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At Taylor Wimpey we strongly value diversity in the widest sense 
and aim to be an inclusive employer in order to attract, retain and 
promote employees from all backgrounds, regardless of their 
gender, race, religion, age or sexuality. This approach contributes 
to creativity and innovation in our workforce, widens our talent 
pool, helps us to better reflect our customer base and, ultimately, 
improves our decision-making. 
 
Our open approach to recruitment is one of the defining factors in Taylor Wimpey’s 
culture and future workforce. We firmly believe that embracing diversity enables 
Taylor Wimpey to perform better and succeed in a competitive market. 

The gender pay gap is an issue and a challenge that not only affects individual 
companies, but society generally. That is why we have taken the decision to 
publish in this report not only the numbers required by the Government, which 
cover all staff employed by Taylor Wimpey UK Limited (the entity covered by the 
Gender Pay Gap Regulations), but also data for the three Executive Directors who 
are employed by Taylor Wimpey plc. We believe that this level of transparency 
is in the spirit of the Regulations and what they are trying to achieve. However, 
more importantly than that, by publishing these figures, we can hold ourselves to 
account and track our progress as we seek to achieve our goals. 

This is Taylor Wimpey’s first Gender Pay Gap Report, which will then be reported 
annually. We encourage any of our employees or stakeholders upon reading this 
to provide any thoughts on how we can improve on any aspect of diversity and 
inclusivity. 

Pete Redfern

Chief Executive

Taylor Wimpey plc Gender Pay Gap Report 2018 1



What is the Gender Pay Gap?  
From April 2017 the Government has introduced annual 
gender pay gap reporting by law for all companies with 
more than 250 employees in the UK. 

The Regulations are intended to encourage employers 
to take informed action to close their gender pay gaps 
where one exists.

The Gender Pay Gap is different to Equal Pay. Equal 
Pay is about a man and woman receiving equal pay 
for the same job, while the Gender Pay Gap shows the 
difference between the average hourly pay and bonus 
for men and women across all roles within a business.
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Understanding our data  
In line with the Regulations, we have made these calculations based on 
data at the ‘snapshot date’ of 5 April 2017 and bonuses paid over the 
12 months before. As mentioned above, for total transparency the data 
includes our Executive Directors. 

VS

sum of male hourly rates

total number of 
male employees

total number of 
female employees

sum of female hourly rates

+ + + +

Mean Pay and Bonus Gap
 
The mean average is the difference in the average hourly pay and bonus between men and women. 

Pay Quartiles
 
Pay quartiles are based upon splitting our UK employee base into four equal sections, from the 
lowest pay rates to the highest.

Median Pay and Bonus Gap
 
The median represents the middle point of a population, i.e. if you lined up all the men and all the 
women in a company in two gender-specific lines, the median pay and bonus gap is the difference 
between the hourly pay and bonus pay for the female in the middle of the female line and the male 
in the middle of the male line.  

lowest paid highest paidmedian

VS

lowest paid highest paidmedian

VS

lowest paid

25% 25% 25% 25%

highest paid

lower  
quartile

lower mid  
quartile

upper mid  
quartile

upper 
quartile
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Our Gender Pay Gap
Taylor Wimpey has 4,732 employees, of which 32% are women. 

12% 23%The mean bonus 
pay for women is 
12% lower than 
that of men 
 

The median bonus 
pay for women is 
23% lower than 
that of men 
 

1% -2%The mean pay 
for women is 1% 
lower than that of 
men 

The median pay 
for women is 2% 
higher than that  
of men 
 

We are encouraged by the comparability of our mean and median gender pay gap, at 1% and -2% 
respectively, which are significantly lower than the current UK national average. The reason for these 
figures is that women are evenly represented across all wage brackets throughout the business. That 
said, with a total of 32% female employees across the business, we know that there is more work to be 
done to ensure that we attract and retain more women across all levels at Taylor Wimpey. 

Both the mean and median bonus gaps are influenced by a higher number of men in the most senior roles, 
which attract higher levels of bonus pay. Whilst this is not uncommon in our sector and across companies 
in general, promoting women into senior roles is one of our key objectives to ensure the diversity in our 
leadership reflects that of our workforce. Since 2014 we have seen a steady increase in the proportion of 
female representation across all levels. 

