Our Gender Pay
Gap Report 2019, 2020 & 2021
BAM is committed to diversity, fairness, inclusion and
respect and to reducing our gender pay gap.
BAM Construct UK Ltd continues to be committed to developing
a workforce that reflects the diversity of our customer base
and the communities in which we operate and we know we
need to make more progress, more quickly. Our gender pay
gap is not acceptable and whilst this continues to be an issue
across our wider industry, our attempts to close this gap in
recent years have not delivered improvements fast enough.

What pay is used to
calculate this?
Pay is defined in the Regulations
and includes:

This report outlines some of the steps we have taken and are continuing to
take in order to support more diversity within our business and a culture of
inclusivity which supports everyone to thrive and make BAM a great place to
work and a place where you can develop your career. But we need to take further
steps to make the change.
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Specifically, to make progress we must address the structural issues within the
industry and our business and appoint more women into more senior operational
roles, we must create a pipeline of talent which has women represented within this
and we must develop, support and retain all staff, including women within
our business.
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Achieving this change and becoming the company that reflects the society we
serve requires leadership from all senior managers across the business. Myself and
the rest of the Board are working closely with our senior management teams in
order to drive this change at both Company and business unit level.
Whilst I am pleased with some of the achievements we have made, such as
increasing the overall numbers of women being recruited in both experienced
and early career roles and to see these efforts beginning to translate into small
improvements in our pay gap to the year 2020, our 2021 figures are disappointing.
Whilst these figures will have been affected by the impact on our business of the
COVID 19 pandemic, this only serves to demonstrate how much focus needs to be
given to ensuring our continued progress.
Every company in our sector has the same challenge, and our sector is one of many
also facing this complex challenge but that is no excuse. We have to change as a
business and as a society and we are determined to play our part.

James Wimpenny, Chief Executive, BAM Construct UK Ltd

What is gender pay gap reporting?
From 2017, the Equality Act 2010 (Gender Pay Gap Information) Regulations
2017 require any UK organisation employing 250 or more employees to publicly
report its gender pay gap. The gender pay gap is the difference in the average
earnings (measured using the mean and median) between all men and women in
an organisation regardless of the roles they undertake. Gender pay gap reporting
is not about equal pay. Equal pay concerns differences in the actual earnings of
men and women performing work of equal value.
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Bonus pay

Car allowance
(company cars
are not included)

Our gender pay gap data
Data collected
5 April 2019, 5 April 2020 & 5 April 2021
Workforce
1458

5 April 2021

1591

5 April 2020

1646

5 April 2019

Analysis by business sector
BAM Construct UK is made up of a number of business units,
including a facilities management business, BAM FM. BAM
FM is a service based business and comprises over a third of
our total employees. While this part of the business has a
better gender balance, the average rate of pay in this business
unit is significantly lower than the average rate of pay in our
construction business. This has an impact on BAM Construct
UK’s overall mean and median pay and bonus gap figures.
The figures below show the profile for our FM business only

BAM FM mean gender pay gap
5 April 2021
5 April 2020
5 April 2019
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We operate in an industry that has a historical gender
imbalance with significant under representation of women
in the industry. This is also true for BAM Construct UK within
our construction business and to a lesser extent our Facilities
Management business. This under representation of women in
our business, especially in more highly paid and senior roles, is
the primary cause of our gender pay gap.
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BAM FM median gender pay gap

The figures below show the profile for BAM Construct UK
excluding FM.
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BAM Construct UK Ltd Pay quartiles
When we divide our employees into four equal sized quartiles from lowest to highest paid, it shows that men outnumber women in
all but the lower quartile of our business. The proportions of women and men in each quartile are:
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Bonus payments
The below shows the percentage of male and female employees who received a bonus for the snapshot dates of 5 April 2019, 5 April
2020 and 5 April 2021, as well as the corresponding mean and median bonus gaps.
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Some of what we are doing to become
a more diverse and inclusive company
Supporting cultural change
Flexible working
In 2019 BAM began a key partnership with Timewise and Build
UK to undertake a study into flexible working practices, with
a particular focus on how flexible working practices could
operate in a site based environment.

The study initially involved working closely with a small
number of our sites to work though the practicalities of a
flexible working approach.
The COVID 19 pandemic accelerated our journey by
demonstrating the extent to which it was possible to work in
a remote way and this supported the study further. However,
working from home is only one aspect of flexible working
and will not be the only ‘new normal’. True flexibility should
include broader things like staggered start or finish times, the
opportunity to work at a different location, split shifts, job
share, and more.
In December 2020 we launched our new flexible working
policy which firmly supports our default position that
flexibility is possible and desirable, and to prioritise a devolved,
team-based decision-making culture to empower it so that
it continues to support our business objectives. We now ask:
‘How can we make flexibility work?’, not: ‘Can we make it
work?’. We’ve provided a framework for our teams without
lots of rules and hurdles. Managers can find flexible working
approaches that work for individuals, teams, projects
and clients.

