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“The report follows legislation that came into force in April 2018 which stipulates that employers with more
than 250 employees are required to publish their gender pay gap. For the purposes of this report, we will
be focusing on the gender pay gap for the period 01 April 2025 - 30 April 2025, with a snapshot date of
5th April. Gender pay is a broad measure of the average earnings across our diverse workforce, equal pay
focuses more on pay differences between individuals or groups performing the same or similar roles. Our
aim is to create a fair, inclusive and supportive workplace where everyone has equal access to development,
progression and reward. Publishing our gender pay gap data helps us understand where we are now and
where we need to make improvements.

We are happy to report our mean gender bonus gap improved markedly this year, decreasing from 75.46%
last year to 31.3%, driven by two main shifts: a slightly higher proportion of women received a bonus than
men (20.6% vs 20.0%), and average female bonus values increased, narrowing the difference to the male
average and reducing the impact of previously high male outliers on the mean. Together, these changes
raised women'’s average bonus and reduced distortion at the top end of the male distribution, resulting in a
significantly smaller mean bonus gap year on year. Whilst we acknowledge the industry bias, we continue
to drive for equality in the fire and security industry and further reduce the gender pay gap

For the second-year running, participation by women in both our internal management development
programme and external training has increased. In 2025, 38% of women in leadership roles attended,
compared with 28% in 2024. This positive shift is moving us closer to our goal of achieving balanced gender
representation across all areas of the business.”

Amy-Jane Calder - HR Director
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We will continue strengthening our inclusive
recruitment approach by ensuring we have
specialist recruiters who are dedicated to fair
and equitable hiring practices. The first step
in this work is already underway: we have
introduced skills based assessments across
our Academy recruitment and technical
roles to help reduce unconscious bias. We
plan to extend this approach across all
roles throughout 2026. As part of this, we
will review all job descriptions to remove
gendered language and any unnecessary
technical “gatekeeping” criteria that may
discourage potential applicants. We are also
committed to removing barriers in early
career pathways. This includes reviewing the
content of our Academy training programme
to ensure it is free from unconscious bias
and supports equitable development for all
participants.




