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FOREWORD: PROGRESS 
IN ADDRESSING THE 
GENDER PAY GAP IN 
MEARS

This week, we published our fourth Gender Pay 
Gap report, which we are legally required to do 
under the Equality Act 2010 (Gender Pay Gap 
Information) Regulations 2017. The results are 
published on our own website and a government 
website.

Analysis of the data continues to demonstrate 
that the pay gap is not the result of pay 
inequality. While there is no evidence of pay 
variation in individual roles between men 
and women, we do face the challenge of 
encouraging and supporting more women into 
trades based roles and indeed into Board level 
and senior posts.

The workforce composition has also changed 
significantly since the last report with an overall 
reduction the representation of women within the 
workforce. This is as result of the disposal of the 
Scottish Care business and TerraQuest.

Mears now employs over 5,500 people across 
the UK in the housing and care sectors. Figures 
based on staffing levels in April 2021, when there 
were 3957 men and 1591 women employed in 

the business, reveal a mean pay gap of 21%, 
which is a significant decrease against last 
year’s result. The median pay gap also showed a 
decrease from 28% to 22%.

The overall mean pay gap shows improvements 
in the results from the majority of our businesses, 
with the largest reductions in the pay gap being 
recording in the Care businesses, Facilities 
Management, Scottish housing teams and MPS. 

Diversity and inclusion remain a foundation 
stone for our values, a fundamental part of 
our day-to-day work and key to our continued 
business success. We have continued to apply 
a number of actions to further reduce the risk of 
pay inequality in the organisation. These include 
the establishment of an in-house recruitment 
team, introduction of a Pay and Bonus policy, 
delivery of unconscious bias training and the 
development of People Plans for business units 
to help deliver on agreed targets.

In addition, further actions have been 
subsequently including:

 a Extension of the Fairness and Inclusion 
workstream to encompass mental health, 
disability and social mobility 

 a Development of Group projects to meet our 
commitments to social responsibility and our 
workforce agenda  

 a Proposals for enhanced and flexible benefit 
schemes 

 a Management guidance on remote working 

 a Expansion of our comprehensive after-
care service for new starters to improve 

commitment and engagement 

Alan Long,
Executive Director
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WHO WE ARE

Mears is one of the UK’s leading providers of housing solutions and care. With over 5,500 
employees, our aim is to be recognised as the most socially responsible business working with the 
public sector.

We provide and manage 17,000 homes for local and central Government and are also responsible 
for keeping 750,000 social housing homes in the UK in good repair.

Our housing teams provide rapid response and planned maintenance services for a nationwide 
portfolio of homes.

Our housing management teams work in partnership with Central and Local Government, 
registered providers and landlords to provide more social and affordable housing. The division also 
provides extensive Facilities Management services.

Our care teams deliver extra care and supported living settings for people with care needs across 
the UK.

What remains as a constant is Mears’ genuine social heart. We continue to differentiate from 
competitors on our commitment to make a difference in the communities we serve, positioning 
ourselves as a partner to the sector, rather than just a contractor.

We are very proud to have retained our recognition as a Top 25 Best Big 
Company to Work For, for the third year running, which further evidences 
our continued focus & commitment to our colleagues and creating a fair & 
great place to work
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Declaration 

I confirm that our data has 
been calculated according 
to the requirements of the 
Equality Act 2010 (Gender 
Pay Gap Information) 
Regulations.

Jo Fry, Group Director of 
HR, Mears Group PLC

Declaration 

I confirm that our data has 
been calculated according 
to the requirements of the 
Equality Act 2010 (Gender 
Pay Gap Information) 
Regulations.

Alan Long, Executive Board 
Director, Mears Group PLC

	  

	

GENDER PAY GAP REPORTING

“Diversity and inclusion is a foundation stone for our values. It ensures that we build on our 
successes and continue to work for even better outcomes for our customers, clients, and 
colleagues. We see it as part of our day-to-day work and understand why it is key to our 

continued business success.”

