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introduction

At EMCOR UK we believe improving equality and
gender balance in the workplace is not only the
right thing to do; it enables our employees and
our business to perform better and grow.

We welcome the opportunity to review and report
on our sixth gender pay gap report, published

in April 2023 and covering the year 2022. In this
report we are able to reflect on a number of
positive changes to our results.

With legislative pressure on large UK businesses,
there continues to be a growing impetus

to address gender inequality and job role
stereotyping in the workplace. This is something
at EMCOR UK that we welcome as not only is it
morally correct, but is also good for our business
in helping to ensure we are an open and
inclusive employer.

We know that the facilities management (FM)
sector has historically been largely occupied

by male employees due to the types of skills
required to deliver services and trade based
roles like plumbers which have tended to attract
more men than women within our industry.

We continue to work to try and change that
through various ways, such as attending schools
and colleges to promote our industry sector.
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As with the previous year this Gender Pay Gap
Report is not a measure of equal pay for the
same job between men and women; it measures
the average difference between the pay of all of
our men and women irrespective of job type.

Publishing our gender pay gap report is an
important step towards creating a more
inclusive workplace in which everyone can
flourish and progress in their career.

EMCOR UK is totally committed to gender
equality and diversity in the workplace and has
already rolled out a number of key programmes
and initiatives in support of this.




EMCOR UK'’s
gender pay gap

The law requires every company in the UK with The Regulations require all organisations to make
more than 250 employees to report its gender calculations based on employee gender on an
pay gap in accordance with the Equality Act annual basis. We have completed our annual
2010 (Gender Pay Gap Information) Regulations calculations using our HR and payroll records
2017 (“the Regulations”). supported by an external pay consultant.

This report has been produced with reference We are required to carry out calculations that

to the Regulations and the associated guidance show the difference between the average

issued by ACAS and the Government Equalities earnings of men and women in our organisation.
Office, entitled Managing Gender Pay Reporting. The results can be seen in the table below.

Pay gap Bonus

Average (mean)
male bonus

Male employees )

@
o ° eorn(on ove)rqge o earnings are
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more than female
employees

Male .
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Median male

employees (median)

Gender breakdown per pay quartile

Quartile A Quartile B QuartileC Quartile D
Lower Paid Lower Middle Upper Middle Upper Paid
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43.4% Male 58.1% Male 82.8% Male 84.9% Male
56.6% Female 41.9% Female 17.2% Female 15.1% Female

The table above shows the combined gender pay gap figure on 5 April 2022 for EMCOR UK
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understanding the gender
pay gap at EMCOR UK

We would like to see
more women in senior,
technical or skilled trade
roles such as engineers
- areas where women
are under represented.

In many of the professions utilised across our
sector (such as plumbing and engineering) women
are under-represented. While this is slowly
changing, there are still fewer females than males
commencing apprenticeships in these trades or
studying STEM subjects (science, engineering,
technology and maths) at school and university.

Our own internal research also shows that an
imbalance of either men or women is particularly
significant for some types of job.

For example, cleaning roles (which tend to

be lower paid) are largely occupied by female
employees, and engineering (which is higher paid)
is predominately occupied by men.

We would like to see more women in our business,
in our industry sector, and in all the professions
that have been historically occupied by male
workers. At present, 33% of our workforce are
women, but we still need more women to apply for
roles traditionally occupied by men.

We also need to see a step change in the numbers
of women studying STEM subjects or training to
work in skilled trades as this should eventually lead
to an increase in the number of women working in
more highly paid roles within the FM sector.

Going forward, we remain committed to improving
our gender balance by actively recruiting and
retaining more women in our business.




EMCOR UK’'s commitment

Initiatives delivered in support of our

to eq LICIlity, dive rsity Creating Balance activities have been:
and gender balance is 4 Areturn to work incentive paid to new
”_ t bl h d d mothers returning from maternity leave.
S esta Ishe 5 an In January 2022 we introduced enhanced
[=Ye| by our Creati ng Maternity and Paternity pay as per the

below:

Balance forum. |
* Maternity Pay at 26 weeks full pay,

13 weeks SSP and 13 weeks unpaid
+ Paternity Pay enhanced to 6 weeks full pay

* Pregnancy loss (including terminations)
2 weeks paid leave

A review of our home working and flexible
working policies to make it easier for women
to balance their work life around children.

The removal of names and reference to
gender on CVs to eliminate unconscious bias.

Building our employer recruitment brand

to attract more women into senior roles and
skilled trades; and elevating the profile of our
female ambassadors and role models to help
inspire colleagues and to attract female talent.

Alongside this we have looked to work with
schools and colleges to try and help address
some of the gender stereotyping at an early
age, as well as promoting the FM market as a
career path through the Inspiring The Future
campaigns.

We have created a new grading structure
to ensure transparency in our approach to
reward and recognition.

Our Succession Planning & Talent
Management process has also been revised
to ensure develop opportunities can be met
by our internal talent regardless of gender.

=



equality matters
to EMCOR UK

We value diversity,
equality and inclusion
and believe it contributes
to the continued success
of our business. We also
want to attract and retain
a workforce that reflects
the customers and
communities we serve.

Closing the gender pay gap is a challenge for
most organisations. Our senior leadership team
has a clear strategy in place to try and overcome
this challenge.

The data in this document is accurate and in line
with Government reporting regulations.

[ @%ﬁ/

Keith Chanter
CEO, EMCOR Group (UK) Plc

You can learn more about Gender
Pay Gap Reporting by visiting
www.acas.org.uk/genderpay
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EMCOR Group (UK) Plc
1 The Crescent, Surbiton
Surrey, KT6 4BN

Telephone: 0845 600 2300
Email: hr@emcoruk.com
www.emcoruk.com

Our values

Committed to
gender balance
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