
Gender Pay Reporting 

 
 

From 6 April 2017 employers in Great Britain with more than 250 staff have been required by law to 

publish the following four types of figures annually on their own website and on a government 

website: 

• Gender pay gap (mean and median averages) 

• Gender bonus gap (mean and median averages) 

• Proportion of men and women receiving bonuses 

• Proportion of men and women in each quartile of the organisation’s pay structure. 

Tony Gee has therefore published the data again this year as required for all permanent employees, 

this excludes contract staff and LLP members as these are not covered by the legislation. We have 

also carried out further analysis to ensure that pay for individuals at equivalent stages of career 

development is not influenced by gender.  

Tony Gee’s data for 2022 

Difference between male and female pay 

 Mean Median 

Normal hourly rate 23.4% 27.3% 

Bonus payment 50.4% 35.6% 

 

 Male Female 

Proportion of Males and Females receiving a bonus 88.8% 78.9% 

 

Upper Quartile Upper Middle Quartile Lower Middle Quartile Lower Quartile 

    

 

                                                                       Female                       Male 

  

90.22%

9.78%

88.04%

11.96%

67.39%

32.61%

69.23%

30.77%
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Background of gender pay gap 

As with all companies within the construction sector, and the majority of companies within the UK in 

most sectors we do have a gender pay gap and it is important that we recognised this and continue 

to do so now, and into the future until it is addressed. 

I reported last year that the gender pay gap within Tony Gee was a result of the predominance of 

men, and therefore a lack of women, in senior positions within the business, this is still the case this 

year. Our reported mean pay gap has increased slightly in 2022 and this is as a result of us 

continuing to recruit more women in the business, but as most of our recruitment happens at early 

career stages this means the average pay for women reduces as it is skewed by lower paid staff.  

Outside of the requirements to report gender pay gap data in the form requested by UK 

Government we continue to monitor promotions and pay differences for equivalent roles within the 

business and there are no material differences between genders. 

Tony Gee is committed to improving gender diversity and this process starts with recruitment and is 

followed up by continued development of all staff through our company career structure and this 

will over time correct our gender pay gap. 

While I am still personally disappointed that we have a gender pay gap of this scale I am encouraged 

by the changes in our recruitment is having and I look forward to us closing the pay gap in the 

future.  I know that there is a possibility our pay gap in the form reported here could increase further 

due to the recruitment policy we have adopted but I am confident that the increased diversity this 

policy is achieving will bring long term benefits for Tony Gee and will ultimately close the gap in the 

long term. 

 

 

Signed:  

 

 

  Chris Young 

  Executive Managing Director 
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