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IN APRIL 2017, THE GOVERNMENT PUBLISHED
NEW LEGISLATION WHICH REQUIRES ALL UK
COMPANIES WITH OVER 250 EMPLOYEES TO
PUBLISH A GENDER PAY GAP REPORT.

The Government’s requirement for
increased transparency in reward data
between male and female employees is
something we fully endorse and therefore
in this, our first such report, we set out
our commitment to rewarding equality.
We also go beyond the basic compliance
requirements, to include more specific
data in relation to gender pay across our
professional fee earning business and each
of our four job levels, to offer even greater
transparency.
• We are committed to providing an
inclusive and respectful working culture
for our people.
• We ensure that individual differences
and the contributions of all our people
are recognised, valued and rewarded.
• We pride ourselves on being a
meritocracy.
• We encourage and recognise hard work,
contribution, performance and those
who share our values; both through
reward and career development/
advancement opportunities.
• Our employment policies and practices
are based on supporting and promoting
equality of opportunity for all our
people.

Drawing on our people’s individual
differences and experiences enables us to
create a more interesting place to work,
whilst also advancing our understanding of
our clients and the communities in which
we live and work; therefore, making sound
business sense and encouraging diversity.
The gender pay gap provides a consistent
approach upon which we can assess and
measure ourselves against our peers. We
see this as a valuable tool to enhance our
understanding of what real, positive actions
we can take to address any underlying
causes or barriers that may prevent our
people from fulfilling their potential and
addressing any gender pay gap issues.
Whilst the numbers reported are important,
we should not focus on these in isolation,
as this could lead us to take actions that
are contrary to the purpose of our report.
Our focus remains on attracting, retaining
and promoting the right talent and skills,
irrespective of gender or diversity. We will
continually seek ways in which we can
strengthen our commitment to equality of
opportunity, ensuring that all our people
are supported to achieve their full potential.

Mark Sitch
Senior Partner

Lea Field
People Manager

Ultimately, we pride ourselves on being an
inclusive and enabling business. We are
encouraged by the uptake of our Flexible
Working Policy, including an increase in
part-time working, and the greater number
of women progressing to senior level roles.
We also recognise that there is more we
can do to stretch the ambitions of all our
people enabling them to build and sustain
a successful career with us, irrespective of
gender or wider diversity.
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Calculating
the Gender
Pay Gap
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CALCULATIONS OF MEAN AND MEDIAN PAY AND OF QUARTILE PAY BANDS ARE BASED
ON DATA FROM APRIL 2017 ONLY, INCLUDING ‘ORDINARY PAY’ AND ‘BONUS PAY’. FOR
BARTON WILLMORE, ORDINARY PAY INCLUDES BASIC SALARY, CAR AND TRAVEL
ALLOWANCE, AND REFERS TO GROSS PAY AFTER ANY SALARY EXCHANGE DEDUCTIONS
HAVE BEEN MADE. THIS MEANS THAT THERE WILL BE VARIATIONS IN PAY BETWEEN
EMPLOYEES WHO CHOOSE A COMPANY CAR, IN PREFERENCE TO THE CAR ALLOWANCE,
AND FOR THOSE WHO ELECT BENEFITS UNDER OUR FLEXIBLE BENEFIT SCHEME VIA
SALARY EXCHANGE, FOR EXAMPLE, PENSION OR CHILDCARE VOUCHERS (THEY WILL
THEREFORE APPEAR TO BE PAID LESS). IN OUR CASE, BONUS PAY REFERS TO OUR
PROFIT SHARE SCHEME, DESPITE THE FACT THAT IT IS A CONTRACTUAL SCHEME.

To calculate the mean and median bonus
pay, the bonus period is a twelve-month
period that ends on the snapshot date of
5th April 2017. The relevant bonus period
for this report is therefore 6th April 2016 to
5th April 2017 when calculating mean and
median bonus pay.

WHAT WE CALCULATE:
The legislation requires those employing
more than 250 people (Partners are not
employees and so are excluded from
the calculations) to publish information
about their gender pay and bonus pay
gaps. Employers are required to make six
calculations, including the average gender
pay gap as a mean and median calculation
(based on hourly rates of pay), the average
gender bonus gap as a mean and median
calculation, and the proportion of male and
female employees divided into four equalsized groups or pay band quartiles. The
data is reported as a percentage of men’s
earnings.

