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Introduction
At Equans, our people are the driving force behind  
our success. 

The dedication and diverse talents of our people fuel 
our mission to build a greener, more efficient, and more 
connected world. That is why our wider People strategy 
is deeply intertwined with our focus on diversity, equity 
& inclusion (DE&I), embodied by our ongoing Be Yourself 
strategy, which encourages everyone to bring their 
authentic selves to work every day.

We are encouraged by more women in management 
positions which has reduced our mean gender pay gap 
and by clear pay improvements among our senior female 
population. We have also made significant strides in 
closing our bonus pay gap. Yet, the slight increase in the 
median pay gap underlines the urgency of continuing to 
promote gender diversity at all levels of our business - 
particularly by increasing the number of women in our 
talent pipelines, ensuring our women reach management 
and senior leadership roles.

While there is still work to be done, this report outlines the 
progress Equans has made and actions we are taking to 
continue to reduce our Pay Gaps.

We are working hard to:

	Æ Attract more female talent to our business, leading  
to an inclusive and inspiring workplace, with the  
aim of achieving a more balanced organisation for  
the future.

	Æ Support, develop, and raise awareness of the talented 
women already within our organisation.

	Æ Nurture future talent, focusing particularly on areas 
with high female representation in STEM, to build 
on the growing population of young women in our 
industry.

Our gender pay gap reflects both the external labour 
market and the structure of our workforce. Although we 
offer a wide range of exciting opportunities across Equans, 
a large proportion of men work in higher‑paid operational 
and specialist technical roles, such as engineering.

We remain committed to ensuring that every colleague 
– regardless of gender, ethnicity, or background – 
enjoys equal access to opportunity, career progression 
and personal development within a truly inclusive and 
supportive environment.

We recognise that our gender pay gap is 
influenced by the structure of our industry, 
where men are more likely to occupy 
higher‑paid specialist and technical roles. 
While this industry context presents a 
challenge, it also sharpens our focus on 
driving meaningful progress.

Female representation across our 
organisation has risen to 38%; over a 
quarter of our management positions are 
now held by women, and we have seen 
a notable increase in women in senior 
leadership roles. We remain committed 
to shifting the dial and delivering real, 
sustained change.

Pam Wright
Chief HR Officer

Gender pay gap

A mean  
pay gap of

21.1%

A median  
pay gap of

25.5%
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Who we are
In the UK & Ireland, Equans is a provider of sustainable 
facilities management and regeneration, and cutting-
edge energy and digital services. 

Over 12,000 employees combine these activities to 
deliver decarbonisation across the built environment 
and help businesses, communities, public sector 
organisations and government to accelerate the 
transition to a low carbon, resilient world. 

Globally, Equans is a world leader in the energy and 
services sector with operations in 20 countries, 90,000 
employees working on 5 continents and a turnover of 
19.2 billion euros in 2024. Equans is a subsidiary of the 
Bouygues group.

Equal pay vs 
gender pay
Equal pay means that men and women in the same 
employment performing equal work must receive equal 
pay. It has been unlawful since 1970 for employers in 
the UK to pay men and women differently for doing the 
same or a broadly similar job.

Having reviewed our results, Equans UK is 
comfortable that we do not have an equal pay issue, 

although we recognise that there is work for us to  
do to try and reduce our gender pay gap.

What we  
have to  
report
Legislation came into force in 2017 that requires 
companies with more than 250 employees to 
publish data about their gender pay gap. The 
following calculations must be shown:

1 The median and mean gender 
pay gap

2 The median and mean bonus 
gender pay gap

3 The proportion of males  
and females receiving a  
bonus payment

4
The proportion of males  
and females in each quartile  
pay band

Median and mean are both types of average. The 
median is the middle value if you place all the 
numbers you are looking at in order. The mean is 
the total of all the numbers, divided by how many 
numbers there are.

The quartile pay bands are calculated by putting 
everyone’s salary in order from the highest paid 
to the lowest. That list is then cut into four equal 
parts and the percentage of men and women in 
each part is then shown.
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Headline gender 
pay figures  for Equans

The mean gender pay gap is the difference in 
average hourly rates of pay that male and female 
colleagues receive, expressed as a percentage of 
male colleagues earnings.

