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Introduction
Liberty is committed to attracting and 
developing our people. It is good 
news that the overall number of female 
colleagues have increased at Liberty 
and our gender pay gap has narrowed 
in comparison to previous year. 

We care about all employees and 
we recognise and reward them for 
doing the right thing – working in 
the right way and delivering smart 
improvements for clients and their 
customers. We are committed to 
equality, diversity and inclusion and 
paying everyone fairly based on the 
roles they do. We review pay on regular 
basis and I am confident that our 
gender pay gap stems from gender 
imbalance prevalent in the sector. 

We are aware that there is no quick fix 
to reducing gender pay gap.  
We are working hard, playing our part 
in attracting more women into the 
sector. In addition, we are creating 
opportunities across all roles for 
our existing colleagues as well as 
attracting new female staff through 
apprenticeships, initiatives and 
partnership working. 

Continuous improvement is important; 
it’s how we become smarter and 
better. We can’t do that without the 
involvement and representation of 
everyone.

In this report we detail the gender pay 
gap at Liberty. This has been calculated 
and defined to be in line with The 
Equality Act 2010 (Gender Pay Gap 
Information) Regulations 2017.

Gender pay gap, and equal pay are 
not the same. 

Equal pay means that men and women 
who carry out the same or similar jobs; 
or work that is of equal value, are paid 
the same.

The gender pay gap shows the 
difference in average pay between 
men and women based on their sex.  
It does not mean that we pay women 
less for doing the same work. 

Gender pay gap can be impacted by a 
range of complex cultural, educational 
and industrial factors many of which 
are outside of Liberty’s control.

In this report we set out our current 
position and the steps we are taking  
to narrow our gender pay gap.

Accuracy statement
I confirm the gender pay gap data 
contained in this report is accurate and 
has been produced in accordance with 
the regulations.

Ray Jones
Group Managing Director 
Liberty

Foreword



Liberty has worked hard throughout the year to make improvements to the gender pay gap.  
And we are pleased to see a reduction in our mean gender pay gap by 2.9% and a reduction  
of 8.6% in our median pay gap.
Our current mean and median gender pay gap figures are shown below.
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.

What’s our gender pay gap?

mean

25.38%

median

29.97%

1 2 3 4 5

The difference in hourly pay  
between men and women

Women’s hourly rate is:
25.38% lower than men’s (mean)

29.97% lower than men’s (median)

What is our workforce gender split? 
During the snapshot window, our workforce comprised of –
We are pleased with changes to our gender profile, the 
percentage of our female workforce has increased by  
6% compared to the previous year. We recognise there is 
still a lot of work to do, the increase is encouraging.

Women
19.2%

Men
80.8%

Who received bonus pay?
The split between who receives bonus is positive when 
compared with the overall gender split.  This reflects the 
move towards greater gender balance in the workplace and 
across the business. of men

16.42%
Bonus received

of women
11.24%

Rewards Package
The total reward package paid to Liberty staff is made up 
of a blend of bonus and base salary. This varies depending 
on nature of their role, some positions receive incentives to 
drive productivity and business performance.

Not all roles in Liberty are eligible for bonus payment.

Male Female

lower (mean)
46.32%

lower (median)
22.52%
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93.29% Upper 6.71%

93.33% Upper 
Middle 6.67%

78% Lower 
Middle 22%

51.01% Lower 48.99%

Pay 
quartiles

Pay quartiles by gender 
The chart on the right shows the gender split when we 
rank hourly rate of pay from highest to lowest and split the 
workforce into four equal quartiles.

We have seen an improvement in the balance in pay quartiles 
compared to last year.  However we recognise that there is 
still a lot of work to do, specifically in the upper and upper 
middle quartiles.

What are the challenges we face? 
The property services sector traditionally attracts significantly less women than men. This creates 
gender imbalance which runs across all levels of the business. The majority of women working at 
Liberty, with a few exceptions, work in administration and business support roles which attract lower 
salaries when compared to skilled trade roles and managerial positions.

We are confident that gender pay gap at Liberty exists because of the roles in which men and women 
work within the business and the salaries these roles attract. We are determined to make skilled trade 
roles and management positions more attractive to women to bring about a real change.

The figures set out above have been calculated using the 
standard methodologies used in the Equality Act 2010  
(Gender Pay Gap Information) Regulations 2017.

Our vision
In working to close the gap we will develop a ‘a truly inclusive culture’ where all people thrive.

This will be driven with support from colleagues across the business who champion diversity 
no matter where they work, what they do or at what level. We will deepen our focus on our 
recruitment strategies, development and retention strategies that do not deter women from 
excelling within our business, to create an environment that embraces gender balance.

How are we addressing the pay gap?
We’re taking positive steps to create a more balanced workforce in order to close the  
gender pay gap. 

• We offer a range of apprenticeships across the business   
• Working with clients and partners to raise profile of the construction industry as  

an attractive career choice for women  
• We are a real living wage employer 
• We offer flexibility working and  family friendly policies and practices  
• We are investing in our people through learning and development with  

a view to increase number of women in managerial roles 
• We regulatory review and benchmark our pay to remain competitive   
• We are taking positive steps to attract more women into the industry   
• We are placing Equality, Diversity and Inclusion at the heart of all we do   


