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EXECUTIVE
SUMMARY
Historically this yearbook has been measured and conveyed with calendar year statistics, however to
support our business planning cycle, we have now adjusted this to run over a different 12 month
period. This yearbook includes information for the period of October 2018 to early September 2019,
covering statistics for the full collection of Group companies, including investment businesses.
The content and format of the report has again been refreshed alongside with the commentary, and
includes (where appropriate and available) year-on-year, industry and national benchmarks and
averages. People engagement and talent projects such as our annual Convention have not been
included in detail as they have been previously reported on at the time. Instead, key people projects
have been highlighted within each report relevant to the business unit.
2019 has seen the Group continue to embed new team and new talent, with focus being on induction,
embedding and delivery. Key points to highlight from a people perspective are;
Sharing our news of 3 Star ‘Extraordinary’ Best Companies status, along with our highest levels of
engagement and survey responses since 2010
Fresh feel Sewell Star Awards, with BBC Radio Humberside guest host
Creation and delivery of our Leadership Discovery Programme
Review and refresh of our MentorShip programme
Continued introduction of PRINT and deeper team understanding across the business, and
aligning this once again with senior leadership and Board 360º reports.
PRINT communication awareness training
Introduction of a new LMS for Sewell onthego
An overhaul of all training plans across the business (25 plans)
Continued challenges with recruitment and selection for the Group across all units. The
recruitment market sits in the hands of the candidate, rather than the employer and competitive
offers and opportunities continue to trouble our desire to bring in new talent.
Review of online training courses with increased scope and delivery
Review and launch of new Terms and Conditions of Employment and bonus scheme for
Illingworth & Gregory Trade Team and Sewell on the go salaried team members
Senior leader 360º reports and Shareholder Director 360º reviews
Research and planning into refreshed new approach to Wellbeing
The above is not an exhaustive list, more insight is shared within the pages of the report.
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OUR GROUP
We’re a multi-disciplined group of companies operating across the Yorkshire region.
As a Sunday Times Top 10 Place To Work for consecutive years, we strive to be a
great place to work so we can be a great, innovative company to deal with. In
whatever we do, we aim to create value for our communities and prove that a local
family business can deliver world class services. Below provides a short overview of
the core businesses within our Group, and gives clarity on the people from those
teams that are included within the report information.

Sewell Group has a central Professional Services Team (PST), who
provide services to all members of the Sewell family across
Marketing & Communications, Finance, People (HR), Safety,
Environmental & Compliance and Technology. At the time of this
report the PST team employed 20 people in total.

Sewell Construction are based in both East & West Yorkshire (Hull
& Leeds), and at the time of this report, employed 69 people. The
team is made up of a mix of levels within the industry and a third of
the team are trade based.

Sewell Facilities Management (FM) are based in both East
and North Yorkshire (Hull & York), and at the time of this report,
employed 87 people. The team is made up of a mix of levels within
the industry, one third of the team are trade/maintenance based,
and almost half of the remaining team are our cleaners working in
both regions.

Sewell on the go are based in Hull & East Yorkshire and at the
time of this report had a collection of 13 petrol filling stations with
convenience stores and 3 Subway outlets. At the time of this
report the team was 225 strong, with a Salaried team of 29, 185
Store-based and 26 in Subway.

Shared Agenda Solutions Limited is an independent business that
Sewell Group sharehold a percentage of. For the purpose of our
reports, we include all investment businesses. At the time of this
report, the Team employs 15 people, working across a number of
regions nationally.

Illingworth & Gregory (I&G) joined the Sewell family in October
2017, and are based in Huddersfield, West Yorkshire. They have a
team of 24, split between Office and trade.
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ENGAGEMENT
A week long event, launched by Lord
Haskins. 11 sessions were held, 283
employees attended.
A total of 63% of our people joined us.

TOTAL £40,000
INVESTMENT

Finishing off with an 'Oscars' style people
awards with guest host, BBC Radio
Humberside's Lucy Clark.