The median gender pay gap is the difference in the 
midpoints of the ranges of hourly rates of pay for 
men and women, expressed as a percentage of male 
colleagues earnings.

The table below shows Equans UK’s overall median and 
mean gender pay and bonus gap between females and 
males based on average hourly rates of pay as at the 
snapshot date of 5th April 2025, and bonuses paid in the 
year to 5th April 2025.

Equans UK Median Mean

Gender pay gap 25.5% 21.1%

The mean gender bonus gap is the difference in average 
bonus pay that male and female colleagues receive, 
expressed as a percentage of male colleagues earnings. 

The median gender bonus gap is the difference in 
the midpoints of the ranges of bonus pay received by 
men and women, expressed as a percentage of male 
colleagues earnings. 

Equans UK Median Mean

Gender bonus gap 7.4% 9.7%

One of the main factors contributing to our gender pay 
gap is the uneven distribution of men and women across 
different levels within our organisational structure. 
Specifically, there are fewer women than men occupying 
senior positions, which tend to offer the highest salaries. 

As a result, this disparity affects both hourly and bonus 
pay figures since bonuses are typically awarded to 
employees in senior positions to remain competitive in 
the job market and retain top talent.  

Proportion of females in  
each quartile band

Quartile Female Male

Upper 21.0% 79.0%

Upper Middle 21.2% 78.8%

Lower Middle 39.6% 60.4%

Lower 63.3% 36.7%

Under the Regulations we are required to report our 
gender pay gap data for each separate legal entity that 
has at least 250 employees and therefore we have 
reported data for Equans Buildings Ltd, Equans E&S 
Solutions Ltd,  Equans FM Ltd, Equans Regeneration 
Ltd and Equans Services Ltd.  We think it is important 
to consider the picture for all employees, so we have 
combined the information from all our entities, including 
Colledge Trundle & Hall Ltd, Covion Ltd, Equans EV 
Solutions Ltd and Smart Buildings Ltd to show Equans 
UK as a whole.
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Understanding our gap

The table below shows Equans UK’s overall median and mean gender pay gap figures across the last five years. 
2025 figures highlight a 1.4% increase in the median pay gap and a 2% decrease in the mean pay gap from 2024.

Pay 2021 2022 2023 2024 2025

Median Pay Gap 31.7% 31.1% 27.5% 24.1% 25.5%

Mean Pay Gap 29.9% 28.3% 24.9% 23.1% 21.1%

Bonus 2021 2022 2023 2024 2025

Median Bonus Gap 18.5% 46.0% 19.0% 11.5% 7.4%

Mean Bonus Gap 28.7% 22.2% 15.9% 18.3% 9.7%

Gender breakdown by type of employee in Equans UK

Female Male

Senior Management

Management

Management  
/ Professional

Junior Professional / 
Front Line Management

Front Line Employee

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

57.7%

73.0%

73.4%

85.5%

78.6%21.4%

14.5%

26.6%

27.0%

42.3%
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Closing the gap
Action planning for the future

As part of our actions for the future, we are dedicated to 
developing a culture at Equans where women feel truly 
included, supported, and empowered to succeed at every 
stage of their career journey. Central to this commitment 
is our Gender+ Plan, which is implemented across 
our wider Equans Group and structured around three 
fundamental pillars: 

	Æ Promoting: Increasing the representation of women 
across the business and strengthening our overall 
talent pool. 

	Æ Facilitating: Supporting women to progress into 
leadership roles and ensuring equitable access to 
career-advancing opportunities. 

	Æ Raising Awareness: Equipping managers with the 
knowledge and understanding needed to champion 
gender diversity and challenge inequality. 

Within Equans UK, we continue to work across all of our 
teams and functions to dismantle both behavioural and 
systemic barriers – addressing not only challenges faced 
by women but also driving a broader cultural change 
across the organisation that benefits everyone’s career 
progression. The focus areas outlined throughout this 
report align closely with our wider Be Yourself DE&I 
strategy and our IMPACT manifesto commitments, 
reinforcing our ambition to build fair, inclusive, and 
equitable opportunities for all.

