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1. Introduc+on  

At UK Power Solutions Limited (“UKPS”), we value diversity and believe in providing equal 
opportunity in our business.  We welcome the introduction of gender pay gap reporting and 
what it sets out to achieve: transparency and change.  As a business, we understand why 
we have a gender pay gap; historically the utilities, energy and construction sectors have 
attracted a predominantly male workforce which means that the majority of the senior roles 
within our business are currently occupied by men.  However, we remain committed to 
improving our gender balance and this is reflected in the fact that within the last twelve 
months, we have recruited two women into senior management positions within our 
Construction and Operations Department and are actively encouraging women into the 
industry through our entry level training and development programmes and graduate 
recruitment. 

2. What is the Gender Pay Gap? 

Whilst both equal pay and the gender pay gap deal with the disparity in pay women receive 
in the workplace, they are two different issues.  Equal pay is about men and women being 
paid equally for performing equal work, as set out in the Equality Act 2010.  The gender pay 
gap is a measure of the difference in average earnings of men and women across the 
organisation taking into account basic salary and bonus/commission earnings, expressed as 
percentage of average male earnings.  Gender pay gap reporting is a legal requirement in 
the UK and increasing gender pay gap transparency is an important principle that UKPS is 
committed to.

3. Legisla+ve Requirements 

Regulations introduced in 2017 require all employers in the UK with 250 or more employees  
on a specified “snapshot date” to publish annually specific gender pay gap measures:

(i) mean and median gender pay gap;
(ii) mean and median gender bonus/commission gap;
(iii) proportion of males and females receiving a bonus/commission payment; and
(iv) proportion of males and females by quartile pay band.

Our snapshot date for the purposes of this report is 5th April 2019.

4. Workforce Profile   

As at the 5th April 2019, the total headcount in UKPS was 263 employees with the gender 
split provided below.   
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Male 80.2% Female 19.8%

Our workforce population has traditionally been male dominated due to the nature of our 
business and the services we provide.  UKPS ensure that all job advertisements are not 
gender biased in any way and encourage all individuals to apply for employment.  We 
operate an Equality and Diversity Policy with the aim of build a diverse workforce. 

5. What is our Gender Pay Gap at UKPS? 

5.1 Mean Gender Pay Gap 

The mean gender pay gap is the difference in average hourly rates of pay that male and 
female employees receive.  This gives an overall indication of the gender pay gap by taking 
all hourly rates of pay and dividing by the total number of people in scope.

     

5.2 Median Gender Pay Gap 

The median gender pay gap shows the difference in the midpoint of the ranges of hourly 
rates of pay for men and women by ordering individual rates of pay from lowest to highest 
and comparing the middle value.

*Source: ONS (29 October 2019) 

5.3 Mean Bonus Gender Pay Gap 

UKPS Mean National Average

29.58% 16.2%*

UKPS Median National Average

33.56% 17.3%*
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The mean bonus gender pay gap is the difference in average bonus pay that male and 
female employees receive. It is calculated over a 12-month period. 

5.4 Median Bonus Gender Pay Gap 

The median bonus gender pay gap shows the difference in the midpoint of the ranges of 
bonuses paid to men and women by ordering individual bonuses from lowest to highest and 
comparing the middle value.

** rela%ve na%onal sta%s%cs are not available in respect of the Mean Bonus Gender Pay Gap 

5.5 Propor+on of Males and Females receiving a Bonus 
 
 

Males receiving a bonus: 15.76% Females receiving a bonus: 6.25%

5.6 Propor+on of Males and Females by Pay Quar+le 
                             

                                             

UKPS Mean**

93.98%

UKPS Median**

54.55%
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PAY QUARTILES
90%       Top                  10%
95%       Upper Middle   5%
86%       Lower Middle   14%
52%       Lower            48%



The distribution of men and women is shown in the pay quartiles which are calculated by 
splitting the workforce into four equal sized bands based on hourly pay, from highest to 
lowest.  The percentage of men and women is calculated for each band.  As 80% of our total 
workforce is male, it is to be expected that men dominate in all quartiles.  We are pleased to 
see women represented in all quartiles but would like to see the proportions in the top and 
upper middle quartiles more closely reflect the overall gender profile of our business, as well 
as an increase in the overall percentage of women in the business. 

6.0 Understanding UKPS Gender Pay Gap 

The gender pay gap at UKPS is above the national average and currently sits at 29.58%. 
UKPS have a higher proportion of men in all quartiles of our business, including at more 
senior levels within the organisation and in higher skilled and higher paid roles, all of which 
is typical of the utilities sector.  A significant factor that is causing a difference in median pay 
between men and women is due to occupational segregation.  Occupational segregation is 
the distribution of workers across and within an occupation based upon demographic 
characteristics, in this case, it would be gender.  Some sectors are more appealing to 
different demographics and this is a challenge for UKPS and indeed within science, 
technology, engineering and mathematics (“STEM”) related industries generally. 

