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INTRODUCTION

The Gender Pay Gap is the average difference between the pay of Men
and Women working in an organisation.

Gender Pay legislation requires all employers of more than Under the Gender Pay Gap legislation, we are required to
250 employees to publish their gender pay gap for work in report:
scope as of the 5™ April 2025.

The ‘snapshot’ must include the 5" April, meaning if your
pay period is monthly, it will cover the period 1-30 April

m The Mean Gender Pay Gap

2025 m The Median Gender Pay Gap

The purpose of Gender Pay Gap reportingis to achieve

greater gender equality across the UK and increase pay m The Mean Bonus Payments Gender Pay Gap*
transparency. The gender pay gap is an analysis of gender

distribution across the workforce. m The Median Bonus Gender Pay Gap®

m The proportion of male and females receiving bonus
payments*

m The proportion of male and females in each of the
four quartile pay bands

*At the snapshot date there was no eligible bonus data to
include

The Gender Pay
Gap is different to
equal pay.

Equal Pay is about a Man and a
Woman receiving equal pay for the

same or a similar job. Along with Equal
Pay, Lancer Scott is committed to
fostering a transparent and fair
working environment, rewarding
employees based on their
performance.
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UNDERSTANDING THE DATA

The Gender Pay Gap is the difference in pay between men and women
explained through various statistics. It is influenced by a range of factors,
including the demographics of a company’s workforce.

As of the ‘snapshot date’ of 30 April 2025, our
gender split was:

O O

Following the
convention set out by
the UK Government, a

negative number indicates

M E N | ‘ WO M E N that women on average

77.99% 22.01% earn more than men

O 0O 0 O O
TATRTANAT
O O O O O
DRTRTRTAY

The Mean Gender Pay Gap is the difference in The Median represents the middle point of a
the average hourly pay for women compared population. As an example if you lined up all the
with men within an organisation. women and all the men in the organisation in the

order of their hourly pay, the median gap is the
difference between the hourly pay rate for the
woman in the middle compared to the manin the
middle of the data.
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OUR STATISTICS

OUR STATISTICS AT A GLANCE - FACILITIES MANAGEMENT

2024 2025

Difference in Median Pay 83.01% 84.72+  Forevery £1amalereceives afemale receives £0.15

Difference in Mean Pay 31.18% 23.58¢  Forevery £1amale receives afemale receives £0.76

Females

12«

Quartile ranges

M Females M Males M Females M Males

Females

7%

M Females M Males M Females M Males
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OUR STATISTICS AT A GLANCE - HOLDINGS

2024 2025

Difference in Median Pay 15.91+ -6.50Q9  Forevery£1amalereceives afemale receives £1.06

Difference in Mean Pay 5.40+ 6.26 For every £1 a male receives a female receives £0.94

Quartile ranges

Females

78%

Lower
middle

M Females M Males M Females M Males

Females

78%

M Females E  Males B Females EM Males
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OUR STATISTICS AT A GLANCE - CONSTRUCTION

2024 2025

Difference in Median Pay 94.25¢ 82.42+  Forevery£1amalereceives afemale receives £0.18

Difference in Mean Pay 44 .46 39.56y Forevery£1amalereceives afemale receives £0.60

Quartile ranges

Females

40%

M Females M Males M Females M Males

Females

20«

M Females M Males M Females M Males
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OUR STATISTICS AT A GLANCE - CONSTRUCTION WEST

2024 2025

Difference in Median Pay 97.24 84.84+  Forevery£1amalereceives afemale receives £0.14

Difference in Mean Pay 63.41% 51.32y4 Forevery £1amalereceives afemale receives £0.49

Quartile ranges

Females

33%

M Females M Males M Females M Males

Females

0%

M Females M Males M Females M Males
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OUR STATISTICS AT A GLANCE - OVERALL GROUP

2024 2025

Difference in Median Pay 91.13% 77.63: Forevery£1amalereceives afemale receives £0.22

Difference in Mean Pay 37.97% 25.914  Forevery £1amalereceives afemale receives £0.74

Quartile ranges

Females

12%

M Females M Males M Females M Males

Females

21

M Females M Males M Females M Males
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SUMMARY & ACTIONS

SUMMARY

Itis important for us to understand what the data shows, The CIPD™ lists key influences on the gender pay gap:
and why we have a pay gap in our organisation and what
we can reasonably do to address this. In an industry where
technical and operational roles are traditionally filled by
men, and support services by women, we must do what we
can to start to change this.

Unpaid caring responsibilities: women are more
likely than men to be carers.

