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At Vertas Group, we are committed to ensuring that our colleagues have the best opportunities to develop and 
succeed while being part of an organisation that promotes fair and inclusive workforce.

We employ approximately 4,000 colleagues across our Group and offer flexible job roles, including term time, part 
time and relief job roles for those who prefer zero hours. Our ambition is to have a workforce that reflects the 
customers and communities we serve. Although our gender pay gap has increased this year, it is important to reiterate 
that we don’t pay people differently based on their gender.

The Gender Pay Gap is due to us having a lower proportion of females in senior leadership roles and a higher 
proportion in our lower paid roles*. We are proud to be recognised as an inclusive employer, having achieved Bronze 
accreditation in the Inclusive Employer Standard. 

People are at the heart of our business delivering great service 
every day to make the difference to our colleagues, clients  
and stakeholders. 

Our Gender Pay Gap

*It’s important to note that due to 70% of roles within the Group being operational, these roles also fall into our Upper Quartile.  
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*The median figure is the middle point of a number set, in which half of the numbers are above and half are below.

** https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/genderpaygapintheuk/2025

What Is Our Pay 
Gap at Vertas Group 
Limited?

Vertas Group Limited maintains a low median 
gender pay gap, performing better than the UK 
average of 8.6%*, which reflects the minimal 
difference in hourly pay between our male and 
female colleagues.

As a multi-services facilities management 
provider, approximately 60% of our business is 
based within the Education sector. The job roles 
that fulfil these educational sector contracts are 
typically term time and school hours. These job 
roles are predominately carried out by women 
to support their work life balance requirements. 

Vertas Group Limited has a 
low Median GPG meaning that 
the difference between our 
male and female  
colleague’s pay rate  
           is minimal.

31%
69%

MEDIAN

MEAN

13.48%**

4.39%*

Women continue to be more highly represented 
in the lower pay quartiles, and this concentration 

in lower‑paid roles remains a key driver of our 
gender pay gap. While achieving a 50/50 gender 
balance in these quartiles would reduce the gap, 
this would not address the underlying issue. Our 
focus is on improving progression pathways and 
increasing female representation in higher‑paid 

roles across the organisation.
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We have recently re-launched our bonus scheme to 
ensure it is fair and equitable for all colleagues, actively 
supporting efforts to address the Gender Bonus Pay Gap, 
however this is not available Group wide. Our “Refer a 
Friend” bonus scheme is available to all our colleagues 
and is designed to be inclusive. 

The majority of our Board of Directors are male, which influences our bonus pay gap.

We have a 73.72% median 
and 71.50% mean gender 
bonus pay gap.

73.72%
71.50%

7.69%

The proportion of 
males and females 

who received a bonus:

6.82%

Male Female

Key 
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%

27%

LOWER 
QUARTILE

46
%

54%

UPPER 
QUARTILE

66
%

34%
LOWER
MIDDLE 

QUARTILE

50
%

50%

UPPER
MIDDLE 

QUARTILE
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Our Actions and 
Commitments

Our actions and commitments to tackle the Gender Pay Gap falls into  
three areas: 

Having a Gender Pay gap is not where we want to be as an organisation,  
we promote fairness and equity. A key contributor to our existing Gender 
Pay Gap is the distribution of our workforce, where we have more females 
in our operational roles due to the part time offering. However, we are very 
pleased to report that for the eighth year running, we have still managed 
to remain a lower-than-average Gender Pay Gap. It is a tough economic 
climate for our public sector clients, and we partner with them to seek 
solutions and alternatives which would increase lower paid roles above 
National minimum, however this is not always possible with such budget 
constraints and balancing priorities.

Our Recruitment 
Recruitment is an undoubtedly vital part of 
improving gender representation within senior 
leadership roles. Inclusive recruitment remains at 
the forefront at every stage of our resourcing processes with guaranteed 
interviews available for underrepresented groups. We also have a 
commitment to move away from skill based recruitment and focus on 
behaviours, to support women, whom may have been off work for a 
period of time, return back to the workplace.

Our  
Development 
We are passionate about our 
Development Framework 
that is inclusive to all senior 
members, and colleagues who 
inspire to be a great leader. 
Our Development Framework 
has embedded in the Group 
as an aspiration to be part 
of. The selection process of 
the programme is based on a 
gender-neutral performance 
rating, where we encourage  
and support women to take  
part to develop leadership skills 
and behaviours.

We want all our colleagues to be at their best, whatever 
life brings. In our commitment to support women’s 
health in the workplace, we have sought to improve 
the understanding of menopause. We aim to create a 
positive working environment, support colleagues who 
are approaching this milestone in their life as well as 
reducing any risk of unconscious bias. 
 
To support we have launched;

• A webinar with a senior leader in the Group, who
has recently gone through perimenopause, she opened 
up and created a video which was shared on our 
community space; 

• 5 days of menopause leave for women to take who 
are undergoing treatment or side effects of the 
menopause; 

• Training for managers to reducethe stigma of

menopause. All these initiatives have been  
vital to support women in the workplace.

• Unconscious Bias Training for managers to help realise
our bias and how we can stop ourselves from acting on 
them.

Diversity, Equality and Inclusion has continued to be a 
priority for the Group. In 2024, we were awarded with a 
Bronze accreditation in the Inclusive Employer Standard, 
and have created a detailed action plan to support the 
journey further. This is an award we are incredibly proud 
of but understand there is a lot more work to do to make 
Inclusion an every day reality for all our colleagues, 
clients and stakeholders. 

Flexible working options, including job share and part-
time work, are available. However, we recognise the need 
for more senior role models to encourage take-up.

Our Community


