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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 key step in encouraging 
businesses, particularly in our sector, to face up 
to many 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 within 
our company. 

When considering gender pay it is 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, benchmark salaries and have a 
grading structure to ensure that any differences 
are justified by qualifications and experience 
and not by gender.

Why we’re 
reporting on 
gender pay...



with our current gender pay gap reduced from 
our 2019 figures (the last comparable trading 
year pre Covid-19 pandemic) by 2% across the 
mean and 10% across the median averages.

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. 
One of the first steps in achieving this saw the 
launch of our Women in Novus network in 2021 
to create a discussion space for women and 
allies across the business. 

Looking ahead there are three key priorities that 
will form part of our strategy, namely reducing 
our Gender Pay Gap, increasing the diversity 
within our senior leadership roles, and increasing 
our belonging score within our business. 

Under my leadership, I pledge to do all I can to 
ensure that all our colleagues are given an equal 
opportunity to thrive and achieve their career 
aspirations at Novus.

Throughout 2021, companies continued to face 
significant challenges and like many, we had to 
adapt and future proof our business. Last year 
we launched our ambitious five-year business 
growth plan, based on driving profitability, 
building revenue, developing our people, and 
developing our culture. 

In conjunction with our growth ambitions, we 
also created a people-specific plan to support 
our business strategy. The plan ensures we 
are developing our colleagues to deal with the 
demands of a growing business and enables 
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 
robust strategy for the longer term. Our figures 
for the past twelve months reflect that our plan 
is yielding successful results across the board, 

Steve Davies 
Chief Executive Officer

A message 
from our CEO



Gender Pay Statistics

17.9%22%

2019/20202018/2019

22.6%19.9%

Hourly Mean

Hourly Median

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

Please see our gender pay figures below.
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Hourly Pay Quartiles

50.9%44.3%

10.8%7.7%

8.4%6.6%

12.6%7.7%

49.1%55.7%

89.2%92.3%

91.6%93.4%

87.4%92.3%

These quartiles are calculated by splitting our colleagues into four 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.
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Bonus Payments
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Our 2020/2021 figures show a large decrease due to fewer colleagues receiving a bonus this year.
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Bonus Pay Quartiles
These quartiles are calculated by splitting our colleagues into four 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.
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The construction/maintenance industry is 
traditionally male dominated. In our 2020 report, 
we reinforced our determination as a business 
to reduce our gender pay gap. To support this 
pledge and to demonstrate our commitment,  
we developed and shared our People plan across 
the business. 

We are pleased to confirm that we have met our 
commitment to reduce our gender pay gap, to 
a 18% mean and 12% median. The 2021 gender 
pay report shows a considerable reduction in our 
gender pay gap from the reported 2020 figures 
(5% mean and 6% median). However, given  
the impact of furlough and the pandemic on  
last year’s report, when comparing to our last  
pre Covid-19 pandemic operating figures in  
2019, pleasingly the pay gap has also reduced  
(2% mean and 10% median).

Whilst it is satisfying to see the reduction in 
our gender pay gap, we understand there is 
still work for us to do to achieve our overall 
aim of workplace gender pay equality. We are 
committed to delivering on the commitments 
made in our People plan and ensuring all our 
colleagues to have the opportunity to thrive.

The results...



Competency Framework 
We have implemented a Competency Framework 
into the business to ensure there is clarity around 
expectations in roles and a clear pathway 
for progression for every colleague within the 
company. Set over four areas - Leadership, 
Behavioural, Technical and Core - these areas 
support colleagues career growth, enabling them 
to create a development plan based on bridging 
any gaps.

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

Employee Network 
In 2021 we successfully set up our first employee 
networking group for women, Women in Novus 
(WiN). The WiN network allows colleagues from 
across the company to come together to discuss 
the challenges that the women in our business 
face and focusses on implementing strategies to 
effectively overcome them.

The group has over 30 participants of mixed 
genders enabling both women and their allies to 
have representation. In addition to ensuring we 
retain our talented female colleagues; the group 
also discusses and plans attraction strategies to 
support increasing talented female recruitment 
into Novus.

