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As the new Group Managing Director of the Corserv 
group, I welcome this review of gender pay across 
our companies. I am committed to continuing the 
development of inclusive working environments across 
our services, recognising the value of diversity and the 
contribution it makes to our workforce. The planned pay 
and benefits review across the Corserv group and our 
commitment to implement the Foundation Living Wage in 
Corserv’s four year business plan will positively impact on 
the current gender gaps identified in this report.

Alongside these pay reforms we have initiatives around apprenticeships, management 
development,  working with schools, and market engagement, which will all contribute 
to making our group of companies a more diverse place to work.

We recognise we will face challenges, especially overcoming long-standing industry 
stereotypes, but we are committed to addressing these issues through our workforce 
strategy.

Cath Robinson
Corserv Interim Group Managing Director

The Corserv group includes Corserv 
Limited, Cornwall Development Company, 
Cornwall Housing Limited, Cormac 
Solutions Limited, Via East Midlands 
Limited (Via) and Cornwall Airport 
Newquay Limited.

Across Corserv there are different 
challenges regarding equality and 
inclusion due to services being so 
diverse. Corserv has a strategic Equality 
and Diversity Steering Group with 
representation from each of the group of 
companies to ensure equality, diversity 
and inclusion practices are consistent 

across the workforce. This group also 
feeds into Cornwall Council’s Corporate 
Equality Steering Group, ensuring 
there are clear lines of accountability, 
ownership and consistency.

Corserv as a legal entity, along with 
Cornwall Airport Newquay Limited, did 
not meet the criteria threshold for the 
number of employees. Therefore this 
report analyses workforce data relating 
to Cornwall Housing Limited, Cormac 
Solutions Limited and Cormac Contracting 
Limited, Cornwall Development Company 
and Via East Midlands Limited.

Who are we?
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Corserv and its respective group of companies 
are trading businesses of Cornwall Council 
and therefore have to adhere to the Public 
Sector Equality Duty as well as publishing 
gender pay gap information by 31 March 2018. 
The gender pay gap identifies differences in 
pay between the female and male workforce.

An employer must publish six calculations showing; 

• Average pay gap as a mean average
• Average gender pay gap as a median average
• Average bonus gender pay gap as a mean average
• Average bonus gender pay gap as a median average
• Proportion of males receiving a bonus payment and proportion of females 

receiving a bonus payment
• Proportion of males and females when divided into four groups ordered 

from lowest to highest pay

The figures 
The overall gender pay gap is defined as the difference between the median or mean 
(average) basic annual earnings of men and women as a percentage of the median or 
mean basic annual earnings of men.

Quartile pay band data
Quartile data illustrates the distribution of male and females across organisations. This is 
calculated by putting all employees into ascending order according to their pay and then 
dividing the list into four equal groups (called quartiles). Each quartile should have the 
same number of employees in each section. Quartiles are ordered lowest to highest and 
divided into lower, lower middle, upper middle and upper.

Mean and Median Bonus Gap and Bonus Proportions
Data is taken from a ‘snapshot date’ of 31 March 2017. There have been no bonus 
payments made across the Corserv group for this period.

Gender pay gap: background

What do we report on?

The gender pay gap calculation

Median pay men
Midpoint of pay between 

the lowest paid male 
staff member and the 

highest

 = Median pay men

Median pay woman 
Midpoint of pay between 
the lowest paid female 
staff member and the 

highest

= Median pay women

Median pay men
-

Median pay women

Median pay men

x 100



GENDER PAY GAP REPORT 4

Cormac employs 1752 skilled individuals 
across a variety of different services. Staff 
work across 20 sites and with work spread 
across hundreds of different locations in 
Cornwall.

Facilities management
Cormac’s facilities management service 
provides carpenters, masons, electricians, 
plumbers, commercial and domestic 
mechanical engineers, kitchen engineers, 
cleaners and security.

Even though all roles are advertised openly, 
there are a larger number of females 
in facilities services, often in part-time 
positions in the lower pay quartile.