We are now actively encouraging team based flexible working
discussions amongst all of our teams and advertise flexibility
as part of our recruitment process, which we are confident will
attract a more diverse candidate base.
We have already seen a change in the way people are working,
particularly around the attitude to work life balance and we
are confident that our new approach will not only continue to
provide a better work-life balance to all our people, but that
it will also support our aim to open-up our business to offer
a career to people from more varied backgrounds than has
traditionally been the case.
Recruitment and retention
Our staff retention levels in the business are high and we have
a number of long servers, something which we are very proud
of, however, this also means that we have reduced opportunity
to recruit new women into the business. Notwithstanding
this, in the last 12 months, July 2020 to June 2021, over 48% of
our new hires across our business were women.
Taking further action
We know there is so much more to do. That’s why in 2021,
we commissioned a Diversity and Inclusion consultancy to
conduct an Inclusion Audit across our whole business. The
results are due in the autumn of 2021 and these will clearly
shape our strategy going forward across the whole Diversity
and Inclusion space and enable us to clearly focus on the
required actions, including how we look at ensuring we embed
bias interrupters within all of our processes to ensure we have
an environment where we attract, promote, retain and look
after all of our people, to enable them to be the absolute best
version of themselves and thrive within our business.

Leadership
We know this subject needs clear and strong leadership,
therefore led by our Chief Executive, our Diversity Steering
Group have responsibility for delivering our action plan across
the business. Each of our Steering Group members has a specific
area of responsibility and are accountable to our Board.
We are also working hard to effect changes at a business unit
level, where driven by the leaders of our business units and
supported by the Board, we believe we can really make a
difference in terms of how and why decisions are made and
ultimately improve the culture and diversity of these business
units.

Listening and learning
Employee Resource Groups
Our Employee Resource Groups (ERG’s) were established in
2019. The four groups focus on; Gender, those from Ethnic
Minority backgrounds, LGBTQ+ and Disability and Carers.
These groups were established to work with the business to
improve diversity and inclusion both in terms of culture and
opportunities for all current and future employees.
Our Gender ERG has supported International Women’s Day
in both 2020 and 2021 and are collaborating with other
organisations and our supply chain to share knowledge, to
create a platform for change, to work with the business to
identify areas for improvement and measure progress.
Our Proud@BAM group, focussing
on LGBTQ+ have partnered with
external organisations and have
supported Pride for the last 3 years,
including coordinating events
and a number of social media
campaigns and internal events.
Some of the things our ME@BAM group, focussing on
ethnicity, have been involved in include; organising a number
of internal events and drop in sessions, as well as awareness
and celebrations of ethnicity and cultural diversity, thought
pieces and blogs.
Our Disability and Carers group are continuing to support
the business with education and awareness of the needs of
carers and those who might be living with a disability, as well
as partnering with external organisations to support access to
work for those living with a disability, including progressing us
to be a Disability Confident Committed Employer.
All of our Employee Resource Groups are taking an active role
in informing our thinking and have recently attended a Board
and Senior Management meeting to present and give feedback
to the senior team, providing further insight into the business
which will help to inform our strategy going forward. The

groups are engaging further with the business by facilitating
wider group discussions and feedback sessions which are then
fed back to the senior management team. Our groups also
have a key role in shaping events such as National Inclusion
Week.
WISE membership
BAM have recently joined WISE and are excited
to be working closely with them to increase
the participation, contribution and success
of women within our business, including
advertising vacancies to the WISE membership.
Engagement survey
We have been measuring employee engagement for several
years, but in 2021 we launched a new employee engagement
survey in order to more accurately measure employee
engagement across the whole business. The survey now takes
place every quarter and all staff are encouraged to participate
and give their feedback, which is then shared through the local
management teams and further feedback sought which helps
to formulate action plans around areas in which our employees
are telling us we need to develop.
In summer 2021, we included additional questions specifically
related to diversity and inclusion, the results of which are
now part of our action plan going forward and will inform
deliverables within business plans.
Mentoring
We have continued to evolve
with
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Adam Harding, Regional Director and sponsor of the
mentoring scheme says, ‘We have been really pleased with
the impact of the mentoring scheme so fair. Our pairings
have really benefitted from the experience and I’m really
excited about the information and learning we will take from
the reverse mentoring program, which I think will be really
powerful in terms of understanding the experiences of our
employees and think this provides a real opportunity for us in
the context of diversity and inclusion’.

