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Introduction
This report details the gender pay gap 
reporting requirements covered under 
The Equality Act 2010 (Gender Pay Gap 
Information) Regulations 2017.  
The regulations require companies with  
more than 250 employees to publish 
information on their gender pay gap.

There is a statutory formula for calculating 
gender pay gap, which is always 
expressed as a percentage. 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.

The gender pay gap should not be 
confused with equal pay, as the two are 
not the same. Equal pay relates to the pay 
of the individual and the law requires that 
men and women who carry out the same 
jobs, similar jobs or work of equal value 
must not be paid differently because of 
their gender. Gender pay can also be 

impacted by a range of cultural, sectoral 
and educational issues which are external 
to the organisation. 

The following 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.

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

Liberty Group is committed to developing a talent 
pipeline and workforce that receives fair treatment 
and reward irrespective of gender.  

We acknowledge that we have a greater 
proportion of males across our business, including 
senior roles, which is a contributing factor to 
the gender pay gap, but we will work tirelessly 
to reduce this gap and drive forward the many 
initiatives listed within this report.   

We will embed our people strategy and our 
values and continue to focus upon our inclusive 
and diverse recruitment campaigns to achieve a 
gender balanced workforce of tomorrow.

Foreword



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 shown here and 
are based on the hourly rate of pay as at 
5th April 2018.

During the reporting period Liberty Group 
did not pay any bonuses 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.

The difference in hourly pay 
between men and women:

mean

median

28.32%

38.53%
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What’s our gender pay gap?

mean
28.32%
median
38.53%



93.28% Upper 6.72%

94.74% Upper 
Middle 5.26%

81.95% Lower 
Middle 18.05%

42.86% Lower 57.14%

Pay 
quartiles

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

What’s causing our gender pay gap?  
It is widely acknowledged that this sector 
faces challenges in attracting females.  
There is a particular challenge in attracting 
women with the right skills and knowledge 
into senior roles, which in turn has the 
consequence that there are not enough  
women in senior positions to act as role 
models to other women.

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.

12.91%87.09%

What is our workforce  
gender split? 
During 2018/19, our workforce 
comprised of –

Females:
12.91%

Males:
87.09%



How are we addressing the pay gap?
We know that we must continue to build on our approach to all forms of diversity 
including gender. Our Action plan of activities is aimed at being an equal pay employer 
and take positive steps to engage females into the business:

• Apprenticeships – Our new Liberate 
Academy had a successful first year 
and continues to deliver training across 
the industry. Liberate offers a wealth 
of training opportunities to operatives 
from businesses up and down the 
country. We will continue to embed the 
Liberate Academy within the business 
whilst identifying development 
opportunities for all employees.  

• Living Wage Employer – We have 
committed to paying the ‘Real Living 
Wage’ rate whilst we are 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 continue 
to develop 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. 

 We will continue to focus on 
development opportunities across the 
business to allow all employees to fulfil 
their potential.

• 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 Managing Director 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. 



Statement
We recognise that we have a lot of 
work to do before we are the gender 
balanced organisation we strive to 
be, but we are more determined 
than ever and will increase our efforts 
to achieve this. We want not only to 
increase females in senior positions 
but right across our workforce. We 
offer so many varied and interesting 
roles, the opportunities are there, we 
now need to use collective efforts 
with colleagues and partners to 
stimulate interest and promote these.  
We are committed and have the 
energy and drive to achieve this. 

Karen Sloan
Managing Director  
(Gas Maintenance)

Our vision
In working to close the gap we will 
develop a culture where different 
perspectives thrive. 

This will be driven with support from 
colleagues across the organisation 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 
organisation, to create an environment 
that embraces gender balance. 