OUR RESULTS FOR 
THE ENTIRE GROUP 

We collected our data on 5 April 
2021, when our workforce consisted 
of 1591 women and 3957 men.

The figures show the gender 
distribution at Mears Group across 
four quartiles (see Detailed Results 
below). 

Analysis of the data continues to 
demonstrate that the pay gap is 
not the result of pay inequality. The 
average pay gap has decreased 
from 30.61% in 2020 to 21.09% 
in 2021. This is mainly due to the 
disposal of two businesses that 
contributed strongly to the gender 
pay gap. The reduction in the size of 
the Group also adversely impacted 
overall female representation in the 
workforce, however, the median pay 
gap fell significantly from 28.08% to 
21.97%.

Across the Group, eight businesses 
showed a reduction the average 
gender pay gap, one was 
unchanged and three increased 
slightly. The majority of businesses 
recorded a net improvement in the 
mean hourly pay rate for women 
compared to men in the year. 

Work is on-going to maintain and 
enforce robust and externally 
benchmarked pay scales across 
our businesses. This means that 
pay decisions are verified as part of 
our pay governance procedures to 
ensure fairness and consistency. 

On average within the construction 
sector women made up only 10% of 
the workforce. 

On average within the care sector 
male workers make up only 16% of 
the workforce. 

Women’s earnings are:

Mean 
gender 

pay gap in 
hourly pay

21.09%

Median 
gender pay 

gap in hourly 
pay

21.97%

Difference 
in mean 
bonus 

payments

97.20%

Difference 
in median 

bonus 
payments

93.15%

Proportion of men and women in 
each pay quartile (%)

56.89

30.9369.07

11.3288.68

15.5784.43

Lower

Lower middle

Upper middle

Upper

43.11

Proportion of men and women 
receiving a bonus payment 

3.21%
4.25%

  Women
Men

Lower Lower middle

Upper middle Upper

  Women
Men

Number of men and women in 
each pay quartile

  Women
Men

598

1171

958

1230

789

429

157 216



These include:

 a A centralised Recruitment team   
 established to improve compliance with  
 agreed standards and procedures and  
 improve reporting on IDSE measures

 a For agreed roles, close, regular   
monitoring of new hires, to understand  
the effectiveness of our attraction strategy 
and dropouts within the process, and 
compliance to agreed policies, including 
efforts to achieve gender-balanced 
shortlists

 a A focus on recruitment to higher salary & 
senior position to ensure that recruitment is 
inclusive

 a Annual pay change arrangements 
introduced to minimise ad-hoc pay changes 
and additional scrutiny of in-year changes 
by the Workforce Development Group, 
including promotions and job changes. This 
is to ensure agreed processes and policies 
are followed and benchmarked pay range 
are adhered to

 a Updated Pay and Bonus policy to provide 
additional clarity on pay governance

 a Formal Job Evaluation and external pay 
benchmarking to ensure that pay and 
grading decisions are fair and transparent

 a On-going investigation of job profiles with 
high gender pay gaps to better understand 
reasons and any appropriate actions that 
can be taken to reduce the gap

 a Unconscious bias training delivered to 
senior managers to support appropriate 
recruitment and promotion outcomes

 a Succession planning, including talent pools 
and career paths, for senior managers, with 
middle managers to follow. The process 
will be led by a newly appointed Talent 
Manager

 a Development requests and opportunities 
are collated to ensure that they are met 
throughout the workforce, wherever 
possible

 a All Business Units have developed People 
Plans to address agreed targets for 
balanced workforce composition, pay and 
other issues and concerns in the workplace 
which will enhance attraction and retention

 a All colleagues are encouraged to update 
their personal information on our HR system 
as part of the probationary reviews. This 
enables better monitoring and management 
of all employee lifecycle events and use of 
the data to inform business decisions

 a A review of family friendly policies for their 
accessibility, take up, level of management 
support and opportunities to enhance 
provisions to encourage women returners

 a More women are being encouraged into 
senior management roles across the Group, 
more women into front-line operational 
roles and more men in to Carer roles – we 
have previously increased the number of 
women at Board level and had success with 
encouraging more women in trades and 
men into care through our ‘Tradeswomen in 
Maintenance’ and ‘Men in Care’ initiatives

 a As an equal opportunities’ employer, 
appointing the best candidate into the role, 
regardless of their gender or other factors 
covered by the Equality Act