Measuring and Educating
Education
We are continuing to support awareness of diversity and
inclusion by providing training to staff, as well as sharing
information and reference pieces about different cultures and
backgrounds in order to raise awareness and celebrate the
diversity of our people.
Our Employee Resource Groups and our collaboration with
external organisations are both key to driving awareness
and education within the business and we regularly focus
on particular diversity and inclusion subjects as part of our
internal communications to our employees
Measuring
In 2020, BAM set diversity and inclusion goals for four
demographics:
‘Our goal is that by 2025, we will have a workforce that: has
gender parity, is culturally diverse (meaning that at least 15%
of our employees will be from ethnic minority backgrounds),
supports a culture that attracts at least 5% of employees
who identify as LGBTQ+ and supports an environment where
employees who live with disabilities can thrive at levels
representative of at least 5% of the working population.’
We are measuring all of these areas across the business and
each business unit has an action plan and targets in place on
how they will work to achieve these goals.
We are starting to see the benefits of the work we are doing,
since working with Leeds College of Building as our training
provider over the last four years, we have seen an increase
in enrolment on our Level 4 Programme from 20% to 30%,
compared with 12.5% nationally.
Reaching out
We support various national events such as International
Women’s Day, our latest social media campaign reached almost
750,000 people across our channels and featured over 100 of
our staff across our business, both in the UK and globally.

Lobbying and Social Responsibility
BAM continue to support the need to shift the dial on
diversity and inclusion within the industry, this includes active
involvement in the Supply Chain School Fairness Inclusion
and Respect (FIR) toolkit, developed to focus on helping the
construction industry to be more diverse and inclusive and
to provide consistent free resources to act as enablers to this.
This toolkit is part of the Construction Leadership Council
(CLC) Industry Skills Plan for 2021-2025.
We also continue to support local communities by providing
careers advice to schools, taking part in industry sponsored
events to raise the profile and awareness of the industry and
the diversity of opportunity available.
We have recently recruited Danielle Aberg as Head of Social
Impact. This is a key role in the business and Danni will lead
our Social Value agenda, helping to develop and drive the
social impact aspects of our sustainability strategy, ensuring
that we focus our efforts in a coordinated way across our
business units.
Across our Social Impact activities BAM actively seek to engage
underrepresented and marginalised individuals.
Our 5 point model for inclusive engagement seeks to Identify,
Inspire, Engage, Upskill, & Onboard underrepresented groups,
underpinned by ongoing pastoral support.
We are members of the Social Value Portal, an online platform
that enables us to capture the Social Value Added contribution
we are making through our projects.
We are also active members of Women in Property and
our Head of Social Impact is Diversity & Inclusion champion
for Wales.
BAM is committed to recruiting,
developing and providing
opportunities to ensure that all
women within our business can
achieve their full potential.
The Board and senior management
team are committed to this and in
achieving improvement in our pay gap
and acknowledge that this is something that will take
combined and concerted effort over a sustained period of
time, which we are fully committed to.
I confirm that data and information contained in this report
is accurate as at the snapshot dates of 5 April 2019, 5 April
2020 and 5 April 2021 and has been calculated according to
the requirements of the Equality Act 2010 (Gender Pay Gap
Information) Regulations 2017.

Andrea Singh, HR Director, BAM Construct UK Ltd

Ethnicity Pay Gap reporting
As a business, we are committed to improving diversity and inclusion in all forms. To support this commitment and in the interests
of being transparent, we have chosen to publish our Ethnicity Pay Gap figures taken from our 5 April 2021 snapshot data ahead of any
obligation to do so.
Our data is as follows:

BAM Construct UK
Median ethnicity
pay gap

Mean ethnicity
pay gap

Quartile split by ethnicity
11.95%

88.05%

Q2

9.51%

90.49%

Q3

96.24%

Q4
0%

43.48%

17.92%

82.08%

Q1

50%
White

31.40%

3.76%

100%

Ethnic minority

All excluding FM
Median ethnicity
pay gap

Mean ethnicity
pay gap

Quartile split by ethnicity
Q1

90.72%

9.28%

Q2

91.10%

8.90%

Q3

92.44%

7.56%

97.60%

Q4
0%

17.07%

50%
White

19.10%

2.40%

100%

Ethnic minority

FM only
Median ethnicity
pay gap

Mean ethnicity
pay gap

Quartile split by ethnicity
Q2

78.88%

21.12%

Q3

78.75%

21.25%

0%

14.19%

11.18%

88.82%

Q4

4.70%

16.87%

83.13%

Q1

50%
White

100%

Ethnic minority

As with our Gender Pay Gap, we are committed to improving our ethnicity pay gap and want to focus on this, including improving
the data we hold on the ethnicity of our employees, enabling us to further learn and take actions to ensure improved representation
and experiences of our colleagues from a minority ethnic background at all levels of our business.

