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FOREWORD 
 
At Knights Brown our vision is simple: to be a company people aspire to work for, where we always deliver the best 
experience for our customers.  
 
Achieving this means creating fulfilling careers, delivering projects we are proud of, supporting the communities 
we work in, and protecting the natural environment. Above all, it means building high-performing teams who feel 
valued, supported and recognised for the contribution they make. 
 
In 2025, we restructured our business into four divisions: Energy, Southern & South East, Wales and Water, 
supporting our growth and strengthening our ability to deliver in the sectors where we operate. This has created 
new opportunities for our people and shaped our future recruitment needs. 
 
Our people strategy focuses on: 

• Growing our headcount through effective resourcing. 
• Retaining and developing key skills through internal mobility and clear career pathways. 
• Improving engagement and wellbeing to enhance employee satisfaction. 
• Ensuring our managers have the capability to lead, develop and retain their teams. 

 
Ultimately, our goal is to be a great place to work. 
 
In March 2026, our headcount exceeded 330 employees for the first time, a sustainable 12% growth on the 
previous year. At a time when the UK construction industry continues to face a significant skills shortage, attracting 
a diverse range of applicants and creating an inclusive environment is more important than ever. 
 
This statement confirms that our published Gender Pay Gap information is accurate at the time of publishing and 
is signed and authorised by Sarah Whittle, People and Talent Director (April 2026). 
 
Progress over the last 12 months 
 
Currently, 19% of employees are female and this is in line with the number of females recruited over this period. 
Women received 10% of promotions with an equal number choosing to leave the company. 
 
Our leadership team of 13 includes two women, one of whom is a board director.  
 
In March 2025, we also welcomed a female non-executive advisor to our Group Board. This representation 
strengthens our strategic decision-making and reflects our commitment to diverse leadership. 
 
Over the past year, we have taken meaningful steps to improve fairness, inclusion and respect (FIR). 
 
We have: 

• Introduced a structured recruitment process and trained all hiring managers to ensure fair and consistent 
selection. 

• Embedded FIR modules into our graduate and new entrant programmes. 
• Added a fairness, inclusion and respect section to our corporate induction. 
• Continued engagement through our Great Place to Work and Women in the Workplace forums. 
• Participated in cross-industry groups and Women in Construction events to share learning and best 

practice. 
• Delivered two-day coaching workshops for our leadership teams to create a long term culture of coaching 
• Established our Women in the Workplace employee representative group, with a clear commitment to; 

- creating equal opportunities 
- raising awareness of challenges faced by women 
- nurturing a respectful, bias-free culture 
- making Knights Brown an even better place to work for everyone 



• Recognised the chair of the group with an Outstanding Contribution Award 
• Introduced a buddy system, ensuring all female joiners have a female buddy 
• Became a ‘period-positive workplace’, providing free period products across all company workplaces 

 
These actions reflect our commitment to creating a workplace where everyone can thrive. 
 
WHAT IS GENDER PAY? 
 
Gender pay is often confused with equal pay. Equal pay relates to what men and women are paid in the same role 
or in jobs of equal value. Equal pay is a legal requirement. Gender pay relates to the earnings of the average 
female and the average male regardless of role. 
 
Our aim in reporting our gender pay gap is to enable Knights Brown to recognise and reduce the gap, which has 
been a particular issue for the construction industry generally.  
 
Pay for the purposes of gender pay gap reporting, does not include overtime payments or benefits in kind. 
However, it does include all additional payments made as a matter of course within normal contractual hours, 
including shift payments, car allowances, etc.  
 
Mean gender pay gap 2025 
This calculation shows the difference between the average (mean) rates of pay for men and women in April 2025, 
expressed as a percentage.  
 

• The mean hourly rate of pay for men is £24.42 
• The mean hourly rate of pay for women is £18.24. 

 
The difference between the 2025 figures is £6.18, representing a gender pay gap of 25.3%. 
 
Median gender pay gap 2025 
This calculation shows the difference between the median rates of pay for men and women, expressed as a 
percentage. In other words, if you place all the men and women in two separate lists in order of salary, the median 
is the difference in pay between the middle ranking man and the middle ranking woman.  
 
The median can help us to draw what is ‘typical’ as it is less distorted by very high or very low pay. 
 

• The median hourly rate of pay for men is £21.45, a 2% increase on the previous year. 
• The median hourly rate of pay for women is £15.83, a 4.5% increase on the previous year. 

 
Our median gender pay gap is 26.2%, a reduction of almost 2% from last year. 
 
This means that for every £1 earned by a man, a woman earns just under 74p, regardless of role. 
 
Proportion of men and women in each pay quartile  
 
Similar to last year we have seen a shift, with a higher proportion of women in the upper middle pay range 
quartile.  
 
We have seen a positive shift in the upper middle quartile, with female representation increasing from 13.7% to 
15.3%. The top quartile remains unchanged at 93% male / 7% female split, reflecting the industry-wide challenge of 
attracting women into senior technical and operational roles. 
 
The lower quartiles remain similar to last year with females representing just over 34% of our employees in the 
lower quartile pay range. We continue to focus on bringing more women into the industry and supporting their 
development into higher-paid positions. 
 
 
  



CLOSING THE GAP  
 
While our overall gender pay gap remains similar to last year, we are encouraged by the increase in women 
represented in the upper middle quartile and the stronger rise in median pay for women. 
 
We remain fully committed to reducing the gap.  
 
Our focus is on attracting more women into the business particularly into senior and higher-paid roles and 
supporting the women already here to build long, successful careers. Attracting a talent pipeline to build lifelong 
careers in the industry will take time.  
 
The following actions have been established for the coming year: 
 

• Continue consultation and discussion with relevant external bodies and our trade association, CECA. 

• Promote gender equality and ensure fair treatment by continuing efforts to support improvements 
through our ‘Great Place to Work’ Forum and ‘Women in the Workplace’ group.  

• Conduct a companywide survey to understand gender based experiences and improvement areas. 

• Undertake exit interviews to understand women’s reasons for leaving and carry out trend analysis. 

• Report on recruitment, retention and promotion data to support decision making. 

• Embed our new recruitment procedure. 

• Raise awareness of opportunities for women in construction roles with future generations, particularly 
with the support of our STEM ambassadors. Celebrate the achievements of women across Knights Brown. 

• Benchmark our family friendly policies against industry standards. 

 

 