EVENING OUT THE GENDER BALANCE

Diversity and inclusion is a foundation stone for our values, a fundamental 
part of our day-to-day work and key to our continued business success. 
Since April 2019 we have implemented a number of actions to further 
reduce the risk of pay inequality in the organisation. 
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These initiatives are expected to continue to have a positive impact on the 
pay gap along with further actions that have been agreed following the 
review of the latest report as follows:

 a Extension of the Fairness and Inclusion workstream to encompass mental health, disability and 
social mobility 

 a Development of Group projects to meet our commitments to social responsibility and our 
workforce agenda  

 a Proposals for enhanced and flexible benefit schemes 

 a Management guidance on remote working 

 a Expansion of our comprehensive after-care service for new starters to improve            
commitment and engagement 

    



OUR COMMITMENT

We are building a diverse and inclusive culture 
that reflects the communities which we serve;
one that attracts and retains the best talent and 
enables our colleagues to thrive.

Gender pay is part of our broader diversity 
agenda and our aim is to become industry 
leaders in this area. We recently refreshed our 
diversity strategy, (originally published 2017) 
and this can be viewed on our website: www.
mearsgroup.co.uk

Over the next 2 years we have committed to 
delivering

a A programme that irradiate pay unfairness

a A culture that promotes fairness and 
inclusivity; creating best practice policies 
& procedures and delivering race and 
discriminations training to all frontline 
colleagues, with the aim of ensuring we do 
not adversely affect anyone based on their 
protected characteristics

a Succession planning and our newly created 
high potential training programme

a Greater diversity at middle and senior levels 
including the Board (specifically race and 
gender)

a Best practice recruitment and selection 
processes that enable us to attract and 
select the best talent

a Supporting and encouraging more women to 
takes up trades roles

a As a Disability Confident employer, we want 
to also support more people with disabilities 
into work

a Continue to grow the diversity of our 
extensive apprenticeship program and 
similarly with Kick start

a And finally, addressing the impact of an 
ageing workforce while also respecting the 
benefits that older employees give to the 
business

SOME OF OUR TARGETED 
GOALS 

a Year on year growth in employee perception 
of Mears being a great place to work – fair & 
responsible

a 10%-point increase of women in leadership 
positions (grade 5+)

a 100% of colleagues will have received D&I 
training (grade 3+)

a Year on year increase in starters at grade 5+ 
with a protected characteristic

a 15% of all colleagues represent BAME (local 
representation will need to flex based on 
geographical area)

a Year on year reduction of the gender pay gap 
and regarded as a leader on communicating 
BAME pay equality information

a Year on year growth, in percentage, of 
overall recruitment from under- represented 
groups

TAKING ACTION

Over many years, we have worked hard to reduce the risk of pay inequality in our organisation, 
however we do have more work to do to support women into skilled trades and senior positions. 
While we don’t have an equal pay issue, we will continue to undertake activity to reduce our pay 
gap in order to ensure fairness and consistency for all.

RESPONSIBLE BUSINESS

We have two well established working groups 
within the Group (Workforce Development, 
and Social and Diversity Inclusion) all with the 
focus of creating chances and fairness for 
all. Both have external representation from 
organisations and individuals who are experts 
in their field and who we treat as ‘trusted 
friends’ to validate and challenge our thinking. 
In addition, our Remuneration Committee has 
broadened its remit to encompass pay across 
the whole Group and is actively supporting our
efforts to address gender pay. 

