Gender Pay Gap
Report /
2020 Figures

Why we’re
reporting on
gender pay...

Companies with over 250 employees are
required by law to report the difference in the
average hourly earnings between men and
women, regardless of the job they do.
We believe this is a very important step in
encouraging businesses, particularly in our
sector, to face up to some very important
issues.
At Novus we know that the biggest single reason
for our gender pay gap is that women currently
represent only 20% of our workforce and in this
regard, we must work harder to improve the
gender balance at all levels in our organisation.
When considering gender pay it’s important to
understand that a high gender pay gap doesn’t
mean that we’re not paying men and women
equally for the same roles. We carry out regular
reviews and benchmark salaries to ensure that
any differences are justified by qualifications and
experience and not about gender.

A message
from our CEO

Throughout 2020 businesses have faced
significant challenges and like many, we have
had to adapt and future proof our business. This
year we have developed an ambitious five year
business plan, based on driving profitability,
building revenue and our people and culture.
We have created a people plan to support
our business strategy. The plan will ensure we
are developing our colleagues to deal with the
demands of a growing business and will enable
us to create an inclusive culture where all our
colleagues can thrive. We have invested in our
People Team to ensure we have the skills and
abilities to lead on this agenda and create a
strategy for the longer term.
Our goal is to create a workforce that truly
represents the customers that we serve and the
communities in which we operate. As a business,
we are committed to putting the right measures
in place to ensure we have inclusive processes
and procedures that will allow us to achieve this.
Under my leadership, I will pledge to do all I can
to ensure that all our colleagues are given equal
opportunity to thrive and achieve their career
aspirations at Novus.

Alan Nixon
CEO

Gender Pay Statistics
We have included two figures for 2019/20. The first excludes staff on furlough in April 2020 as required by the guidance. Secondly, we have included figures
for our total colleague profile, including those on furlough, as we believe this is more representative.

Hourly Mean
2017/2018

2018/2019

17.9

%

2% increase

2019/2020

19.9

%

12.1% increase

2.7% increase

Hourly Median
2017/2018

2018/2019

19.8

%

2.2% increase

32.0

%

22.6%*
2019/2020

22.0

%

3% increase

4.1% decrease
This shows the percentage by which women’s average hourly pay is lower compared to men.

25.0

%

17.9%*

Hourly Pay Quartiles
We have included two figures for 2019/20. The first excludes staff on furlough in April 2020 as required by the guidance. Secondly, we have included
figures for our total colleague profile, including those on furlough, as we believe this is more representative.

2018/19

2019/20

9.3% 90.7%

7.7%* 92.3%*

Hourly 3rd Quartile

2019/20

13.2% 86.8%

6.6%* 93.4%*

Hourly 2nd Quartile

2017/18

Hourly lower Quartile

Hourly Upper Quartile

These quartiles are calculated by splitting our colleagues into four equal bands based on hourly pay, from the higher (upper) to the lowest (lower).
Here we show the percentage of men and women who sit in each band.

2018/19

2019/20

11.3% 88.7%

7.7%* 92.3%*

2019/20

50.9% 49.1%

44.3%* 55.7%*

Bonus Payments
Hourly Mean
2017/2018

2018/2019

74.9%

2019/2020

61.6%

13.3% decrease

2% increase

63.6%

Hourly Median
2017/2018

2018/2019

17.8

%

2019/2020

33.3

%

15.5% increase

19% decrease

14.3

%

2019/20

2018/19

2017/18

Employees receiving bonus

This shows the percentage by which women’s average bonus pay is lower compared to men.

48.0%
47.9%

Bonus Pay Quartiles

2019/20

6.1%

93.9%

2019/20
Bonus 2nd quartile

Bonus Upper Quartile

These quartiles are calculated by splitting our colleagues into four equal bands based on bonus payments, from the higher (upper) to the lowest (lower).
Here we show the percentage of men and women who sit in each band.

