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FOREWORD
Servest Group Limited is committed to the idea of people 
being at the heart of the business, and as such strives to be 
an employer of choice. 

Servest has adopted a “You Choose” culture, where people 
are supported to make their own choices in how they want 
to learn, grow and develop their career. The Servest ethos 
is to promote and value colleague output, by supporting 
agile working and driving engagement and empowerment. 
Dedicated learning & development and talent teams 
signpost relevant training to all colleagues across the 
business, with training available to suit different levels, that 
encompasses a variety of learning styles. Servest Street, an 
online learning management system, is home to a plethora 
of e-learning modules and holds details and application 
information on the host of learning opportunities available. 
Some of the available training includes the Hidden Talent 
programme, which offers a broad range of apprenticeships, 
to equip colleagues with the necessary skills to advance in 

their careers. The future leader programme gives colleagues 
the opportunity to gain higher level qualifications whilst they 
work and future senior managers can attend ILM accredited 
management training courses. 

Servest recognises that there is still more that can be done to 
improve the gender pay gap within the company, and I look 
forward to reporting on the progress made next year.

C-J Green 
UK Chief Executive Officer 
April 2018
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OF WOMEN 
RECEIVED A 

BONUS

OF MEN 
RECEIVED A 

BONUS

SECTION 1 :  SERVEST ’S  GENDER PAY GAP

1.6% 6.1%

Servest Group Limited’s median gender pay gap is 2%, which 
is significantly below the UK’s median gender pay gap of 
18.4%*. The gender pay gap reflects the average paid to 
men and women across Servest’s UK business. It is not a 
comparison of pay rates for men and women doing work of 
equal value. While women make up the majority of Servest’s 

UK workforce and a significant proportion of the lower and 
middle quartiles, more of the company’s most senior (and 
therefore highest-paid) people are currently male, a factor 
that influences both gender pay and bonus gaps. At Servest, 
we are committed to the diversity and inclusion agenda. 
*ONS, Annual Survey of Hours and Earnings: 2016

HOURLY

BONUS

PAY DISTRIBUTION

AMOUNT

AMOUNT

MALE FEMALE

Upper Quartile 61% 39%

Upper Middle Quartile 38% 62%

Lower Middle Quartile 37% 63%

Lower Quartile 49% 51%

Median Pay Gap 2%

Mean Gender Pay Gap 14.9%

Median Bonus Gap 25%

Mean Bonus Gap 56.5%

GENDER PAY REPORT 2017

WOMEN 
MAKE UP

OF THE 
COMPANY

53.7%
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ADDRESSING THE GENDER PAY GAP
The primary cause of the gender pay gap is an imbalance 
of men and women throughout the organisational 
hierarchy, with people in more senior positions receiving 
the highest pay.

Servest’s population is predominantly female; however 
the company does not have an equal percentage of 
women in more senior roles, which sit in the upper 
quartile. As a facilities management (FM) provider with 

21,000 colleagues, the balance of men and women varies 
across the company’s various entities. This is typical of the 
FM industry, with males dominating more senior roles and 
less women coming through to top tier roles. For example, 
cleaning roles that support flexible working tend to be 
lower paid and dominated by women, whilst building 
services roles are higher paid and tend to be dominated 
by men. 

GENDER PAY REPORT 2017

Many Servest colleagues, including those in lower and 
middle management roles, work part-time or flexible 

hours. The company is continuously exploring and 
promoting ways to encourage and support flexible 
working to ensure a positive work-life blend among 
colleagues. Servest believes in the benefits of agile 

working and that a culture that encourages colleagues 
to work more flexibly will attract and retain the best 

people in the business.

Over the past twelve months, Servest has begun 
to increase the number of women who occupy 

business leader roles, including promoting a woman 
to the position of UK CEO. The company has made a 

commitment to continue this trend. 

Servest believes the “You Choose” initiative will 
encourage more colleagues to develop their career in 

ways that suit their individual needs. 

Servest will continue to promote, develop and 
expand its apprenticeships scheme, Hidden talent. 

This programme supports colleagues with their 
development and helps them to achieve their career 

aspirations. Currently 37% of those on apprenticeship 
training are women. 

Servest is working to promote shared parental leave, 
which means that colleagues can choose how they 

care for their baby. The company is also investigating 
whether it can support colleagues further by enhancing 
the benefits and raising awareness of the advantages of 
shared parental leave. Servest believe shared parental 

leave can enhance work-life blend and support ongoing 
development, which in turn will result in a more 

balanced representation across all pay quartiles of the 
business. 