BUSINESS PLAN UPDATES
Outside of our Convention Week activities, we have held 8 business plan
update and Q&A sessions for our people. Our Estates businesses hosted 3
sessions in April, 2 in July, with over 60 of our people coming along each
time to catch up on everything Sewell, as well as giving our Board a good
talking too.
Sewell on the go lived up to their name and took their show on the road
during the summer, hosting 3 sessions for our people whilst touring and
stopping at some of our 13 sites across the region. 91 members of the team
joined the Senior Team on the journey.
STOP

l
EMPLOYEE
FEEDBACK

1 Pulse Survey shared, 86.9% engagement across
Estates & 78% for Sewell on the go
6 'Your Voice' forums hosted across 2 bouts. 140 team
members invited, 45% attended
2020 Best Companies Survey process completed, with our
highest ever returns @ 81%
£726 raised in Best Companies survey
donations for Yorkshire Air Ambulance
3 Star 'Extraordinary' 2020 Top accolade
achieved
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TALENT
1 LEADERSHIP DISCOVER JOURNEY
6 months, 6 sessions, 7 external motivational speakers, 4 internal speakers and
over 70 attendees.

TOTAL £10,000 INVESTMENT

TRAINING SPEND
164 courses ran, over 400 people attended training, Over 2050 online courses
completed, with 155 newbies inducted.

TOTAL £237,500 INVESTMENT

TRAINING HOURS
7780 hours of core basic training completed across Estates, 1312 across Sewell
onthego.

TOTAL 1137 FTE* DAYS TRAINING

BY OUR OWN TALENTED PEOPLE
over 5500 hours of training has been delivered.

INVESTING OVER £80,000 BACK INTO THE BUSINESS

1 MENTORSHIP PROGRAMME
We put our mentorship offer formally down on paper for our people to see,
understand and embark on.

WITH POSITIVE ENGAGEMENT
*FTE - Full Time Equivalent

GOOD LEADERS REVEL IN THE TALENT OF OTHERS

- BENZAMIN ZANDER
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PEOPLE STATS
AVE EMPLOYED

AVE RETENTION

GENDER SPLIT

69 - Construction (68, 2018)
24 - I&G (23, 2018)
20 - PST (19, 2018)
87 - FM (85, 2018)
15 - SAS (17, 2018)
240 - onthego (225, 2018)

85% - Construction (83, 2018)
84% - I&G (96, 2018)
100% - PST (84, 2018)
81% - FM (77, 2018)
89% - SAS (100, 2018)
65% - onthego (38, 2018)

63M/6F Construction
22M/2F - I&G
11M/9F - PST
45M/42F - FM
6M/9F - SAS
71M/169F - onthego

TOTAL: 455, up 4.22% on 2018

TOTAL: 73%, up 11% on 2018

47.9% Male, vs 52.1% Female

NEW STARTERS

LEAVERS

LEAVER STATS

10 - Construction
5 - I&G
2 - PST
18 - FM
0 - SAS
120 - onthego

12 - Construction
4 - I&G
0 - PST
21 - FM
2 - SAS
130 - onthego

4 contractual, 37 terminations,
3 health related, 3 retirees,
7 TUPE transfers & 115 voluntary
leavers

TOTAL: 155
(down from 178, 2018)

TOTAL: 169
(down from 183, 2018)

98 'in-year'
leavers, up from
76 in 2018

Following previous years, our people numbers have remained steady during 2018-2019, with a small increase
across most business units. Sewell on the go’s numbers had dropped at the last point of reporting, however
numbers have returned back to a steady average around the 240 mark. For the first time in a long period we have
had no large TUPE transfers, but a selection of individual internal transfers alongside a couple of smaller TUPE
exchanges in Sewell FM linked with cleaning/caretaking services.
This report brings the first comparison for Illingworth & Gregory for retention, showing a steady and positive figure,
alongside a small exchange and sustainable growth for the team. Whereas Shared Agenda’s numbers have
dropped, however this is a reflection of one leaver and one internal transfer, therefore the retention figure in reality
would be stronger.
We have seen an increase in our ‘in-year’ leaver for a second time, moving from 28% of leaver in 2017, to 41.5% in
2018, and now 58% of leavers. Whilst there is an overlap of data with the report period changing, this is still an area
of our people function we need to focus on to improve, ironing out whether there are contributing factors from
recruitment processes that could be eliminated.
The percentage of voluntary leavers remains steady at around 68% year on year, whereas terminations has
decreased by nearly 3%. And whilst our in-year leavers has increased, overall our number of starters and leavers
have decreased on the last report data, with a refreshed focus on reviewing internal resources for role growth of
existing team members, and expanding current part-time hours before we automatically seek potential new talent
from outside the business.
As a Group our gender split has widened a little, moving our female percentage up 1% to 52.1% overall. And whilst
we fall outside of the eligibility of gender pay reporting, during this report period we have also embarked on our
first review of pay gaps across the collection of businesses.
Our numbers show a Group gap of 35.6% (mean pay) and 34.8% (median pay), and our bonus gap shows 55.5%
(mean) and 82.7% (median). And whilst on first sight, these look like wide gaps, following local and national review,
we found that these are reflective of industry norms and we feel we sit positively in a position of parity when data
is reviewed on a business unit basis. Furthermore, a wide variety of personal and business performance bonus
structures across the business result in percentages that differ hugely year on year, and average regularly in
favour of our female workforce within the individual business units.
Overall our retention as a business has increased by 11% on our previous report data, showing a more stable
workforce across the breadth of the Group, with specific positive numbers for Sewell onthego with a 27% increase.
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GROUP LENGTH
OF SERVICE

