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St. Modwen is proud of our 
heritage and we know it is our 
people, with their considerable 
skills and experience, who are 
the bedrock of the business.

We aspire to achieve much more 
and are committed to creating 

a culture that is inspiring and inclusive, where 
difference is valued, and where we can all perform 
at our best and realise our potential.

As part of its commitment to reducing the UK’s 
gender pay gap, the Government has asked all 
companies with more than 250 employees in 
England, Scotland and Wales to publish their annual 
gender pay gap. Our reporting figures, as other 
companies, show our gender pay gap as at 5 April 
2017.  

The property sector as a whole has historically been 
male-dominated, with women representing only 
a small percentage of the workforce. Our gender 
gap figures are in line with this historical context 
but we are committed to ensuring better gender 
representation at all levels of the organisation. 

We are already putting measures in place to 
address the gap and to ensure that everyone  
who works for St. Modwen can be confident they 
enjoy equal reward, opportunity and support. 

The steps we are taking are detailed on the 
next pages.

Mark Allan, Chief Executive

Understanding our pay and bonus gap figures
The pay gap: The primary underlying cause of our pay gap is the small number of senior women in our 
business. The gender split is relatively balanced at lower levels. However, in our senior management 
roles which carry the highest rates of pay, we have a much greater number of men than women. This is 
demonstrated by our pay quartile data detailed above. One of our main opportunities to close the gap is 
therefore to ensure that our female employees are reaching their full potential and progressing through 
the organisation.

The bonus gap: Although slightly more women than men were paid bonuses, our bonus gap results from 
the fact that bonus payments represent a percentage of salary. As we have a much greater proportion 
of men in senior roles within the Company, with corresponding higher rates of pay, the bonus payments 
are also therefore higher.

Gender pay gap

Bonus pay gap

Mean Median

51.6% 37.5%

72.8% 70%

Proportion of men who received a bonus: 

Proportion of women who received a bonus:

Proportion of employees in each quartile pay band

Male Female

77.4%

78.9%

Upper Quartile

89.4%

10.6%

Upper Middle

57.7%

42.3%

Lower Middle

57.7%

42.3%

Lower

51.4%

48.6%



We are ambitious, for ourselves and for our employees. We want St. Modwen to be a place of inspiration, advancement and recognition for 
everyone who works, or wants to work, for us. A place where everyone can be themselves and grow. We know there is no ‘quick fix’ to closing 
the gender pay gap but we are clear and committed to ensuring that we should reflect the communities in which we live, and work and 
serve. We are taking action to ensure that equality, diversity and inclusion are integral to all that we do.

Over the last year we have made the following changes: However, there is still much to do. Our priorities over the next 
three years will include:

• Recruitment Partners selected on the basis of their track record in  
Diversity & Inclusion with the ability to present gender balanced 
shortlists. 

• Using competency-based interviews linked to our values and
• Training managers involved in recruitment - the aim being to reduce 

unconscious bias.

• We plan to introduce a new resourcing process looking at all stages from 
attraction through to induction to increase the diversity amongst both internal 
and external appointees.

• The introduction of enhanced maternity and paternity pay were well 
received by employees as was the Real Living wage.

• We have launched a People Matters Group with Employees 
representing all parts of the business to help us ensure our policies meet 
current and future needs and support Diversity and Inclusion.

• Flexible working policies will be introduced aimed at supporting Diversity and 
Inclusion which will be developed by our employees.

• We are looking to be IIP Gold accredited in 5 years.

Our commitments to making St. Modwen a more diverse and inclusive place to work and in doing so address  
our gender pay gap
We have made a number of People Pledges to our employees, over the next three years, many of which are key to addressing the gender gap. We have prioritised five key 
areas to focus on these.

1
2
IMPROVING AND INTRODUCING NEW POLICIES

RECRUITMENT AND PROMOTION

Jane Saint, Group HR Director 

I confirm the gender pay gap data contained in this report is accurate.



• We Launched the St. Modwen Academy to support Employee 
Development. This has started with People Management and 
Leadership Programmes which include  unconscious bias learning and 
development. 

• We are raising awareness in schools/colleges of career opportunities 
through talks and careers fairs.

• Supporting Apprenticeships and trainees.

• We will be increasing the remit of the Academy to include development in 
other key areas enabling all employees to reach their potential; ensuring female 
colleagues are given the support they need to do so.  

• We will continue to increase relationships with more schools and education 
establishments.

• Increasing apprenticeships/trainees (and female uptake).
• Introducing a Graduate scheme (2020) is also an important commitment in 

building a strong pipeline of female employees.

• We are in the process of starting to develop our strategy the first step 
being to learn from both our own Employees and other organisations 
further advanced on the journey. We have also joined Stonewall to 
help us.

• This year we will be setting up a working group and running focus groups to 
support identification/development of Diversity and Inclusion activities  
(including gender).

• Our first Employee Engagement Survey demonstrated the 
commitment and pride in our business (84% response and 73% 
engagement) whilst also highlighting the areas to focus on which have 
informed our People Pledges and People plan.

• New Internal and External websites will increase the effectiveness of our 
communication and reflect our commitment to Diversity and Inclusion with a 
focus on removing unconscious bias in the way we communicate.

Over the last year we have made the following changes:
However, there is still much to do. Our priorities over the next 
three years will include:

3
DEVELOPING OUR DIVERSITY AND INCLUSION STRATEGY

4
GROWING TALENT FOR THE FUTURE

5
IMPROVING COMMUNICATION