AGILE WORKING

SUPPORT AND ATTRACT FEMALE TALENT

APPRENTICESHIPS

MATERNITY AND PATERNITY SUPPORT
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OF WOMEN 
RECEIVED A 

BONUS

OF MEN 
RECEIVED A 

BONUS

SECTION 2 :  D IV IS IONAL REPORTING

SERVEST GROUP L IMITED

1.4% 3.5%

HOURLY

BONUS

PAY DISTRIBUTION

AMOUNT

AMOUNT

MALE FEMALE

Upper Quartile 51% 49%

Upper Middle Quartile 44% 56%

Lower Middle Quartile 41.5% 58.5%

Lower Quartile 42% 58%

Median Pay Gap 0%

Mean Gender Pay Gap 6%

Median Bonus Gap 15.8%

Mean Bonus Gap 52%
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OF WOMEN 
RECEIVED A 

BONUS

OF MEN 
RECEIVED A 

BONUS

16.5% 32.4%

HOURLY

BONUS

PAY DISTRIBUTION

AMOUNT

AMOUNT

MALE FEMALE

Upper Quartile 96% 4%

Upper Middle Quartile 99% 1%

Lower Middle Quartile 74% 26%

Lower Quartile 31% 69%

Median Pay Gap 44.7%

Mean Gender Pay Gap 41.5%

Median Bonus Gap 35%

Mean Bonus Gap 60%

SERVEST ARTHUR MCKAY L IMITED
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HOURLY

PAY DISTRIBUTION

AMOUNT

MALE FEMALE

Upper Quartile 49% 51%

Upper Middle Quartile 23% 77%

Lower Middle Quartile 7% 93%

Lower Quartile 19% 81%

Median Pay Gap 18%

Mean Gender Pay Gap 20%

CATERING ACADEMY L IMITED
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HOURLY

PAY DISTRIBUTION

AMOUNT

MALE FEMALE

Upper Quartile 53% 47%

Upper Middle Quartile 31% 69%

Lower Middle Quartile 19% 81%

Lower Quartile 17% 83%

Median Pay Gap 11%

Mean Gender Pay Gap 16%

SERVEST FOOD CO  L IMITED
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HOURLY

PAY DISTRIBUTION

AMOUNT

MALE FEMALE

Upper Quartile 62.5% 37.5%

Upper Middle Quartile 100% 0%

Lower Middle Quartile 75% 25%

Lower Quartile 75% 25%

Median Pay Gap 6.5%

Mean Gender Pay Gap 9.7%

SERVEST PEST PATROL L IMITED
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HOURLY

PAY DISTRIBUTION

AMOUNT

MALE FEMALE

Upper Quartile 100% 0%

Upper Middle Quartile 100% 0%

Lower Middle Quartile 100% 0%

Lower Quartile 43% 57%

Median Pay Gap 32%

Mean Gender Pay Gap 52%

LLEWELLYN SMITH L IMITED



OF WOMEN 
RECEIVED A 

BONUS

OF MEN 
RECEIVED A 

BONUS

1% 2%

HOURLY

BONUS

PAY DISTRIBUTION

AMOUNT

AMOUNT

MALE FEMALE

Upper Quartile 91% 9%

Upper Middle Quartile 89% 11%

Lower Middle Quartile 95% 5%

Lower Quartile 96% 4%

Median Pay Gap -8.6%

Mean Gender Pay Gap -5.9%

Median Bonus Gap 43%

Mean Bonus Gap 41%
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SERVEST SECURITY SERVICES  L IMITED
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ALPHA FACIL IT IES  MANAGEMENT SERVICES  L IMITED

The gender pay gap is a measure designed to show the 
difference between the gross hourly earnings for all men in 
an organisation and the gross hourly earnings for all women. 
The below figures relate to all employees in a contract of 
employment; this includes a contract of apprenticeship or a 
contract personally to do work.

Currently the national gender pay gap in the UK – released 
by ONS - stands at 18.1%, while Aktrion has found a 1% 
difference between male and female gross hourly earnings.

Publishing these initial findings is the first step in our plan to 
address pay gaps for different employee groups and follows a 
major audit into the salaries of Aktrion’s entire UK workforce 
of people (which includes casual employees).

There are historical cultural issues that are applicable in this 
context, for example our print and automotive/engineering 
business units have struggled to recruit women in senior 
positions due to a historical lack of women applying within 
these roles.

Due to the nature of our business there are various reasons 
for the difference in the pay gap, which are as follows:

•  The pay gap has been largely attributed to the 
under-representation of female employees in senior 
leadership/management roles and the under-
representation of men in more junior positions.