This report is based on data collected early September
2019, compared with data ending annually in December
historically.
When reviewing length of service (LOS) data, we can
see that we continue to follow a trend line, with only
small fluctuations based on our people moving from on
data bracket to another.
The chart shows that whilst we have had some leavers
during 2018/2019, the average LOS for our people has
not been heavily affected, in fact this has grown on
average to 6.81 years, versus last reports 4.8.
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However the data also shows that over the past 4 years
we have nearly doubled our people numbers in each of
the 11-15 and 16-20 brackets, and 21-25 has also
increased by one third, demonstrating progressive
retention.
Historically we have had some concerns in specific
teams around retention, especially when we have had
growth spurts from TUPE transfers, however a more
settled year on this front is reflected in the numbers,
boosting our retention by 14% on 2018, putting us at our
highest since 2013.
Leaver LOS also follows a trend from previous years,
with the exception of 2016 where we retained more 1-2
year team members but lost them in the following two
brackets. It is always interesting to review this data,
which differs greatly to our overall LOS chart.
This shows that we don’t necessarily have an
engagement issue where we may be losing people
across the board, but what it does show is that we live
our culture and act on bad behaviours early on. This is
demonstrated by the high leavers in the early brackets,
which is a trend year on year.
Whilst we do lose people who we may wish to have
kept, and we actively choose to act on our culture,
making sure we have the right people sat on the right
seat of the bus. However our turnover can cause us
some issues. The recruitment market at present is very
competitive, in technical and trade roles, which means
that when losing key people in these remits, we may
struggle to find the right person or persons to replace
them.
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Recruitment has continue to be a struggle for us during
this period, and whilst a new recruitment portal has
encouraged more applications from wider networks,
we can find the search a challenge. Focus should
continue to be on seeking out the right people through
our networks, rather than rely on advertising, and
reward our people for successful referrals for talented
people that match our culture.
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DEMOGRAPHICS
Age and generation demographics are interesting sources of information. Not only do these create a picture of the
trend of a business, but also it can demonstrate the nuances of a business’s culture based on the makeup of its
people. The following pages provides more detail on the different generations and their attributes and ethics.

GROUP AGE PROFILE
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We have reported on our age demographics for a number of years, however this is only year four of incorporating
generational data within our annual review. Statistics show that collectively across our Group, average workforce
age sits between 41 and 49. Our demographic sits at an average age of 40.7 (versus 39 in 2018), sitting at the early
end of industry averages. Whilst there will be a perception that our Sewell onthego team members will heavily
influence this, that is not actually the case.
As a collection of businesses, Sewell Estates (Construction, Facilities Management, Professional Services, and
investment businesses; Shared Agenda and Illingworth & Gregory) sits almost on par with Sewell onthego with all
brackets, barring the two lower brackets, 10% of our team, made up predominantly by Retail Store and Subway.
Age groups 31-40 and 41-50 make up 20% of our workforce each, both brackets very closely followed by 51-60
with 18%. Our smaller teams such as Professional Services, I&G and Shared Agenda have a very even playing field
across the brackets, whereas the larger business units where a lot of weekly paid team members sit, creates the
heavier percentages in the previously mentioned brackets.This reflects the nuances of culture within the relevant
businesses, and largely affects the type of engagement activities and feedback that we achieve with them.
Generationally a trend continues as with the age profile. The lines year on year fluctuates very little, reflecting our
aim to recruit like-minded people, matching our culture and the way we like to look after our customers. Even with
newer businesses joining the mix over recent years, such as I&G, this highlights the like-mindedness of our people.
Our culture as a Group reflects a majority Millennial workforce, which will be a reflection of many businesses these
days, as these are the children of baby boomers. What this means is that while Millennials have specific
expectations, some of these are born from the age group they are raised by and immersed in during their influential
years, making them the widest demographic of all from a behavioural aspect.
For us this allows our blend of generations to work very well for us, the focus going forward is how the Millennials
take the business forward, how this differs from our historic approaches, but also as we bring new talent in at entry
level, we have to be aware of the tighter expectations of Millennials and Alpha Generations with less stronger
parental influences.

