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My team and I will address 
the current issues via a range 
of actions to help improve 
gender diversity throughout the 
organisation.  These actions will 
underpin our People Strategy.

  

We appreciate that improving 
on our gender balance will 
take time and require sustained 
focus over the long-term and 
we are committed to this. 

Derek Corbishley
Managing Director

Foreword

Headline gender pay gap figures
Gender pay reporting legislation (The Equality Act 
2010, Gender Pay Gap Information Regulations 2017) 
requires Liberty Group to calculate and publish its 
gender pay gap. 

There is a statutory formula for calculating gender 
pay gap and there are no adjustments to account for 
different roles or skills.  It does not mean that women 
are paid less for doing the same work. It highlights the 
difference between pay of women and men purely 
based on gender. 

Liberty Group figures are provided in the charts  
below and are based on hourly rate of pay as at  
5th April 2017.  Note: Liberty Group does not pay  
any bonus as defined in the Equality Act 2010  
(Gender Pay Information) Regulations 2017.

The mean pay gap  
is the difference between average hourly 
earnings of men and women.

The median pay gap  
is the difference between the midpoints in the 
ranges of hourly earnings of men and women. 
It takes all salaries in the sample, lines them up 
in order from lowest to highest, and picks the  
middle-most salary.
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Pay quartiles by gender 
The chart below shows the gender split when we order hourly rate of pay from highest to lowest and 
group into four equal quartiles.

*The figures set out above have been calculated using the standard 
methodologies used in the Equality Act 2010 (Gender Pay Gap Information) 
Regulations 2017.
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What are the underlying causes of our gender pay gap? 
Liberty Group is committed to equality and diversity 
and to fair treatment of all employees, regardless 
of sex, race, religion or belief, age, marriage or civil 
partnership, pregnancy/maternity, sexual orientation, 
gender reassignment or disability.  We have a clear 
policy of paying employees equally for the same or 
equivalent work, regardless of their sex (or any other 
characteristic set out above). 

We are confident that our gender pay gap does not 
stem from paying men and women differently for the 
same or equivalent work.  Rather our gender pay gap 
is the result of the roles in which men and women 
work within the organisation and the salaries that 
these roles attract. This is reflected across the UK 
economy as a whole.

The vast majority of organisations have a gender 
pay gap, the mean gender pay gap for the whole 
economy, according to the October 2017 Office for 
National Statistics (ONS) Annual Survey of Hours 
and Earnings (ASHE) figures) is 17.4%. 

The median gender pay gap for the whole economy, 
according to the October 2017 ONS ASHE figures) 
is 18.4%. 



How are we addressing the pay gap?
We know that we must continue to be proactive 
in our approach to all forms of diversity including 
gender and our road map of activity in this regard 
has already commenced:

• Apprenticeships – Launch of a new state-of-
the-art academy (Liberate Academy) in March 
2018, which we hope will have a major impact 
on training across the industry. Liberate will offer 
a wealth of training opportunities to operatives 
from businesses up and down the country, 
including Liberty Group staff.  The apprenticeship 
programme also provides an opportunity for 
existing staff to re-train. 

• Living Wage Employer – We are proud to be 
working towards accreditation as a Living Wage 
employer, ensuring that employees in lower paid 
roles are receiving higher pay as recommended 
by the Living Wage Foundation. 

• Flexible Working Practices – The organisation 
has a suite of comprehensive policies and 
procedures in place to support staff, ensuring 
that flexible working arrangements are in place 
and a robust support system for staff with caring 
responsibilities or experiencing major life events 
across all sections of the workforce. 

• Learning and Development – Our Learning 
and Development team is committed to 
supporting the development of all staff, no 
matter who they are or where they work in the 
organisation.  The team are developing bespoke 
interventions and e-learning to support staff 
development. The organisation also seeks to 
enhance its leadership capability and is currently 
doing this through the implementation of a new 
Leadership Development Programme.

• Women in Management – This is an area 
where we want to make a real impact and 
seek to increase the number of women in 
operational management roles and allow for 
natural progression for female staff into senior 
management positions. Championing this area of 
development is our recently appointed female 
COO to the Senior Management Team.

• Review and Monitoring of pay and benefits – 
A project has commenced to review pay and 
remuneration across the organisation. This work 
will focus on the following areas:

 – Reward (base pay structures) 
 – Recognition
 – Job Design / Job Families
 – Career Paths 

• Recruitment – We aim to recruit from the 
widest possible talent pool. We are working 
with specialist recruitment agencies to promote 
diversity and to ensure that the language in job 
adverts is gender neutral; to develop diverse 
candidate lists for jobs; and to understand the 
importance of interviewing people with diverse 
panels in order to avoid unconscious biases.  

We aim to have a culture that welcomes 
diversity, and whereby we attract and retain 
colleagues which assist the Group in its growth 
strategy. This will enable us to utilise all the 
relevant skills and experiences of our people; 
benefiting colleagues, customers and representing 
the society in which we live and work.  
By achieving these objectives we will enhance 
our current reward offering to staff.

Statement
As Liberty Group’s most senior female employee 
I am committed to supporting and championing all 
aspects of gender equality in our business, at every 
level, in order to ensure our workforce is truly 
diverse and inclusive, and our culture continues to 
be open, collaborative and respectful.   In doing this 
Liberty Group aims to ensure women are not only 
better represented within the business, but most 
importantly supported throughout their careers here.

The Gender Pay Gap report sets out our current 
position and the active steps we are taking to achieve 
the aims I have set out above. I confirm that the 
information in this statement is accurate and in line 
with the government reporting regulations.

Karen Sloan
Chief Operating Officer