Central pillars of our future planning continue to involve 
our Be Yourself DE&I strategy and Our Teams plan 
(Attract, Develop, Care). Our Be Yourself campaign 
embraces authenticity and diversity as essential to both 
individual fulfilment and business success. Through Be 
Yourself, we aim to nurture an environment where every 
colleague feels valued, empowered, and supported 
to bring their full selves to work – creating a culture 
of trust and openness that encourages talent and 
drives innovation.

Our commitment extends through practical initiatives 
designed to attract diverse talent, develop careers 
with tailored support, and care for the wellbeing of our 
people, nurturing a sense of belonging. Embedding our 
Be Yourself DE&I strategy within our wider Our Teams 
People strategy empowers us to create a lasting, positive 
impact on gender diversity and equity at Equans.
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Inspiring the next 
generation of talent   

We are committed to nurturing future talent and 
positioning our organisation as an attractive destination 
for young people starting their careers. Our initiatives 
focus on expanding early career outreach to create 
meaningful social impact and broaden our talent pipeline.  

We are strengthening our partnerships with a broader 
range of colleges and post 92 universities, with a 
particular focus on institutions that have higher 
representation of women in STEM. 

	Æ Our 2025 graduate cohort includes 15 individuals,  
of whom 40% are women. 

	Æ In September 2025, we welcomed three new 
graduates onto our Building Services (M&E) and 
Energy Engineering schemes, with women making  
up 66.6% of this group. 

	Æ We welcomed our Year in Industry placement 
students in August 2025, joining us for a 12 month 
programme between their penultimate and final year 
of university. Women represent 37.5% of this cohort. 

	Æ Taken together, across our graduate programmes 
and Year in Industry scheme, 39.1% of participants 
are women. 

During National Apprenticeship Week, we delivered 
a wide range of activities aimed at inspiring the next 
generation of talent and attracting more young people 
into our business. Across the week, we attended careers 
fairs and delivered presentations to over twenty schools 
and colleges across the UK, significantly expanding our 
outreach and encouraging greater female representation 
in STEM roles. Senior leaders also took part in ‘Back 
to the Floor’ sessions, shadowing current apprentices 
to foster a culture of collaboration, visibility, 
and continuous improvement. 

The Girls Believe Academy (GBA) remains a cornerstone 
of our commitment to delivering meaningful social value 
in our local communities. By inspiring and supporting 
girls to pursue STEM pathways, the programme helps 
bridge opportunity gaps while strengthening the future 
of engineering and construction. The GBA outreach 
programme actively challenges outdated stereotypes and 
promotes a more inclusive and accessible industry for all. 
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Attracting talent 

We have set a clear target to achieve 40% overall female 
representation by 2026, reflecting our commitment 
to building a more gender balanced organisation. In 
addition, we have established a 30% representation target 
for women in management positions, also to be reached 
by 2026. 

To strengthen our senior talent pipeline, we continue to 
advance our dedicated referral programme for COCOR 
members (Executive level and senior leaders). This 
initiative is designed to attract more talented senior 
women into the business and enhance our future 
leadership capability. 

We have implemented an integrated recruiting software 
and applicant tracking system, which enables more 
consistent, standardised, and inclusive hiring processes 
across the organisation. We have also expanded our 
use of the platform to support more strategic talent 
pipelining, allowing us to identify and engage high 
potential women earlier for future and upcoming roles. 
This enhanced functionality ensures we can build a 
stronger, more visible pipeline of diverse talent. 

We have a new partnership with Evenbreak - a leading 
specialist job board dedicated to connecting talented 
disabled professionals with inclusive employers.

To support inclusive decision making, we have launched 
Inclusive Hiring e-learning training and accompanying 
guidance for all managers involved in recruitment. 
Building on this foundation, we will deliver more in-depth, 
face-to-face training for our resourcing teams, hiring 
managers, and HR colleagues. 

We have set DE&I objectives for our executive team 
specifically linked to increasing the representation of 
women in management roles, reinforcing accountability 
at the highest level. 