Family Friendly policies 
Based on colleague feedback plus external 
and internal market trends, the company has 
undertaken a thorough review of our colleague 
benefits. This has enabled us to understand and 
determine how we could enhance our offering 
to increase our ability to attract talent, retain 
colleagues and introduce a fair and consistent pay 
and benefits system across the business. 

We have enhanced our Family Friendly terms, 
supporting colleagues starting families with 
enhanced payment terms for maternity, 
paternity, surrogacy, and adoption leave. 



Recruitment
Our aim is to ensure we are engaging with 
a diverse pool of talent, and we proactively 
target female talent through our events and 
communications. We will ensure all third parties 
in our supply chain are aligned to our goals and 
ambition to increase female representation 
across the business. Managers are being 
supported with ongoing inclusive recruitment 
learning and development.

Board Diversity Sponsor
Representing our Board of Directors in our WiN network is 
one of many roles for Executive Director Lee Hartley, our 
Board Equality, Diversity, and Inclusion Sponsor. In addition to 
driving forward our internal diversity goals and commitments, 
in 2021 the Novus Board publicly committed to the following 
commitments by signing up to the Inspiring Women in 
Construction Industry Pledge:

•   Attract develop, and promote more women in our company 
and industry and do this in a fair way

•  Close our gender pay gap

•   Champion and recognise the achievements  
of women

•   Work collaboratively to create an environment that 
welcomes and helps retain women

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



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

Pay and Benefits Strategy
In line with our People plan, we undertook a 
significant review of our pay and benefits to 
ensure we are supporting our colleagues and 
ensuring consistency across the business. 

From this review, we have implemented:

•   Five new leadership and management grades 
within the business 

•   Enhanced annual leave for all monthly-paid 
colleagues to 26 days base entitlement

•   Increased sickness entitlement for managerial 
and leadership roles 

•   Construction of a bonus policy, providing fairness 
and transparency for all colleagues on expectations

•   A restructured pay review process

Apprentice Experience 
In 2021 we successfully recruited 17 apprentices 
into a variety of disciplines in both our Operational 
and Head Office locations. Of the 17 apprentices, 
three are female and we’re proud that all our 
apprentices are supported with a Mentor, 
Management team and wider People team. 

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 operational regions.

Hybrid Working  
2021 saw a continuing trend across all 
businesses towards the adoption of more hybrid 
ways of working, in response to the challenges 
of the Covid-19 pandemic. As a business, 
we identified many key roles which could be 
undertaken in a form of hybrid-working, mixing 
in-office and at home working. We consulted 
with our colleagues and developed new policies 
to support this type of working, where possible, 
across the company. This places the business in 
an advantageous position to utilise new, hybrid 
work arrangements. 



We have made a clear commitment to becoming 
an organisation that is reflective of the societies 
we work in. We want to create an environment 
where all our colleagues are given opportunities  
to thrive, and we have clear ambitions to become 
an employer of choice for future colleagues  
looking for a like-minded organisation to progress 
their career.

We are implementing and creating a robust 
inclusion strategy that will tangibly improve our 
workforce diversity and we are including diversity 
metrics in our organisational KPIs.

Whilst a lot of our actions to improve diversity 
are yet to come, we are proud of some of the 
steps taken so far, including pay auditing and 
harmonisation, and reviewing our People policies, 
with changes such as introducing enhanced 
maternity, paternity and adoption/surrogacy pay.

We understand that to attract diverse talent 
we need to continue to drive through initiatives 
that support our workforce in totality as well as 
identifying opportunities to move the dial on 
diversity related matters. We commit to continuing 
to engage with our workforce on these matters 
and to create meaningful partnerships with other 
organisations to share ideas and best practice.

Improving 
diversity at 
Novus



youtube.com/user/NOVUSProperty

linkedin.com/company/novus-property-solutions/

facebook.com/NOVUSPropertySolutions

twitter.com/@_NovusSolutions

Proud of our Promise


