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We’ve continued to progress our diversity and inclusion strategy and 
seen an increase in representation of female and culturally diverse 
colleagues across most of the business. We’re also proud to have 
maintained our median pay gap during 2020-2021.

The challenges of operating our business throughout a global pandemic 
did, however, provide us with an opportunity to reinforce and accelerate 
our progress towards more modern working practices – where we’re 
supporting hybrid working where possible, and flexible working for all.

But there’s always more we can do. We know that males continue to 
make up the largest share of professionals within the built environment 
industry, and we still face challenges increasing female representation at 
more senior levels.

The fact is, diverse teams are high performance teams and we’ll 
continue to strive to make Lendlease as inclusive as possible. We’re 
proud of the initiatives we’ve introduced or continued to support to 
ensure Lendlease is a place where every individual feels safe to bring 
their authentic self to work, and is supported to thrive.

At Lendlease we believe that our people  
are the greatest contributors to our success. 
That’s why it’s essential we do everything in our 
power to attract the best talent and retain them.

Foreward from Neil Martin,  
Chief Executive Officer, Europe



In reporting both the mean and median pay and bonus gaps, it is worth 
remembering that the median is the more representative figure, as it captures 
the middle of the range whereas the mean can be highly skewed by any high 
or low numbers. 

In response to Covid, we undertook a business-wide restructure. We reviewed 
representation at key milestones to ensure under-represented groups weren’t 
adversely impacted by the process. 

Tables [1 and 2]  below show our median pay gap stayed broadly the same, 
despite the restructure and suspending our annual pay review due to Covid. 
This removed our annual opportunity to recalibrate salaries. Our mean gender 
pay gap slightly increased in 2021 because of exceptional pay increases at 
senior levels, where male representation is higher. 

Pay Gap – overview

Table 1 Median
2017 2018 2019 2020 2021

Lendlease 
UK

Hourly fixed 
pay gap 26.5% 26.8% 23.2% 22.8% 22.4%

Bonus gap 39.3% 39.1% 36.7% 25.0% 14.3%

 Table 2 Mean
2017 2018 2019 2020 2021

Lendlease 
UK

Hourly fixed 
pay gap 16.7% 19.2% 20.3% 20.6% 22.2%

Bonus gap 46.2% 44.5% 46.6% 26.6% 22.0%



The table below shows pay across four equal pay quartiles for Lendlease UK, 
from the lowest 25% of earners to the highest 25% of earners. It shows that 
female representation across the lower pay quartiles remained broadly the 
same as the previous year. 

We have however seen an improvement in the 3rd quartile which can be 
attributed to the work we have been doing in previous years to increase 
representation at senior levels. The decreased representation at the top 
quartile is due to leadership changes at the most senior levels in the 
organisation and some exceptional pay increases awarded as a result. 

53%
Male

The graphic below shows the proportion 
of men and women who received a 
bonus for their performance in the 2021 
financial year. Bonuses were awarded 
on a discretionary basis and due to the 
challenging environment of the Covid 
pandemic fewer bonuses were awarded 
in FY21.

At our most senior levels, where there 
is currently higher male representation, 
FY21 bonus also included the regular 
annual share vesting from previous years 
which resulted in a higher percentage 
of male employees receiving a bonus in 
the period. 
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We believe a diverse workforce leads to more innovative and creative solutions which ultimately benefits the communities where we 
operate. Our strategy is built around increasing representation of female and culturally diverse employees, especially at more senior 
levels, improving awareness of different employee experiences and removing bias from process and policy to ensure everyone has the 
opportunity to thrive. Some of the initiatives implemented include:

Creating an inclusive culture to increase diversity and close the gap

Supporting carers during Covid
We were acutely aware of the 
additional pressures faced by working 
families and especially females during 
the Covid pandemic. In response we 
established our Parents and Carers 
network to supplement our existing 
Gender Equity, LGBTQ+ and All 
Abilities Networks. We also provided 
targeted wellbeing support for carers 
which included coaching sessions 
facilitated by our partners, Parents at 
Work. 

Raising awareness 

The Black Lives Matter movement in June 
2021 brought the issue of diversity and 
inclusion to the forefront of everyone’s 
mind and highlighted the importance 
of education and awareness around the 
issues and barriers affecting minority, 
marginalised or underrepresented groups. 
We responded by holding a series of 
listening sessions with our employees 
to enable them to share stories and 
provide constructive feedback to the 
business about how to progress our 
diversity and inclusion journey. Providing 
a platform to discuss and share stories 
was a key recommendation and in 2021 
we launched our Conversations series 
in collaboration with our employee 
networks. Topics we have discussed 
include several issues aimed at increasing 
understanding of gender equity such as 
challenging gender stereotypes, women’s 
health and sexist language.

Being accountable for driving change 
We set annual KPIs to increase gender 
representation at senior levels within 
the business and have joined several 
organisations who are supporting us 
to drive impactful change. In 2021 
we have joined Working Families, 
Black Professionals in Construction 
and become Stonewall Diversity 
Champions. We have also become 
signatories to the Construction News 
Inspiring Women in Construction 
Pledge and Business in the Community 
Race Charter, both of which require 
senior commitment to attract, develop 
and promote diverse talent.



We undertake a quarterly review of people data focussed on gender and cultural diversity, analysing recruitment, attrition and 
promotion to monitor progress against targets. Through this process we identified that the construction business has lower female 
representation than other parts of Lendlease. In response we have set up a construction-focussed working group, and initiatives 
include promoting flexible work on construction sites.

Data Driven Initiatives

Embedding gender and cultural diversity into key processes
We have reviewed many of our people processes in 2021 to identify and mitigate potential bias. 
This has led to the continued provision of personal development programmes for females and the 
addition of a personal development programme for culturally diverse employees.

We have updated our talent review process to incorporate gender and cultural diversity data; 
this has enabled us to identify high potential female and culturally diverse employees who are 
provided with tailored development to assist them to reach their potential.

A policy review has also ensured our parental leave remains competitive and ensures all new 
parents benefit from access to six months paid parental leave. 

Recruitment 
We have KPIs for diverse shortlists and are proud that in the past 12 months,  to 31st March 2022 
40% of new hires were female and 30% of new hires were from culturally diverse backgrounds. 
Whilst recruitment activity was significantly reduced during the period due to the impact of 
Covid we reviewed our recruitment processes and added additional recruitment KPIs for cultural 
diversity on shortlists. We have also mandated conversations around flexibility for every new role 
advertised.

Post Covid 
As we adapt to a world living with Covid we are committed to continuing to strive for a more 
diverse workforce and a culture where every employee can thrive. We need to continue to 
improve gender and culturally diverse representation especially at more senior levels and to 
provide an inclusive Lendlease for all employees. Flexibility remains a priority and we will be 
extending our strategy to improve education and awareness for other under-represented groups 
who face continued barriers being their authentic selves at work or accessing good employment.  



Declaration: We confirm that Lendlease UK’s* gender pay gap calculations  
have been carried out in accordance with the requirements of the Regulations. 

The data and statements within this report have been verified by our People & Culture 
department and the calculations and methodology under the Regulations have been  
assured by our external legal advisors. 

* The legal entity reported on is Lendlease Construction Europe Limited