We continue to communicate our DE&I expectations to 
external resourcing partners, ensuring they understand 
and actively support our commitment to attracting 
diverse talent. 
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Developing talent 

In 2025, we proudly launched the third cohort of 
our externally recognised, award-winning Women in 
Leadership Programme, marking our largest intake to 
date with 64 women participating across a wide range of 
roles and levels. Building on valuable feedback, we have 
strengthened the programme to better support our senior 
female leaders by making it more accessible, flexible and 
responsive to their needs.  

To date, 63 women have completed the Women in 
Leadership programme, with 50% achieving either a 
promotion or a change in role. Participants consistently 
report significant improvements in confidence, capability, 
and career aspirations. Additionally, five women from the 
2025 cohort were recognised with Apprentice Awards at 
our UK Excellence and Apprentice Awards celebrations. 

We continue to support our Women in Leadership alumni 
community, providing ongoing guidance, resources, and 
opportunities to help them sustain their development.  

Our Bouygues group-led Trajectoire programme 
continues to offer senior women valuable exposure and 
development opportunities, preparing them to step into 
future executive leadership roles. 

Introduced BOOST, a new Group-wide platform that will 
help make internal opportunities more visible, accessible 
and aligned to skills and aspirations.  

Our Equans Data Academy, launched in March 2024 
and now in its fifth cohort, continues to support women 
in STEM to build future focused skills. The programme 
currently has 99 participants, with women representing 
40% of the cohort.  

We remain committed to supporting women through our 
mentoring programme on our PushFar platform, which 
enables employees to connect with mentors aligned to 
their career goals. More than 200 women across the 
organisation are currently benefitting from dedicated 
mentorship, helping to foster their professional growth. 

We have expanded our reciprocal mentoring pilot with 
Senior Leadership Teams to deepen understanding of 
the experiences and challenges faced by women, 
including ethnically diverse women, within our male 
dominated industry. 

In 2025, we broadened our Talent Review process to 
include a greater number of women in junior roles. 
This ensures earlier access to targeted development 
opportunities, increases visibility of emerging female 
talent, and helps identify potential barriers to progression 
across our diverse workforce. To further promote 
fairness, we continue to address bias within the review 
process, requiring all reviewers to apply inclusive 
practices. As a result, we have seen a significant 
reduction in bias across our talent data. 

Succession planning remains a key priority, with 42% of 
identified successors now women. Development actions 
have been put in place to prepare these individuals for 
future roles and support their continued advancement. 
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Creating an  
inclusive culture  

Our Be Yourself Campaign which highlights Equans’ 
journey in fostering a workplace culture that champions 
diversity, inclusion, and equitable opportunities for all, 
continues to showcase women. This includes Louise 
Reynolds, a Regional Director leading our sustainable 
regeneration across the Midlands, who shares her 
perspectives on her career and highlights the vital role 
of male allyship in supporting an inclusive workplace 
culture. Our Be Yourself Campaign has also evolved to 
include a podcast series.  

We are shining a light on the need for gender 
diversity in our industry with campaigns such 
as  #BreakTheCode and  “The Future Not Without 
Her”. These campaigns highlight the critical role of 
women in energy, digital, and industrial transitions, 
underscoring Equans commitment to diversity and 
inclusion in technical fields. 

We delivered Inclusive Leadership training to our senior 
leaders, equipping them with additional knowledge 
and tools to foster a more inclusive, supportive and 
high‑performing workplace.

Our WOMEN Together Network hosted a large‑scale 
event for International Women’s Day along with our 
Bouygues colleagues, bringing people together to 
recognise achievements, share inspiring stories and 
strengthen our commitment to gender equality.

We have recently taken a significant step forward in 
our journey to creating a more inclusive and supportive 
culture by committing to becoming a Menopause 
Friendly employer. This commitment marks the start of 
our journey and action planning towards menopause 
friendly accreditation. 

We have reviewed our parental leave policies and 
practices to improve our colleague experience.  

We continue to develop a culture of respect by delivering 
‘Harassment and Unacceptable Behaviours’ training to 
people managers and HR.  

We work collaboratively with our seven DE&I employee 
led networks, including our WOMEN Together Network, 
to draw on the lived experiences of the communities they 
represent and help shape a more inclusive culture. Our 
networks deliver a wide range of awareness-raising and 
celebratory events aligned to our DE&I strategy, including 
extensive programmes for Mental Health Awareness 
Week, South Asian Heritage Month, Pride in Our Work 
Campaign and National Inclusion Week. 