Over the coming year these working groups 
will continue to concentrate on: attraction, 
recruitment, retention, awareness training, 
pay and reward, salary benchmarking, high 
performing culture (including appraisals),
our bonus system, brand awareness 
and celebrating success.
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OUR RESULTS FOR EACH LEGAL ENTITY
05-April-2021

Male Female
Mean 

pay gap

Median 
pay
 gap

Male

Q1

Male

Q2

Male

Q3

Male

Q4

Female

Q1

Female

Q2

Female

Q3

Female

Q4

Mean 

pay gap

Median 

pay gap
Male Female

Mears Extra Care

Limited
17 248 -17.45% 1.78% 9.09% 3.03% 10.61% 2.99% 90.91% 96.97% 89.39% 97.01% 11.21% 31.03% 23.53% 16.53%

Mears Group PLC 178 145 37.77% 34.09% 37.04% 43.75% 65.43% 74.07% 62.96% 56.25% 34.57% 25.93% 100.00% 0.00% 5.62% 0.00%

Mears Limited 2196 588 16.85% 19.30% 53.90% 81.43% 90.75% 89.34% 46.10% 18.57% 9.25% 10.66% 87.74% 60.90% 1.46% 0.34%

Mears 

Scotland LLP
454 25 9.67% 13.22% 87.50% 95.80% 98.61% 97.62% 12.50% 4.20% 1.39% 2.38% 100.00% 0.00% 0.22% 0.00%

Mears 

Supported Living 

Limited

112 268 -6.87% -0.01% 33.68% 34.74% 28.42% 21.05% 66.32% 65.26% 71.58% 78.95% 0.00% 0.00% 0.00% 1.49%

Morrison

 Facilities 

Services Ltd

292 164 24.14% 30.80% 24.56% 64.04% 84.21% 83.33% 75.44% 35.96% 15.79% 16.67% 90.19% 87.39% 1.71% 0.61%

MPS Housing 

Limited
551 84 8.77% 12.02% 72.96% 89.10% 94.41% 90.57% 27.04% 10.90% 5.59% 9.43% 95.58% 91.00% 20.87% 2.38%

Hourly rate Hourly rate quartile percentage Bonus
Proportion in 

receipt of bonus
Number of
 employees



Male Female
Mean 

pay gap

Median 

pay

 gap

Male

Q1

Male

Q2

Male

Q3

Male

Q4

Female

Q1

Female

Q2

Female

Q3

Female

Q4

Mean 

pay gap

Median 

pay gap
Male Female

Mears Extra Care 

Limited
21 283 -7.10% 7.96% 6.58% 6.58% 7.89% 6.58% 93.42% 93.42% 92.11% 93.42% 0.00% 0.00% 0.00% 0.00%

Mears Group PLC 193 146 36.36% 34.67% 37.65% 52.38% 61.18% 76.47% 62.35% 47.62% 38.82% 23.53% 100.00% 0.00% 1.55% 0.00%

Mears Limited 2324 615 16.37% 19.20% 57.96% 80.52% 90.66% 87.20% 42.04% 19.48% 9.34% 12.80% 36.85% 23.91% 7.70% 6.18%

Mears Scotland LLP 484 28 11.94% 16.72% 88.39% 93.06% 97.75% 98.20% 11.61% 6.94% 2.25% 1.80% -96.65% -161.11% 1.24% 3.57%

Morrison Facilities 

Services Ltd
318 169 27.35% 34.98% 23.14% 66.39% 85.25% 86.07% 76.86% 33.61% 14.75% 13.93% 36.81% -12.95% 2.52% 0.59%

MPS Housing Limited 705 129 11.01% 14.69% 70.33% 84.62% 93.27% 89.95% 29.67% 15.38% 6.73% 10.05% 85.43% 96.44% 24.11% 9.30%

Hourly rate Hourly rate quartile percentage Bonus
Proportion in 

receipt of bonus
Number of
 employees
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OUR RESULTS FOR EACH LEGAL ENTITY
05-April-2020