Highways and environment
Cormac’s Highways and Environment  
service provides network management, 
surfacing works, construction services, 
consultancy advice and design, aggregates 
and recycling, maintenance of highways 

and public rights of way, fleet maintenance 
services and delivers the school 
crossing patrol service. The environment 
team provides landscape design and 
construction, tree inspections and 
associated advice, arboricultural works and 
specialist advice and treatment of noxious 
weeds including Japanese knotweed and 
ragwort.

Highways maintenance, surfacing, fleet, 
and aggregates and recycling roles attract 
a significantly higher proportion of males, 
largely due to the manual and physical 
nature of some of the tasks required, and 
arguably because these roles have long 
been perceived as the domain of males.

Summary data: background
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Community services
The Community Care Service delivers 
domiciliary care to individuals in their own 
home and short term enablement services.

The gender split is aligned to national 
care sector figures, with 200 females in 
the service against nine males. Nationally, 
women currently make up 82% of the care 
workforce. There is a social perception that 
caring roles are predominantly a female 
profession. The Community Services 
division engages with local schools and 
attends events to promote caring as a 
career that is not gender specific.

Cormac Contracting
Cormac Contracting’s purpose is to 
generate revenues by winning work in a 
competitive environment, partnering with 
other public or private sector companies 
to deliver cost effective and sustainable 
solutions to complex engineering 
challenges.

Cormac also delivers training services 
and supports graduates, trainees and 
apprentices.

Summary data and gender pay gap calculations across the whole of Cormac

Highways and Environment, Facilities Management and Community Care Services

Average gender pay gap as a mean average

Average gender pay gap as a median average

805947

£8.68

£7.42

£11.21

£10.10

£2.53
22.6%

£2.68
26.5%
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Cormac is predominantly a highways and engineering company, which has traditionally 
been perceived as a male dominated industry. The breakdown of females to male 
ratios across diverse divisions is as expected and aligned to the respective industry 
demographics.

The company has a higher percentage of females undertaking roles across cleaning 
services and community care services, again aligning to industry demographics. Cleaning 
services offer a number of part time and more flexible contracts, and working hours may 
be more desirable for females with parenting or caring responsibilities, which are still 
undertaken by a higher percentage of females than males.

Cormac’s gender pay gap calculations highlight a disparity between female and male pay. 
This can be partly attributed to the limited number of senior leadership roles filled by 
females. Senior leadership roles across technical services are predominately filled by male 
workers, with female workers making up a larger percentage across lower paid roles, such 
as cleaning services. This drives up the median pay for male profiling, compared to that of 
the female workforce.

Cormac has been proactive in supporting ‘women in engineering’ events and promoting 
engineering as an inclusive career option for the future. A shift in the male-dominated 
demographic due to this approach may not be recognised for a number of years.

Cormac will continue to positively challenge stereotypes around male and female roles 
to encourage greater diversity in the future, in doing so reducing the perception of 
career options as being gender specific. This will help raise the profile so females feel 
comfortable and confident applying for roles that have historically been male dominated.

Gender pay gap analysis

Quartile band data

Quartile M F M F

Q1. Lower 144 294 32.9% 67.1%

Q2. Lower middle 201 237 45.9% 54.1%

Q3. Upper middle 257 181 58.7% 41.3%

Q4. Upper 345 93 78.8% 21.2%
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Cornwall Housing manages and maintains 
over 10,000 Cornwall Council-owned 
homes, as well as:

• looking after approximately 300 
leaseholders 

• managing garages and shops 

• managing land in neighbourhoods with 
council-owned housing 

• delivering the Homechoice and 
Housing Options and advice service on 
behalf of Cornwall Council 

• owning 56 homes for social rent across 
the county.

Summary data: background

Summary data and gender pay 
gap calculations

Cornwall Housing has a fairly even 
split of males and females across the 
company, with 52.6% males and 47.4% 
females. Cornwall Housing is inclusive 
in the pay banding and structure across 
all tiers of its workforce, with only a 
small disparity across male and female 
pay.