By comparison, equal pay measures the
difference in pay between men and women
who carry out the same jobs, similar jobs
or work of equal value.
As of the snapshot date of 5th April
2017, Barton Willmore Holdings Limited
employed 346 employees (181 female
employees and 165 male employees) whose
pay data has been used for the purpose
of this gender pay gap report. This data
includes many different roles throughout
the Practice, across twelve geographical
locations and a variety of pay rates.

It is important to note, the regulations
require us to report gender pay gap data,
not equal pay. The gender pay gap is a
measure of the difference in the average
pay of men and women across a business.

165
MALE EMPLOYEES

181
FEMALE EMPLOYEES
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2017 - OUR RESULTS AT A GLANCE
This information shows our overall mean and median gender pay gap and gender bonus pay gap based on hourly rates of pay as at the
snapshot date of 5th April 2017, and bonuses paid in the twelve months ending on 5th April 2017. These results show the data required under
the legislation, as well as results for our fee earning professional employees only, i.e. excluding administrative roles, and results broken down
by job level which include administrative roles. As per the prescribed method of calculation, positive percentages in the data below indicate
that, on average, men are paid more than women while negative values indicate that, on average, women are paid more than men.

GENDER PAY GAP

19.2%

11.5%

-1.4%
7.7%

14.3%

9.6%

3.8%

All Employees

Professional
(fee earning)
employees only

Directors

0.2%
-1.6%

Associates

0.6%

Staff

Senior

-16.5%
mean

median

-17.7%

BONUS GENDER PAY GAP

60.0%
73.0%
All Employees

43.9%
45.8%
Professional
(fee earning)
employees only

15.5%
32.4%
Associates

mean

14.4%
10.5%
Directors

30.2%
29.8%
Seniors

median
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-29.1%
29.30%
Staff

PROPORTION OF EMPLOYEES RECEIVING A BONUS

92.3%

95.2%

100%

Associates

female

94.4%

100%

100%

97.0%

Directors

Professional (fee earning)
employees only

All Employees

97.4%

90.0%

96.1%

84.4%

Senior

85.7%

Staff

male

67.1%

69.8%

90.9%

55.0%

58.3%

16.1%

Female employees in the upper quartile

32.9%

30.2%

9.1%

45.0%

41.7%

83.9%

Male employees in the upper middle quartile

47.1%

54.8%

80.0%

50.0%

56.5%

22.6%

Female employees in the upper middle quartile

52.9%

45.2%

20.0%

50.0%

43.5%

77.4%

Male employees in the lower middle quartile

45.9%

55.6%

63.6%

57.1%

56.5%

35.5%

Female employees in the lower middle quartile

54.1%

44.4%

36.4%

42.9%

43.5%

64.5%

Male employees in the lower quartile

34.1%

50.8%

80.0%

65.0%

47.8%

41.9%

Female employees in the lower quartile

65.9%

49.2%

20.0%

35.0%

52.2%

58.1%

Staff

Associates

Male employees in the upper quartile

Proportion of male and female employees according to quartile pay bands

Seniors

Directors

Professional
(fee earning)
employees only

All Employees

PAY QUARTILES
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Understanding
Our Gender
Pay Gap
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THIS DATA DEMONSTRATES THAT OUR MALE
AND FEMALE PEOPLE ARE PAID EQUITABLY FOR
DOING THE SAME JOB OR JOBS OF EQUIVALENT
VALUE ACROSS OUR BUSINESS.

We believe any differential in reward
at job level is explained by individual
performance, experience, and/or external
market conditions. This includes,
candidate supply and demand, where a
market supplement may be paid for a
specific role, skill set or discipline. The
provision of equal pay based on industry
experience and performance remains our
position and the evidence from our gender
pay gap reporting supports this, whilst
recognising its limitations and the makeup
of the pool of talent currently available in
the market.

19.2%
Our mean gender pay gap is 19.2% (1.8% above
the national figure1) and our median gender pay
gap stands at 14.3% (4.1% below the national
average).
The pay gap between our male and
female people is significantly lower
when we report across our professional
fee earning business, i.e. when we
exclude our administrative people from
the data.

We act to address any differential in reward
irrespective of gender or diversity, and to
ensure fairness in our internal policies and
practices, which includes benchmarking all
pay and promotion decisions.