In 2025, we introduced new leadership across our 
DE&I employee-led networks and rotated the executive 
sponsors for each group. This refresh has brought 
new perspectives, ideas and greater intersectionality, 
strengthening the impact and visibility of our networks 
across the organisation. 

Our Veterans and Reservist (VaR) Network were 
instrumental in helping us to win a silver award in the 
Armed Forces Covenant. This included the introduction of 
a new Veterans & Reservists (VAR) Policy across the UK, 
highlighting  our commitment to fostering a supportive 
and inclusive environment for our Veterans, Reservists, 
Cadet Leaders and their families. 
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Headline ethnicity 
pay figures  for Equans

For the fourth year, Equans is voluntarily disclosing its 
ethnicity pay gap at 5th April 2025. Equans have followed 
the statutory gender pay gap reporting methodology 
when calculating the ethnicity 
pay gap.

The following table displays the overall ethnicity pay 
gap data for Equans UK as a whole. 

Equans UK Median Mean

Ethnicity pay gap 14.3% 15.7%

Ethnicity bonus gap 6.0% 18.5%

Ethnic 
Minority

White

Proportion of ethnic 
minority colleagues 
receiving a bonus 
payment

11.5% 21.9%

Proportion of ethnic minority  
colleagues in each quartile band

Quartile Ethnic 
Minority

White

Upper 10.0% 90.0%

Upper Middle 12.4% 87.6%

Lower Middle 22.4% 77.6%

Lower 21.2% 78.8%

Ethnicity pay gap

A mean  
pay gap of

15.7%

A median  
pay gap of

14.3%
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Understanding our gap

The table below shows Equans UK’s overall median and mean ethnicity pay gap figures across the last four years. 
2025 figures highlight a 2.4% decrease in the median pay gap and a 2.5% decrease in the mean pay gap from 2024.

Our bonus gap has also decreased significantly (18.1% reduction in the mean gap and 16.6% reduction in the 
median).

Pay 2022 2023 2024 2025

Median Pay Gap 22.2% 16.7% 16.7% 14.3%

Mean Pay Gap 18.9% 14.9% 18.2% 15.7%

Bonus 2022 2023 2024 2025

Median Bonus Gap 38.0% 36.9% 24.6% 6.0%

Mean Bonus Gap 33.7% 31.6% 36.6% 18.5%

Please note: 2021 to 2022 only shows data of Equans UK, and 2023 data incorporates data from Equans UK and Equans E&S Solutions Ltd.

Ethnic breakdown by type of employee in Equans UK

Senior Management

Management

Management  
/ Professional

Junior Professional / 
Front Line Management

Front Line Employee

Ethnic Minority White Prefer not to say / no data

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

7.1%

4.3%

10.6%

17.4%

18.8%

92.9% 0%

94.9% 0.9%

87.5% 1.8%

79.0% 3.5%

67.5% 13.7%
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Ethnicity pay gap  

Closing the gap
Our Respecting, Inspiring and Supporting Ethnic 
Minorities (RISE) Network plays a vital role in 
championing inclusion and belonging for our ethnically 
diverse colleagues and allies. Throughout the year, the 
network delivers a wide range of awareness raising 
activities and cultural celebrations including Black 
History Month and South Asian Heritage Month to 
highlight diverse experiences and perspectives across 
our workforce. RISE continues to create safe spaces 
for dialogue, amplify underrepresented voices, and 
strengthen understanding across teams, helping us build 
a more inclusive and culturally aware organisation.  

In 2025, we pledged to support  
university students and recent  
graduates through the 10,000  
Black Interns Programme. This  
commitment will help shape our  
future workforce by providing  
ethnically diverse students with the skills, networks  
and confidence needed to take their first steps into  
a STEM career. 