The gender pay gap does not suggest 
that any particular role favours a more 
male or female demographic. Services 
are representative of the communities 
they are serving and the gender pay 
gap profiling reinforces the inclusivity 
of service delivery and the company’s 
approach in encouraging individuals to 
roles, regardless of gender.
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Summary data and gender pay gap calculations

Average gender pay gap as a mean average

Average gender pay gap as a median average

£12.11

£11.48

£13.02

£11.89

£0.91 
7.0%

£0.41 
3.4%

200222

Quartile band data

Quartile M F M F

Q1. Lower 50 56 47.2% 52.8% 

Q2. Lower middle 54 51 51.4% 48.6% 

Q3. Upper middle 52 54 49.1% 50.9% 

Q4. Upper 66 39 62.9% 37.1% 
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Cornwall Development Company is an 
economic development company tasked 
with providing:

• infrastructure, support and advice 
services to encourage inward 
investment and innovation through 
business start-ups relocation and 
growth 

• developing digital and rural economies 

• place-shaping and regeneration 
projects 

• supporting and promoting the low-
carbon agenda.

Cornwall Development Company has 
a total of 69 employees. However, it 
is included in the gender pay report 
because, as part of its structure, there is a 
commercial recruitment agency – Jobline 
Staffing – which employs workers.  

This subsequently brings Cornwall 
Development Company within the scope of 
gender pay reporting. Jobline Staffing data 
is shown separately.

Summary data: background
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Summary data and gender pay gap calculations

Average gender pay gap as a mean average

Average gender pay gap as a median average

£14.97

£12.90

£19.74

£16.57

£4.77
24.2%

£3.67
22.1%

3732

Gender pay gap analysis
The vast majority of roles in the Cornwall Development Company are project- based, EU-
funded and time-limited across a range of administrative and specialist disciplines. The 
analysis reflects the gender mix of applicants for the various roles at different levels within 
the organisation.

Quartile band data

Quartile M F M F

Q1. Lower 5 12 29.4% 70.6% 

Q2. Lower middle 6 12 33.3% 66.7% 

Q3. Upper middle 9 8 52.9% 47.1% 

Q4. Upper 12 5 70.6% 29.4% 
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Jobline Staffing is a recruitment agency 
managed by Cornwall Development 
Company. It provides temporary workers 
and permanent placements to the Corserv 
group of companies, public and private 
sector organisations. Jobline Staffing 
operates as a commercial organisation.

The company provides:

• over 200 temporary workers across a
range of sectors - highways, housing,
health, technology, interpretation, and
schools - each week

• interpreter and translation service
covering over 30 languages

• outsourced master vendor solutions
• established networks and access to

national CV search job boards

Summary data and gender pay gap 
calculations
Jobline Staffing has a total of 210 
employees at the qualifying period. The 
nature of the workforce is transient and 
the number of employees can fluctuate on 
a weekly basis.

Gender pay gap analysis
Market forces dictate the pay rate for our 
workers. Working closely with clients, 
rates offered are ensured to be fair, and 
the candidates and CVs provided are based 
on the level of skills and qualifications 
required, regardless of gender. 

The quartile split is representative of the 
company’s client base, with the upper 
quartile being reflective of the interpreter 
service. The company’s interpreter service 
pay a higher hourly rate than the majority 
of the company’s other client base. This 
is due to assignments usually only being 
required for short, hourly intervals, as 
opposed to full time assignments. Male 
and female interpreters are available, 
but the flexible/part-time nature of the 
assignments results in a higher level of 
female applicants able to fit the work in 
around family commitments.

Jobline has a higher percentage of 
females across the upper quartile which 
is reflective of the required skills and 
qualifications within this sector.

The company works collaboratively 
with its clients to ensure services are 
equally accessible and to ensure that its 
recruitment and employment practices 
and procedures actively promote equality 
of opportunity.

Summary data: background
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Summary data and gender pay gap calculations

Average gender pay gap as a mean average

Average gender pay gap as a median average

£16.83

£12.28

£11.50

£8.97

-£5.33 
-46.4%

-£3.31 
-36.9%

107103

Jobline Staffing does not currently pay bonuses to its workers, but does adhere to the 
Agency Worker Regulations allowing temporary workers some of the same pay and 
benefits as a permanent employee. Qualifying, temporary candidates may be paid a bonus 
in line with clients own schemes.