•  TUPE – due to contracts transferring from different 
outsourcing companies this creates a difference in pay 
for employees working at different customers.

•  Customers influence the pay of employees.

•  Terms – we offer our workforce different terms of 
engagement, ranging from zero hour worker contracts, 
employment contracts and casual staff agreements.

•  Larger numbers of men than women pursue careers 
within the industries that Aktrion operate.

This audit, as well as compulsory, is part of Aktrion’s global, 
long-term commitment to promoting equality, diversity and 
inclusion through comprehensive strategies, communication, 
training and monitoring programmes. Aktrion believes 
that there are positive benefits that gender balance has on 
business outcomes. Aktrion, globally and locally, remains 
committed to pursuing initiatives to improve gender balance 
and reduce its gender pay gap even further.

Our current initiatives include:

• Aspirational targets for the representation of women 
in leadership positions

• Initiatives designed to support women’s development 
and progression

• Opportunities for open discussion and dialogue, with 
both men and women, about how the organisation can 
collectively support gender/dual-gender balance and 
overcome any barriers which may exist.

• Since 2014, Aktrion has focused on a range of measures 
to reduce the gender pay gap, such as training for 
senior managers, and the promotion and launch of 
shared parental leave for men and women.

Please note that we apply equal pay (e.g. hourly pay) 
for equal work at the customer sites that we operate. In 
addition, there are differences in pay for different types of 
roles, jobs and part-time work etc. The above gender pay gap 
is not indicative of an equal pay issue, but it is the proportion 
and difference in pay across the board.

Aktrion hopes you have found the above narrative useful. If 
you have any queries then please contact Aktrion’s HR Team.

Thank you for your time, and for viewing our report.
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ALPHA FACIL IT IES  MANAGEMENT SERVICES  L IMITED

OF WOMEN 
RECEIVED A 

BONUS

OF MEN 
RECEIVED A 

BONUS

2.1% 1.1%

HOURLY

BONUS

AMOUNT

AMOUNT

Median Pay Gap 0.0%

Mean Gender Pay Gap 1.0%

Median Bonus Gap 83.2%

Mean Bonus Gap 80.8%

PAY DISTRIBUTION MALE FEMALE

Upper Quartile 68.8% 31.3%

Upper Middle Quartile 67.0% 33.0%

Lower Middle Quartile 60.2% 39.8%

Lower Quartile 51.7% 48.3%



14

GENDER PAY REPORT 2017

AKTRION MANAGEMENT SUPPORT SERVICES  L IMITED 
(TRADING AS  AKTRION AUTOMOTIVE)

The gender pay gap is a measure designed to show the 
difference between the gross hourly earnings for all men in 
an organisation and the gross hourly earnings for all women. 
The below figures relate to all employees in a contract of 
employment; this includes a contract of apprenticeship or a 
contract personally to do work.

Currently the national gender pay gap in the UK – released 
by Office of National Statistics - stands at 18.1%, while 
Aktrion Automotive has found a reverse difference of -9.9% 
between male and female gross hourly earnings. This means 
that women overall are earning more than men.

Publishing these initial findings is the first step in our plan to 
address pay gaps for different employee groups and follows 
a major audit into the salaries of Aktrion Automotive’s entire 
UK workforce of people (which includes casual employees).

Aktrion Automotive needs to consider reducing the gap from 
women earnings being higher than men. Having said this, 
Aktrion Automotive is looking to recruit more women in 
senior leadership roles.

Due to the nature of our business there are various  
reasons for the difference in the pay gap. Briefly, these  
are as follows:

• Due to contracts transferring (i.e. TUPE) from different 
outsourcing companies this creates a difference in pay 
for employees working at different customer sites.

• Customers influence the pay of employees.

•  Terms – we offer our workforce different terms of 
engagement, ranging from zero-hour worker contracts, 
employment contracts and casual staff agreements.

This audit, as well as compulsory, is part of Aktrion’s global, 
long-term commitment to promoting equality, diversity and 
inclusion through comprehensive strategies, communication, 
training and monitoring programmes. Aktrion believes 
that there are positive benefits that gender balance has on 
business outcomes. Aktrion, globally and locally, remains 
committed to pursuing initiatives to improve gender balance 
and reduce its gender pay gap even further.

Our current initiatives include:

•  Initiatives designed to reduce the pay gap.

•  Aspirational targets for the representation of women in 
leadership positions.

Please note that we apply equal pay (this includes hourly 
pay) for equal work at the customer sites that we operate 
in. Also, the below statistics illustrate a difference in pay for 
different types of roles, jobs and part-time work etc. The 
above gender pay gap is not indicative of an equal pay issue, 
but it is the proportion and difference in pay across the 
board.