For our professional fee earning
business, our mean gender pay
gap of 11.5% is 5.9% below the
national average, and our median
pay gap of 9.6% is 8.8% below the
national average.

mean

-5.9%
median

-8.8%

Our pay gap reduces even further when
we report the data across the four job
levels within our business, and in fact at
Staff and Associate levels is favourable
towards women.

1. Based on estimates from ASHE Survey 2017
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As with many professional service
organisations, we see the variation in the
gender pay and bonus pay gaps reported
being a result of more women than men
in our junior or lower paid roles (including
administrative roles) and fewer in senior
level and leadership roles. This is likely
to be due to the historical low number of
women entering professional services as
a career compared to men. This leads to
a higher mean gender pay gap as there
are a small number of higher earning
male employees at Director level, with
their reward reflecting their performance
including financial contribution and
experience in the role.

WE ARE CURRENTLY
THE SECOND HIGHEST
EMPLOYER OF FEMALE
TOWN PLANNING
PROFESSIONALS
ACROSS THE INDUSTRY2

“The immaturity of some of the professional disciplines/sectors within our
industry has an impact on the representation of women in senior positions,
particularly in Town Planning and Urban Design, which account for over three
quarters of our professional fee earning business. It has taken time for the
recruitment and progression of women, both within the industry and our business,
to reach a point where there are women entering senior level roles. As the
makeup of the talent pool within our sector continues to evolve and become more
diverse, we need time, focussed action and an inclusive and enabling culture to
facilitate a proportionate representation of both men and women at senior levels.
We are committed to continuing to work towards this.”

MARK SITCH

2. The Planning Consultancy Survey 2017
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Our gender pay gap is smaller than the
figures reported by the Architecture
Industry Benchmarking Survey 2017.
With Architecture being a more mature
profession within the wider industry sector,
and accounting for 21% of our professional
fee earning business, it was positive to
learn that our mean pay gap at 5.5% is
below the Survey Data and our median
pay gap sits at 3% below the Survey Data.
We strive to continue to close the gap
throughout our business.

THE DETAIL
• We have a relatively balanced gender
composition in our professional fee
earning business across each of
the lower, lower middle and upper
middle quartiles. Over time and with
continued targeted action, there will be
an improved representation of female
employees in the upper quartile as
female talent is retained and supported
to progress through the business. This
in turn will improve the gender pay gap.
• Looking at our gender pay gap across
our Senior and Associate job levels
further evidences the above; there is a
marginal pay gap at Senior level (0.2%
mean & 0.6% median) and a positive
pay gap for women at Associate level
(-1.6% mean & -1.4% median).
• There is a larger pay gap at Director
level with a mean gender pay gap of
7.7% (9.7% below the national average)
and median pay gap of 3.8% (14.6%
below the national average). This is
where long service is more prevalent
amongst our male Director population,
compared to females who are newer
to the role, again a reflection of the
industry and where remuneration levels
are more typically aligned to profit
contribution.

• Our gender pay gap at Staff level is in
favour of women with a mean gender
pay gap of -16.5% and a median pay
gap of -17.7%. This is influenced by the
female bias amongst our secretarial
support, many with long service typically
earning more than junior staff starting
out in their professional careers. Whilst
we encourage and welcome men to
join us in secretarial and administrative
roles we are restricted by the number
of males available in these talent pools.
Until we are able to address this and
have a balanced composition of genders
in these roles, we are unlikely to
eradicate the overall gender pay gap.

As our people progress throughout our
business, their experience, skill-set,
knowledge and performance (as well
as business development capability and
financial contribution for fee earning
professionals) is rewarded with a greater
share of our profit. As more women
progress to senior positions, we would
anticipate this gap to reduce and align more
closely with the rest of our business.

“Whilst the talent pool within
our industry continues to evolve and
diversify, we recognise our role as leaders
in our ﬁeld, in accelerating change and progress.
We are committed to continuing to address equality
in a meaningful and sustained way but recognise
that this will take time. It is not simply about closing
our gender pay gap by influencing the statistics but
taking action to remove barriers to progression and
offer equality of opportunity for all our people,
regardless of gender or diversity.”