Our Bonus Pay Gap
 

Understanding our data continued 
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Pay Quartiles
 
The quartiles represent the pay rates across our UK employee base, from the lowest to the highest, split 
equally into four groups consisting of 1,183 employees each. 
 

 
 
As mentioned on page four, Taylor Wimpey has 4,732 employees, of which 32% are women, and this is 
broadly reflected across the four pay quartiles. We recognise that there are some challenges in attracting 
women into certain roles within the housebuilding industry and, whilst we continue to take positive steps, 
this data reinforces our commitment over the coming years to recruit, develop and progress women within 
the business at all levels and across all disciplines.

Proportion of employees who received a bonus
 
The below charts show the proportion of men and women, employed on 5 April 2017, who received a bonus. 
 

 
 
The percentage of employees receiving a bonus is relatively high across the Group. This reflects  
the importance we place on rewarding performance and ensuring our employees share in the business’ 
success. Through a variety of initiatives, we also encourage employee ownership of Taylor Wimpey  
plc shares. 

Those who did not receive a bonus are generally in roles that are predominantly trainee and apprentice 
roles or may be new joiners who had not yet become eligible to receive a bonus.

Understanding our data continued 

Males
Females

Males
Females

Lower Middle

27%

73%

Males
Females

Upper Middle

29%

71%

Males
Females

Upper

36%

64%

Lower

36%

64%

of our male 
employees 
recieved a bonus

of our female 
employees 
recieved a bonus

81% 91%
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Developing a path to 
senior leadership 

We have in place a number of initiatives aimed at increasing female 
representation in our business, including our annual graduate recruitment 
scheme, and our Supporting Female Talent programme which is aimed 
at understanding the challenges women face both personally and 
professionally. Our focus is now on continuing this upward trend throughout 
the business and at all levels.

 

We remain committed to ensuring a strong path for progression to senior 
leadership roles within the business. At plc Board level, the proportion of 
women remained at 22% throughout 2017 but is scheduled to increase to 
33%, following the conclusion of the 2018 Annual General Meeting in April 
2018.

 

Over the last four years, we have steadily increased female representation 
at Group Management Team and Group Operational Team level, from 
14% to 20% of this group. The number of females in Regional Director and 
Managing Director roles has also steadily increased over the same period, 
from 14% to 17%. This is important because our Regional Directors and 
Managing Directors are the management teams of our 24 business units 
and provide a succession pipeline for our future business leaders. We are 
encouraged that our initiatives have increased female representation at 
senior levels and remain committed to increasing representation at all levels.

We are strong advocates of the ‘culture for a career’ 
approach and encourage work-life balance and flexible 
working across our workforce, as well as acknowledging 
the importance of family commitments. In 2016 we 
introduced an improved flexible benefits package for all 
employees and a new approach to flexible working,  
with maternity, paternity and adoption policies 
significantly enhanced. 

For 2017 the 
proportion of women 
at Board level 
remained at 

This is scheduled to 
increase in 2018 to 

22%

33%
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Taylor Wimpey - Taking Action  
Whilst we feel that our gender pay gap positively 
reflects our efforts in ensuring a balanced and well-
rewarded workforce, we continue to recognise the need 
to increase the number of females we employ across 
all levels within our business – to improve our gender 
balance and become a more diverse business. We are 
determined to bridge the gender gap in the construction 
and housebuilding industries by encouraging more 
women to join and build their career at Taylor Wimpey.  
We have put in place a number of initiatives to support 
the development and progression of women into senior 
positions, some of which are discussed here. 

 

Our Diversity Goals 
 
Our Action Plan sets out measures to challenge the traditionally male dominated culture of the 
construction and housebuilding industries to ensure that, regardless of gender, race, religion, 
age or sexuality, all employees:

Are fairly and 
proportionately 

represented within 
our workforce at all 

levels

Do not face career 
progression or 
remuneration 

barriers because of 
their gender

Have equal 
opportunities to 
progress their 

careers within our 
business

Can achieve a 
positive work-life 
balance that can 

accommodate their 
responsibilities 
beyond work

Set out on the next pages are a number of the initiatives that we have in place to ensure our 
people continue to reflect the diversity in our customer base and the communities in which  
we operate.
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Taylor Wimpey - Taking Action continued 

Supporting Female Talent
 
This key initiative is aimed at women across all levels in the business and is 
designed to understand the personal and professional challenges individuals face 
both in and out of work. Using the feedback from this initiative we will create a 
Female Talent Strategy in 2018 to further develop and progress high potential 
women. 