If our pay quartiles were to proportionately reflect the number of men and women in UKPS, 
each quartile would contain 80% men and 20% women.  Currently, the lower quartile 
contains a significantly disproportionate number of women.  We believe that this is due to a 
variety of factors, but mostly because a large number of the roles within the lower quartile 
are office-based administrative roles and these typically attract more women than our site-
based technical or operational roles, which fall into higher pay quartiles.  This is not unique 
to UKPS, but is seen across the industry as there is a significant skills shortage among 
women to fulfill the requirements of our operational and technical roles.  In addition, typically 
these roles attract less women applicants. 

However, we have recently recruited several women into mid to senior level roles in 
traditionally male dominated departments, including Project Management and Resources.  
We also actively encourage internal movement within departments and are hoping that this 
year we will see some women who have joined UKPS without any utilities industry 
knowledge make the transition from administrative roles into areas such as Project 
Management or Civils Supervision. 

Overall, our analysis supports the view that under representation of women in highly skilled 
and highly paid roles is a key reason for the gender pay gap.  Whilst we do have a female 
presence in our top quartile, we will continue to focus our efforts on ensuring men and 
women are more proportionately represented at all levels in our business. 

7.0 Taking Ac+on – How Can We Close our Gap?

UKPS acknowledges that there is no instant resolution to fix the gender pay gap, however, 
the organisation is committed to implementing a series of measures now with a long-term 
focus to promote a diverse and comprehensive workforce. 
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We will review how we aXract and recruit to increase the number of women joining the business.  
We are doing this by: 

(i) evolving our recruitment processes to eliminate unconscious bias; 
(ii) committing to recruitment shortlists which have diverse candidates for all roles;
(iii) putting the spotlight on our female ambassadors to help inspire and attract talent; and
(iv) reviewing our approach to flexible working to enable job sharing and different working 

patterns where possible.

We will focus on how we aXract more women into the industry from entry level and enable them 
to progress through structured training and development programmes.  We are doing this by: 

(i) our training and development programmes which we utilise to bring women into the 
industry at entry level, with the aspiration to provide them with the skills and experience 
to progress to 

senior positions within UKPS.  These are a two-year Graduate Programme within Estimating 
and Design and a two-year Assistant Project Management Programme in Construction.  For 
2019, 25% of our graduate intake was female and 20% of our current Assistant Project 
Managers are female.  We are committed to increasing these percentages over the coming 
years as these programmes are a highly effective way of reducing the skills shortage among 
women for technical and operational roles, as well as increasing the overall number of 
women in the utilities industry.

We will develop female role models in the business to inspire our employees and demonstrate an 
inclusive culture.  We are doing this by: 

(i) identifying key individuals in the teams who can act as a career mentor and support 
other females’ development and career progression; and

(ii) changing the view of stereotypes in the utilities industry and promoting female success 
across the business. 

8.0 Conclusion 

At UKPS, we are continually striving to create an inclusive culture that encourages 
collaboration and diversity.  

Although female representation is growing at UKPS, we still have high proportions of women 
in more junior, lower paid roles, and a higher proportion of men in senior, higher paid roles.  
This issue does stem from wider societal issues, including lack of female choice of STEM 
subjects in education and related careers.  While fundamental change is a long process, we 
are working hard to reduce our gender pay gap by encouraging more women to work in the 
utilities industry and choose UKPS to develop their career.

As a business, we have already put measures in place to close our gender pay gap and we 
are confident that at UKPS, men and women across the organisation are paid equally for 
doing the same job. Succession planning and talent development activities are also 
underway with a key focus on getting more women onto our training and development 
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programmes and creating opportunities for women to transition from administrative roles into 
more technical or operational roles.  Finally, we are committed to a recruitment and selection 
process that is not gender biased to encourage more women into the utilities industry.  It is 
important that we break down barriers for female employees and create a workplace culture 
of diversity and opportunity for all. 

Whilst we do have some work to do to reduce our gap, we are happy with our progress so 
far and acknowledge the steps that we have taken are positive and have contributed to our 
figures.  We recognise that there is still work to be done and are working to create a flexible 
and diverse culture that is open to change.  At UKPS we recognise the importance of gender 
pay gap reporting and will strive to succeed in reducing our gender pay gap; inclusion and 
diversity creates innovation and creativity that ultimately drives business performance. 
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