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Phil Skegg
Managing Director 
Eurovia Contracting

Paul Goosey
Managing Director 
Eurovia Production

We are aware that gender pay can be impacted by a range of 
cultural, sectoral and educational issues external to our business
– so our report may not truly represent our e�orts towards 
developing a more inclusive business. We do recognise that there is 
a long way to go to redress traditional biases in our sector, however, 
by reporting on the gender pay gap, and making the data 
transparent, it is hoped that any national or regional gender pay gaps 
can be reduced, which would make a small step in the right 
direction towards a more diverse working environment.

It is important to us as a transparent business, committed to our 
workforce, to remain open and honest in this area and to celebrate 
the work our teams are doing to bring about positive change.

This report covers the period for the week of 5th April 2021.
The �gures provided are based on hourly rates of pay as at 5th April 
2021 and bonuses paid in the year leading up to April 2021.

Eurovia Infrastructure Limited is a specialist highways 
services provider, part of a wider group of companies under 
Eurovia UK Limited.  We hold ‘Gold level Investors in People’ 
status, are also ‘Investors in Diversity’ accredited (Recognised 
in the Top 100 IID Companies) and hold the Armed Forces 
Employers Recognition Scheme Silver Award.

What is the gender pay gap? 

The gender pay gap (expressed as a percentage of a man’s salary) is 
de�ned as the di�erence between the mean or median hourly rate of 
pay that men and women each receive. 

The mean pay gap is the di�erence between average hourly 
earnings of men and women.  

The median pay gap is the di�erence between the midpoints in 
the ranges of hourly earnings of men and women.  It takes all 
salaries in the sample, lines them up in order and picks the 
middle-most salary.

The gender pay gap should not be confused with equal pay; which 
focuses on the pay of the individual and the law requires that men 
and women who carry out the same or similar jobs, or work of equal 
value must not be paid di�erently because of their gender. The 
existence of any gender pay gap does not automatically give rise to 
any discrimination or equal pay matters.

"It is important to us as a 
responsible business that 
we report our progress 
and continue to improve 
our work on diversity and 
inclusion."

SCOTT WARDROP
Chief Executive 
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Why do we have a pay gap?

Men
10.71%5.55%

Women

35.36%

Proportion of men and women in each pay quartile

It remains common for more men than women to be 
employed in the highways and contracting industry.

Within our organisation more than 75% of employees in 
every quartile are men and it is therefore more di�cult to 
make a direct comparison of gender pay within any quartile. 
To make a real comparison, there would have to be a true 
and even allocation of job roles and job complexity with an 
equal number of each gender in each of these roles and pay 
quartiles.

Whilst the percentage of women employed remains low, we 
have seen it increase from 11.00% in 2017 to 14.53% in 
2018, and to 18% in 2020 with a rate of 15.36% in 2021, so 
an increase from where we were four years ago. 

The chart above shows the gender split when we order hourly
rate of pay from highest (4) to lowest (1) and group into four 
equal quartiles. In 2021 we have further increased the 
proportion of higher earning women, with more employed in 
the top quartile, Quartile 4.

We had a negative gender pay gap in quartiles 1 and 2, 
meaning on average women were paid more; plus a negative 
median pay gap in quartiles 2 and 4.

We are increasing the number of women in the lowest 
quartile and would hope to see that increase more widely 
spread across other quartiles in future.

Men Women

The O�ce of National Statistics (ONS) published all 
employee median gender pay gap was 15.4% in 2021, up 
from 14.9% in 2020. From this we can see that Eurovia 
Infrastructure compares positively as our gender pay sits at 
6.77%, a long way below the ONS published rate. And a 
further decrease over recent years.

Our results are as follows:

Headline national gender pay gap �gures 2021 – 
better than the national average

Some of our employees may be awarded an annual award 
based on the overall performance of the business. The 
data below shows the gender split of those employees in 
receipt of a bonus payment in 2021. This is expressed as 
a percentage of the relevant total gender in our business. 

Proportion of men and women receiving a bonus 
payment

Bonus recipients by gender 2021

Both have decreased in the year to April 2021. In 
addition, we have been promoting proportionally more 
women than men each year in previous years but saw a 
slight proportional increase in the promotion of men in 
2021, with 6.55% of available men promoted against 
5.55% of women.
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We continue to believe that any gender pay gap is the 
result of the di�ering roles currently occupied by men and 
women within Eurovia Infrastructure and the salaries that 
these roles attract.

Our statistics also show that we remain proportionally more 
successful at recruiting women, when following the 
recruitment path from advert to o�er acceptance; however, 
we know that we need to do more to increase the number 
of women applying for roles with us.

We remain committed to making further improvements 
and are very aware that more still needs to be done to 
achieve improved workforce representation and reduce the 
gender pay gap.
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What are we doing about it?
We remain committed to doing everything possible to
reduce the gender pay gap and are taking the
following steps to support our approach:

Industry Initiatives: We have a corporate partnership 
with, and encourage active membership of Women In 
Transport network. One of our team serves as a Board 
Member and actively supports the development of the 
Women In Transport’s regional Hubs. We actively 
encourage our employees to join and participate in this and 
in other industry bodies such as the Highways England 
Diversity Group. As part of our commitment to supporting 
change across the sector, we sponsored recent research 
commissioned by The All Party Parliamentary Group on 
Women In Transport on Gender Perceptions and 
Experiences Working in Transport. 

Updated EDI Strategy & Action Plan: In 2021 we 
launched an updated Equality, Diversity, and Inclusion 
strategy and EDI Committee. In 2022 we will roll out a 
range of initiatives to support our work in valuing all 
employees equally and celebrating the positive di�erence 
that diversity can bring.

Developing our people: Eurovia continues to invest in 
o�ering unconscious bias and other diversity related 
training and education to enable employees to challenge 
both themselves and each other.  We have also made this 
more freely accessible to all employees through our 
e-learning platform.

Recruitment: We continue to support up to 7% of our 
employees through apprenticeships, graduate programmes, 
placements, or longer-term career development 
programmes.

Pay & Reward: We will continue to ensure that we have a 
robust pay and reward structure and will use the data from 
this process and audits to identify trends and remove 
barriers to progression for all employees. Benchmarking is 
carried out at ‘job-o�er’ stage and at annual pay reviews to 
ensure no gender bias exists, and this is objectively 
maintained across all protected strands.