We know that there are a range of issues that can m Part-time working: women are more likely than men
contribute to persistent gender pay gaps. Challenging and to reduce their working hours.

changing stereotypes and creating an environment where

everyone can thrive is one of our key priorities. m Differences in human capital: the economic value of

anindividual’s skills, knowledge, abilities, experience,

The Chartered Institute of Personnel and Development - !
personality, health and education.

(CIPD)* states that gender pay gaps are the outcome
of economic, cultural, societal and educational factors,

and to fully understand gender pay gaps, three different m Occupational segregation and undervaluing of
considerations must be applied: women’s work: men and women are doing different

types of work and that segregation is associated
with these jobs being valued differently.

m A measure of labour market disadvantage
m Pay discrimination/inequalities: horizontal

m A measure of workplace disadvantage occupational segregation (men and women doing
distinctly different types of work, with the ‘male’
jobs being paid more than the female’ jobs) presents
a high risk of equal pay claims.

A measure of the difference between the individual
arnings of a man and a woman.

dwhatitis,
U need to report
dwhy | CIPD

10

APRIL 2026


https://www.cipd.org/uk/knowledge/guides/what-is-the-gender-pay-gap/?gad_source=1&gad_campaignid=21712024224&gclid=EAIaIQobChMIs5GZ0NCckwMVFZhQBh03nzhDEAAYAyAAEgJfoPD_BwE

LANCER SCOTT 2025 GENDER PAY GAP REPORT

ACTIONS

Itis important for us to ensure that we are a fair and
equitable employer

Continue to monitor and regularly report the
gender pay gap

LANCER
SCOTT

Further embed robust and fair recruitment
and selection processes placing an emphasis
on values-based recruitment

m  Maintain annual reporting and publish clear
commentary on trends.

m Standardise recruitment procedures to eliminate
bias.

m  Continuously discuss and implement measures to
reduce any identified gaps.

m Trainrecruiting managers on inclusive practices and
unconscious bias.

m Share progress internally and externally to
demonstrate accountability.

m  Apply robust shortlisting and interview processes to
ensure consistent approach across all services.

m Embed equality, diversity, and inclusion (EDI)
principles into all relevant policies.

Continue to develop and support our
workforce

m Provide ongoing training and development
opportunities for all staff.

troduce tailored development plans, where
essary to identify and support underrepresented

wellbeing initiatives, including mental health

ining with emerging service needs and
ents.

age internal mobility and multi-skilling to
I'resilience.

APRIL 2026

m Continue developing partnerships with schools,
colleges, community groups and specialist diversity
job boards to attract diverse talent.

Support for both women and men returning to
work after maternity, paternity, adoption or
shared parental leave

m Guarantee return to original roles wherever
possible, in accordance with the legislative
requirements.

m Offer flexible working arrangements and phased
return options, whilst taking business-needs into
consideration.

m Ensure continued access to career development
programmes post-leave.

Continue to support staff in career
progression and development opportunities

m Maintain clear pathways for advancement and
internal promotion.

m Develop trainee and apprenticeship opportunities to
meet the needs of the business.

m Support staff to achieve their career goals or
enhance their opportunities through multi-skilling
and access to relevant industry training.

11
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Promote inclusive leadership and
accountability

m Ensure senior leaders champion equality, diversity
and inclusion initiatives.

m Discuss equality objectives in leadership
performance reviews to reinforce accountability and
drive continuous improvement.

m Provide training and development for leaders on
inclusive behaviours and cultural competence to
ensure they model best practice.

Improve accessibility and reasonable
adjustments

m Review physical and digital environments to ensure
suitability and accessibility.

m Provide reasonable adjustments for staff with
disabilities. Where applicable signpost employees to
seek support from DWP.

m Provide managers with the necessary training and
resources to support employees with additional needs.

Foster an inclusive culture

m Celebrate diversity through events, awareness
campaigns, and meetings.

m Create safe virtual and physical spaces for feedback
and dialogue on equality issues.

m Ensureour zero-tolerance policies for discrimination
and harassment are enforced at all times.

APRIL 2026
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Collect and analyse workforce diversity data

m Regularly review data on gender, ethnicity, disability,
and other protected characteristics.

m Useinsights to inform, where necessary, targeted
actions and enable progress to be measured.

m Ensure data collection respects privacy and
confidentiality.

DECLARATION

Lancer Scott confirms that the information and data in this
report is accurate and in line with the UK Government’s
Equality Act 2010 (Gender Pay Gap Information)
Regulations 2017.

For and on behalf of the company.

Vicky Sayer
Head of HR




SHAPING THE SPACES
OF TOMORROW
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Lancer Scott Holdings Ltd,
Lancer Scott Construction Ltd,
Lancer Scott Facilities Management Ltd,
Lancer Scott Construction West
Queen Charlotte House
53-55 Queen Charlotte Street
Bristol, BS1 4HQ
0117 9439 800
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