Did you know:
Millennials are now the most prevalent generation in the workplace (25%), surpassing the number of Baby
Boomers in 2014, and Generation X in 2015. Millennials are on track to comprise 50% of the workforce
worldwide by next year.
- PAGE 8 -

GENERATIONS
EXPLAINED
Traditionalists

The Traditionalist generation was born between 1922 and 1945 and is sometimes referred to as the silent generation.
Characteristics of a traditionalist workplace include strict adherence to rules and directives and a strong respect for authority.
Traditionalists are hardworking and loyal to a company and its heritage, believing that role and responsibility takes
precedence over personal needs, having a work/life balance that is weighted more heavily towards work.

Baby Boomers

Born between 1946 and 1964, the baby boomer generation continues to be the majority generational group in the workplace
due to their sheer numbers and representation. Boomers also occupy many of the upper management and executive
positions in businesses and exert strong influence over the cultural characteristics of the workplace. Workplace characteristics
promoted by the boomers include valuing hard work, demonstrated by long hours on the job. Members of this generation
could be considered to be workaholics, particularly by younger generations who value work-life balance. Boomers place
value on education and require a high-quality work product. The characteristics of a boomer-driven workplace include an
emphasis on teamwork, with regular face-to-face meetings.

Generation X (GenX)

Generation X was born during the years 1965 to 1976. This generation can be a little sceptical of authority and tend to not
respect hierarchy, status or title when challenged or out of their comfort zone. GenX'ers seek a positive work-life balance and
prefer an informal, fun workplace.
Typical characteristics of the a GenX workplace would focus on independence and self-sufficiency, individual projects and
minimal supervision. They're not interested in spending hours in meetings, instead the Xer demands high productivity and
prefers to complete tasks as quickly as possible to free up more personal time.

Generation Y (GenY)

Generation Y and Millennials blend a wider age range, and were born between 1977 and 1996. Their generational expectations
link to what year they joined adulthood, however GenY individuals are generally classed as those born between 1977 and 1982.
They are optimistic, confident, community-minded and fully committed to moral and ethical principles. This generation
expects full communication, speedy decision-making and requires information to be available immediately.

Millennials

As mentioned, GenY and Millennials span a wider age range, with Millennials mainly being those born 1983 - 1996. Now wellestablished within companies, these are the most diverse collection of all; one in three is a minority, according to research.
Millennials are tech focused, they choose email over face-to-face communications, like to multitask and enjoy the variety of
managing multiple responsbilities. For a lot of them, they believe that work is a means to an end, and often prioritise lifestyle
over extra work efforts to fulfil themselves. Dynamic leaders sit here, often walking a fine line between leadership and
management.

Generation Z (GenZ)

As with GenY and Millennials, there is a cross over between Millennials and GenZ. Millennials remember playing solitaire,
coming home to dial-up internet and using AOL. GenZ were born in the mid-90’s, and as a teenager were immersed into a
world overrun with technology. What was taken as amazing and inspiring inventions for others, are now taken as a given for
these. This blends into overall employment expectations, they want progression and financial growth quickly, to match their
personal pace, and when technology or growth doesn’t happen quick enough, they’ll worry.
The main differences between the two are that GenZ'ers; they process information quicker than other generations and live in a
world of social and technological updating. avid multi-taskers, they can shift between multiple tasks with ease, even whilst
there are a number of distractions in the background. GenZ is also full of early starters and a political understanding from a
younger age than any other generation. They may opt-out of higher education and immerse themselves in a business
environment quicker than GenY or Millennials. They’re fast-paced, high-energy do-ers, and will thrive in an environment of
trust, independence and consistent change and learning opportunities.

Alpha Generation

The ‘next generation’, also known as the Alpha Gen are those born entirely in the 21st Century, starting in 2010, when the first
iPad was released, Instagram was created and the word ‘app’ was the word of the year. There are more than 2.5m Gen Alphas
born globally every week, when all born (2025) there will be nearly two billion. They start school next year and will be the most
formally educated, technologically supplied, and globally the wealthiest generation ever.
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