Aktrion hopes you have found the above narrative useful.
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AKTRION MANAGEMENT SUPPORT SERVICES  L IMITED 
(TRADING AS  AKTRION AUTOMOTIVE)

OF WOMEN 
RECEIVED A 

BONUS

OF MEN 
RECEIVED A 

BONUS

17.8% 3.9%

HOURLY

BONUS

AMOUNT

AMOUNT

Median Pay Gap -7.8%

Mean Gender Pay Gap -9.9%

Median Bonus Gap 46.4%

Mean Bonus Gap 35.6%

PAY DISTRIBUTION MALE FEMALE

Upper Quartile 77.0% 23.0%

Upper Middle Quartile 91.8% 8.2%

Lower Middle Quartile 89.0% 11.0%

Lower Quartile 86.5% 13.5%
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META MANAGEMENT SERVICES  L IMITED 
(TRADING AS  AKTRION PRINT/LOGIST ICS/FM)

The gender pay gap is a measure designed to show the 
difference between the gross hourly earnings for all men in 
an organisation and the gross hourly earnings for all women. 
The below figures relate to all employees in a contract of 
employment; this includes a contract of apprenticeship or a 
contract personally to do work.

Currently the national gender pay gap in the UK – released 
by Office of National Statistics - stands at 18.1%, while 
Aktrion has found a 17.1% difference between male and 
female gross hourly earnings.

Publishing these initial findings is the first step in our plan to 
address pay gaps for different employee groups and follows a 
major audit into the salaries of Aktrion’s entire UK workforce 
of people (which includes casual employees).

There are historical cultural issues that are applicable in 
this context, for example our print and logistics division 
has struggled to recruit women in senior positions due to a 
historical lack of women applying within these roles.

Due to the nature of our business there are various  
reasons for the difference in the pay gap. Briefly, these 
are as follows:

• The pay gap has been largely attributed to the 
under-representation of female employees in senior 
leadership/management roles and the under-
representation of men in more junior positions.

• Due to contracts transferring (i.e. TUPE) from different 
outsourcing companies this creates a difference in pay 
for employees working at different customer sites.

• Customers influence the pay of employees.

• Terms – we offer our workforce different terms of 
engagement, ranging from zero-hour worker contracts, 
employment contracts and casual staff agreements.

• Larger numbers of men than women pursue careers 
within the industries that Aktrion operate.

This audit, as well as compulsory, is part of Aktrion’s global, 
long-term commitment to promoting equality, diversity and 
inclusion through comprehensive strategies, communication, 
training and monitoring programmes. Aktrion believes 
that there are positive benefits that gender balance has on 
business outcomes. Aktrion remains committed to pursuing 
initiatives to improve gender balance and reduce its gender 
pay gap even further.

Our current initiatives include:

• Aspirational targets for the representation of women in 
leadership positions.

• Initiatives designed to support women’s development 
and progression.

• Opportunities for open discussion and dialogue, with 
both men and women, about how the organisation can 
collectively support gender/dual-gender balance and 
overcome any barriers which may exist.

• Since 2014, Aktrion has focused on a range of measures 
to reduce the gender pay gap, such as training for 
senior managers, and the promotion and launch of 
shared parental leave for men and women.

Please note that we apply equal pay (this includes hourly 
pay) for equal work at the customer sites that we operate 
in. Also, the below statistics illustrate a difference in pay for 
different types of roles, jobs and part-time work etc. The 
above gender pay gap is not indicative of an equal pay issue, 
but it is the proportion and difference in pay across the 
board.

Aktrion hopes you have found the above narrative useful.
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META MANAGEMENT SERVICES  L IMITED 
(TRADING AS  AKTRION PRINT/LOGIST ICS/FM)

OF WOMEN 
RECEIVED A 

BONUS

OF MEN 
RECEIVED A 

BONUS

16.7% 32.8%

HOURLY

BONUS

AMOUNT

AMOUNT

Median Pay Gap 12.7%

Mean Gender Pay Gap 17.1%

Median Bonus Gap -25.0%

Mean Bonus Gap -49.0%

PAY DISTRIBUTION MALE FEMALE

Upper Quartile 91.9% 8.1%

Upper Middle Quartile 78.1% 21.9%

Lower Middle Quartile 71.4% 28.6%

Lower Quartile 66.2% 33.8%



I confirm that data has been calculated according to the 
requirements of the Equality Act 2010 (Gender Pay Gap 
Information) Regulations 2017.

Claire-Jayne Green, UK Chief Executive Officer




