus in the 2021 financial year.

2 12.5% 8.7%

 The gender pay gap is the 
percentage difference between 
the average pay of all men and all 
women within an organisation.

For more details visit the  
GOV.UK website.

In terms of our Gender Pay Gap and quartiles, our figures have remained  
broadly the same compared with the previous reporting period. 

We have seen a 1% reduction in the mean gender pay gap. This was achieved against the backdrop 
of a very difficult year because of the pandemic. We recognise that this is slow progress, but it is at 

least heading in the right direction.

Our figures show a reverse pay gap for bonus payments in the period, with females, on average, 
receiving larger bonuses than males, albeit the number of bonus payments made was half what it 

was the previous year, again due to the pandemic and associated financial pressures.

https://www.gov.uk/government/collections/gender-pay-gap-reporting


This shows the mean and median pay gap for each pay quartile band. In the lowest pay quartile 
for example, the mean gender pay gap is 6% and the median pay gap is 9.6%.

Our gender pay details at a glance 

Pay Quartile Bands

Minimum to 
Lower Quartile

TOTAL

Lower Quartile 
to Median

TOTAL

517

517

152

99

29.4%

19.1%

70.6%

80.9%

365

418

=

=

Median to  
Upper Quartile

TOTAL

517

61
11.8%

88.2%
456
=

Upper Quartile 
to Maximum

TOTAL

517

47
9.1%

90.9%
470
=

Mean gap Median gap

6.0% 2.7% 0.9% 3.8% -1.2%

7.0% 1.3%9.6%

Quartile Differences
Minimum to Lower Quartile Lower Quartile to Median Median to Upper Quartile Upper Quartile to Maximum

This shows the 
proportions of 
men and women 
employed by Sir 
Robert McAlpine Ltd 
in the lower, lower 
middle, upper middle 
and upper quartile 
pay bands.
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Sir Robert MᶜAlpine Ltd 
Eaton Court  |  Maylands Avenue  |  Hemel Hempstead 
Hertfordshire  |  HP2 7TR

+44 (0) 333 566 3444 
information@srm.com

www.srm.com

Proudly building 
Britain’s future heritage

WeAreMcAlpine Sir Robert McAlpine WeAreMcAlpine 