2018/19
Bonus lower quartile

Bonus 3rd Quartile

2019/20

25.4% 74.6%

30.3% 69.7%

2019/20

2.8% 97.2%

The results...

Traditionally construction is a male dominated
industry and while its disappointing to report
an increase in our gender pay gap (mean and
median hourly rate) it serves to reinforce our
determination to deliver on our 3 year people plan.
We have made progress in some areas. For
example, we have strong female representation
at senior leader level and our holding company,
JSSH limited have equal representation of
men and women on its board and our female
representation has increased from 18% in 2019
to 20% in 2020.
We’ve worked hard to develop and promote
people from within which whilst a positive thing
to do is impacted by the fact that there are far
fewer women than men in our workforce.

What we’re doing
We are carrying out a number of key initiatives specifically targeted to help us achieve greater diversity.

Competency Framework /
This year at Novus, we are
developing a competency
framework, this is a structure that
sets out and defines each individual
competency (such as problemsolving or people management)
required by individuals.
Competency frameworks can be
useful to support talent strategy
and guide practice in areas such
as recruitment, talent development
and performance management.

Leadership & Management
Development /
Supported by the competency
framework we will undertake a
skill-gap analysis to determine a
development plan. This process
ensures fairness and consistency
throughout the business and
will provide you with a clear
understanding of your immediate
and long term capability.
We will take a proactive approach
to growth and provide all of our
leaders and managers with the
tools to a fantastic job.

Apprentice Experience /

Recruitment /

To increase our apprenticeship
retention, we are focused
on improving the apprentice
experience from attraction through
to achievement. The roles we take
this year will be aligned to our
client needs, support our business
growth and we will ensure that we
recruit from diverse backgrounds.
We will proactively look to engage
with female talent and encourage
them to join our apprenticeship
programme across our geography.

We have appointed a Talent &
Inclusion Manager and this new
role will ensure that our recruitment
lifecycle is inclusive. Our aim is
to ensure we are engaging with
a diverse pool of talent and we
will proactively target female
talent through our events and
communications. We will ensure all
third parties in the supply chain are
aligned to our goals and ambition
to increase female representation
across the business. Managers
will be supported with ongoing
inclusive recruitment learning
and development.

What we’re doing
We are carrying out a number of key initiatives specifically targeted to help us achieve greater diversity.

Employee Network /

Board Diversity Sponsor /

Talent Management /

Flexible Working /

We will create an Employee
Network focussing on Women in
Novus. The group will be about
women and not just for women
and we will welcome allies from
across the organisation. The aim of
the group will be to enable female
colleagues to thrive and to support
the people plan to attract and
retain female talent.

Our Board Diversity Sponsor
will work closely with the Talent
& Inclusion Manager to support
activity around how we attract,
retain and develop diverse talent
throughout our organisation. The
board are fully engaged to support
us in achieving our diversity goals
and objectives.

The business is committed to
providing career development
opportunities to all colleagues
at Novus. We are currently
working on our approach to
talent management and
succession planning so that
we identify those at all levels
with potential to progress
and provide the appropriate
development opportunities.

The global pandemic of 2020 has
driven all businesses to adapt to
different ways of working. Through
the introduction of new technology
and software, we are able to
work more efficiently and flexibly.
We will continue to explore more
flexible working in those areas
of the business where we can
accommodate it. We currently have
many different arrangements in
place around our business which
allow individuals to work flexibly.

Improving
diversity at
Novus

Our commitment to inclusion is clear and we
have set out in our people plan our ambitions
to increase the diversity of our workforce and
position Novus as an employer of choice for
diverse talent.
Our Board and our senior leadership team
with support from our People Team, will drive
the initiatives the business needs but we’re
also looking to our colleagues for help. We will
continue to engage with our workforce and
partners to learn from others who are moving
the dial on gender equality within the sector.

twitter.com/@_NovusSolutions
facebook.com/NOVUSPropertySolutions
youtube.com/user/NOVUSProperty