“A broad range of opinions, backgrounds and 
experiences are always beneficial in business. So, the 
more we can encourage and embrace diversity, the 
better. As one of three women on our senior leadership 
team, it’s important that we share our experiences with 
colleagues and help mentor and encourage the next 
generation to achieve their goals. As leaders, we have 
a critical role to play in creating the right culture and 
leading by example. I want people to know that I use 
flexible working options, so that they feel able to do the 
same. By treating people as individuals and working 
together, we build trust and that positively impacts 
engagement and productivity.” 
 

Ingrid Osborne, Divisional Managing Director, is a member of our Group 
Management Team. Ingrid was included in the Cranfield School of Management’s 
100 Women to Watch 2017.
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Inspiring Leadership 
 
Our Inspiring Leaders programme is aimed at female and male Managing Directors and Directors. It aims to help 
them develop the skills and competencies needed to progress into senior leadership positions. We provide a series 
of training sessions that focus on a range of competencies including:  

• Emotional Intelligence – the ability to empathise with people and adapt styles

• Business Breadth – creating curiosity for roles outside their area/region/function. We want to develop leaders who have 
had roles in more than one function and more than one region to understand differences and build knowledge

• Strategy – the ability to think and act strategically for the business. Developing strategic awareness alongside 
operational delivery, supporting the development of strategies beyond financial metrics and considering trends and 
external influences

• Managing Conflict – holding internal and external stakeholders to account and having difficult conversations

• Managing Upwards – having the ability and confidence to challenge in order to deliver for the best interests of the 
business

• Change Management – creating the drive for change, being agile, recognising the need for continuous improvement 
and leading teams through change 

• Networking and the importance of relationships – building a support network and gaining stakeholder buy-in

Diversity and Inclusion Strategy and Committee 
 
Our Diversity and Inclusion Strategy focuses on gender equality as well as other key promoting workforce policies 
that highlight positive approaches to employee diversity.

We implemented a Diversity and Inclusion Strategy and Action Plan for 2016 to 2018 and put in place a Diversity and 
Inclusion Strategy Committee. The Committee, chaired by one of our managing directors and made up of a cross 
section of representatives, meets quarterly to oversee our approach. It focuses on three areas: 

• Leadership – making sure our leaders understand their role in developing a diverse and inclusive culture and have the 
right training and support

• Employer of choice – having the right policies, procedures and development opportunities to support diversity and 
inclusion

• Expanding our reach – developing a broader range of recruitment and communication channels to reach a diverse 
audience

Employment initiatives 
 
We want to attract, support and develop the broadest and most diverse range of talent. To support that, we are 
using a wide range of recruitment channels and specific initiatives, which include:

• Working with universities with more diverse student demographics for our graduate recruitment. In 2017, the 
percentage of female graduate recruits was 48% of the total graduate intake

• Identifying additional methods to attract more women onto our apprenticeship schemes and our Production 
Academy

• Using female role models to inspire the next generation of talent to apply for roles in traditionally male occupations

Taylor Wimpey - Taking Action continued 
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I confirm that the information contained within this 
report is accurate and has been prepared in accordance 
with the Equality Act 2010 (Gender Pay Gap Information) 
Regulations 2017. 

Pete Redfern

Chief Executive 

Taylor Wimpey

Please note that the data 
presented for Taylor Wimpey’s 
gender pay gap on the 
government website is for Taylor 
Wimpey UK Limited only.

 

However, as stated earlier, in the 
interest of transparency we have 
also included the Taylor Wimpey 
Executive Directors in this report 
(although they are not employed 
by Taylor Wimpey UK Limited).

For further information:

www.taylorwimpey.co.uk