Quartile band data

Quartile M F M F

Q1. Lower 33 20 62.3% 37.7% 

Q2. Lower middle 25 27 48.1% 51.9% 

Q3. Upper middle 36 17 67.9% 32.1% 

Q4. Upper 9 43 17.3% 82.7% 
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Via East Midlands Ltd (Via) is a relatively new joint venture company between 
Nottinghamshire County Council and Corserv. Via employs over 600 staff across seven 
sites and provides all highways, fleet management and maintenance functions to the 
residents of Nottinghamshire, such as maintenance of roads, footways, signs, lines, 
lighting and signals, salting and snow clearance, delivery of highway improvement services 
and management of activities which affect the county’s highway network of over 4,100 
kilometres. 

Due to the services it delivers, Via naturally is male dominated, equating to nearly 70% 
of the workforce. This is aligned to the industry demographic and is similar to Cormac’s 
workforce profiling. 

Gender pay gap analysis
Across the workforce 69% are males compared to 31% females. The pay band data 
highlights that there is actually no gender pay gap disadvantaging female workers across 
Via. This breakdown is a more accurate view of gender pay across the company, as 
opposed to purely analysing the disparity between the average male and female gaps as a 
mean and median average, which shows 13.1% and 21.7% gaps respectively.  These figures 
are skewed by the predominantly female and part-time school crossing patrol workers.

Via works across the industry to proactively promote all opportunities within the company 
as being gender inclusive, but recognises there are perceived barriers to females 
undertaking some roles as a potential career choice.

Summary data: background

Via does not pay bonus payments as part of any pay enhancements.
Mean and median bonus gap and bonus proportions
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Summary data and gender pay gap calculations

Average gender pay gap as a mean average

Average gender pay gap as a median average

£11.13

£8.65

£12.81

£11.05

£1.68 
13.1%

£2.40 
21.7%

189417

Quartile pay band data
School crossing patrol roles make up almost a sixth of the workforce. These roles are 
amongst the lowest paid roles and are predominantly female. The quartile comparisons 
show that, when comparing like for like, there is no significant gap, and female averages 
demonstrate they are actually paid more than male roles across the pay band breakdown.

Quartile M F M F

Q1. Lower 62 90 40.8% 59.2% 

Q2. Lower middle 112 39 74.2% 25.8% 

Q3. Upper middle 125 27 82.2% 17.8% 

Q4. Upper 118 33 78.1% 21.9% 
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All companies within the group recognise 
their equality and diversity responsibilities 
and advertise all roles as gender neutral. 
However, there are historic perception 
hurdles to overcome when it comes to 
certain roles in specific industries, and this 
will take time to address.

Key services across Via and Cormac have 
many male-dominated roles, such as 
highways and maintenance services.

Where services have a large proportion 
of part time or flexible workers, the 
demographic of the workforce tends to be 
heavily female-orientated. As these roles 
are often the lowest paid across services, 
this results in a false impression that 
female pay is lower in comparison to males 
within services.

Having a higher male proportion of the 
workforce at senior and director level has 
skewed some figures in relation to pay. 
However, recruitment processes continue 
to be open and transparent, and individuals 
of any background are encouraged to apply 
across all levels of our companies.

Cornwall Housing Limited has an inclusive 
and representative workforce balance and 
this is reflected in diverse roles across the 
company and the gender pay gap figures.

Information contained in this document 
highlights that further work is required 
across Corserv to reduce pay gaps in certain 
areas. Corserv is currently undertaking a 
comprehensive pay and benefits review, 
looking at structures of our workforce and 
in particular what can be done to encourage 
greater female participation at senior 
leadership level.

The Foundation Living Wage will be 
implemented as part of the four year 
business plan commitment.  

Corserv is establishing people strategies 
within each company, and these will include 
group action plans to address gender pay 
gap issues, as well as the wider equality 
and diversity agenda.

Evaluation