Our Catalyst leadership development programme, now 
in its third cohort, continues to provide targeted support 
for employees from ethnic minority backgrounds and is 
driving measurable progress. Across completed cohorts, 

20% of participants are now confidently pursuing new 
opportunities. Leadership diversity has also increased 
from 10.45% in November 2024 to 12.5% in November 
2025, reflecting positive shifts in representation and 
progression for ethnically diverse colleagues. The 
programme highlights the critical role sponsorship plays 
in amplifying and accelerating the career development 
and career progression of participants.  

Our partnership with Race Equality  
Matters (REM) has earned Equans  
a bronze Race Equality Matters  
Trailblazer accreditation highlighting  
our commitment to tackling race  
inequality and we are committed to  
further progress.  

Our annual ECHO engagement survey showed growing 
confidence among ethnically diverse colleagues that our 
culture supports authenticity and belonging. 

Equans UK | Ethnicity Gap 13

Catalyst programme networking



Declaration
I confirm that the gender pay gap within this report is 
accurate and has been produced in accordance with 
legal requirements.

Pam Wright 
Chief HR Officer

The results of this year’s report are 
encouraging: we’re seeing meaningful 
progress in our pay equity. While 
these numbers reflect positive 
developments, driven by some exciting 
initiatives, we can see that there is 
still work to be done - our mission to 
drive lasting and impactful change 
throughout Equans UK & Ireland 
continues.

James 
Graham
DE&I Executive 
sponsor
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Statutory disclosures 
Reportable entities within Equans UK has  
5 legal entities with at least 250 employees:

	Æ Equans Buildings Ltd

	Æ Equans FM Ltd

	Æ Equans Regeneration Ltd

	Æ Equans Services Ltd

	Æ Equans E&S Solutions Ltd

Under the Regulations we are required to report our gender pay gap 
data for each separate legal entity that has at least 250 employees 
and therefore we have reported data for the above companies. We 
think it is important to consider the picture for all employees, so 
we have combined the information from all our entities, including 
Colledge Trundle & Hall Ltd, Covion Ltd, Equans EV Solutions Ltd 
and Smart Buildings Ltd to show Equans UK as a whole.

Equans Buildings Ltd

Median Mean

Gender pay gap 19.9% 20.9%

Gender bonus gap 0.9% -10.6%

Female Male

The proportion 
of males and 
females receiving 
a bonus payment

6.8% 15.5%

Proportion of females in each quartile band

Quartile Female Male

Upper 21.7% 78.3%

Upper Middle 27.2% 72.8%

Lower Middle 59.0% 41.0%

Lower 65.1% 34.9%

Equans FM Ltd

Median Mean

Gender pay gap 34.1% 25.6%

Gender bonus gap 43.5% 61.2%

Female Male

The proportion 
of males and 
females receiving 
a bonus payment

12.4% 15.9%

Proportion of females in each quartile band

Quartile Female Male

Upper 14.8% 85.2%

Upper Middle 11.3% 88.7%

Lower Middle 28.2% 71.8%

Lower 54.7% 45.3%
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Equans Regeneration Ltd

Median Mean

Gender pay gap 10.0% 11.9%

Gender bonus gap 27.8% 19.9%

Female Male

The proportion 
of males and 
females receiving 
a bonus payment

25.9% 56.6%

Proportion of females in each quartile band

Quartile Female Male

Upper 18.3% 81.7%

Upper Middle 19.8% 80.2%

Lower Middle 20.7% 79.3%

Lower 34.2% 65.8%

Equans Services Ltd

Median Mean

Gender pay gap 25.0% 20.8%

Gender bonus gap 12.1% 21.3%

Female Male

The proportion 
of males and 
females receiving 
a bonus payment

9.0% 13.7%

Proportion of females in each quartile band

Quartile Female Male

Upper 22.7% 77.3%

Upper Middle 25.5% 74.5%

Lower Middle 49.8% 50.2%

Lower 67.9% 32.1%

Equans E&S Solutions Ltd

Median Mean

Gender pay gap 19.6% 19.1%

Gender bonus gap 19.8% 41.0%

Female Male

The proportion of 
males and females 
receiving a bonus 
payment

14.8% 19.5%

Proportion of females in each quartile band

Quartile Female Male

Upper 19.9% 80.1%

Upper Middle 31.8% 68.2%

Lower Middle 33.4% 66.6%

Lower 59.8% 40.2%
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