LEA FIELD
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Action Taken and
Next Steps
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WE WANT TO CONTINUE TO MAKE POSITIVE CHANGE TO
CREATE A DIVERSE WORKFORCE FOR THE FUTURE AND
AN INCLUSIVE AND ENABLING CULTURE IN WHICH OUR
PEOPLE CAN ACHIEVE THEIR POTENTIAL.

Whilst we are already seeing the
improvements of the support we have in
place to date, we recognise that there is
more we can do which will take time, focus,
meaningful dialogue and actions as well as
support from all our people.

ACTION TAKEN:
• Internal Policies and Processes – Our
promotions and pay review processes
are moderated to increase transparency
and equity across the business.
• We partake in industry reward
benchmarking surveys, as well as using
market rate information provided by the
recruitment agencies that we work with.
• When we undertake pay reviews we
look at reward on a full-time equivalent
basis to ensure that our part-time and
full-time people are reviewed and paid
equitably.
• The criteria for promotion is based on
behavioural competencies (and financial
performance for future Directors).
The behavioural measures we look
to promote, support and nurture are
outlined in role profiles, which we
split by job level only, inhibiting any
unconscious bias.
• These same measures for performance
also inform our recruitment and
selection processes.
• Flexible and Part-time Working - We
have become more supportive of flexible
working arrangements, recognising that
work is only one part of our people’s
lives and that it is possible to combine
a successful, fulfilling and rewarding
career with family and personal
life. We have been encouraged by an
increased uptake of flexible and part-

time working across our business for
both male and female colleagues at all
levels. Currently 20% of our employees
work part-time, including 15% of our
Director population, with half of our
female Directors working part-time.
Our flexible working practices have also
resulted in an increase in the number
of people working from home, where
possible.
• Family Friendly - We offer our people
enhanced maternity, paternity and
adoption leave and pay. We also
understand that the introduction of
shared parental leave may help to level
the playing field by providing all parents
with the opportunity to take an extended
period of time to care for their children.
• Return to Work Coaching – We have
introduced external professional
coaching sessions for our senior people
and their Team Leaders to ensure a
supported and successful return to
work following time away from their
professional careers for parenthood.
This includes a return to work plan, and
reduced fee expectations for Directors.
• Individual Professional Coaching
Sessions and Personal Effectiveness
Development Training – We have
recently introduced bespoke
coaching and training to enhance
people management and personal
effectiveness skills, the objective
being two pronged; helping managers
to better understand their people,
including generational and/or gender
theories, with the intention of upskilling
them to be able to better coach others.
And secondly, to enhance personal
strategies to help manage and balance
expectations and pressures both inside
and outside of work.

• Learning and Development
Opportunities – Our vast and continually
evolving learning and development
provision ranges from soft skills
training, commercial awareness and
business development to leadership
skills. More specifically, to support
women and grow our female
representation within senior roles,
we have female Partners facilitating
leadership development programmes.
We encourage and support female led
business development and networking
activities and opportunities.
• Pipeline of Future Female Senior
Talent – Our pipeline of female
talent remains strong and we have
an equal proportion of female and
male people on the career pathway to
Directorship for 2018 and 2019, which
includes supporting all candidates
with leadership training courses and
coaching. We support our female
people and strengthen the pipeline of
female talent through the infrastructure
of our training programmes. We
use a variety of trainers, internal and
external, male and female, and make
our training as accessible as possible by
holding them in a variety of locations, at
different times of the year and days of
the week, all of which we believe widens
the opportunity to all, particularly given
the increased number of part-time
people within our business.
• Staff Consultation Group - Our formal
staff consultation process provides an
opportunity for all our people across the
business to input into future business
decisions.
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RESULTS SO FAR:

We have seen improved engagement from our female people:

The overall engagement of our
female people over the last two
years has improved based on our
Best Companies Survey Results for
2016 and 2017.
Engagement scores have increased
in terms of leadership, with more of
our female people enjoying working
for us.
Female people feel that there are
more opportunities to learn and
grow in their roles.
There has been an improved
perception amongst our female
people in relation to feeling that they
are paid fairly for their work and are
satisfied with the pay and benefits
they receive.
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NEXT STEPS:
• Our Values – We are currently reviewing
our values as a business as part of our
business planning process. These have
been drafted using the feedback from
our people, Partners and clients (from
our annual Staff Survey Results and
Client Perception Audit) to ensure they
reflect the culture and aspirations of
our business.
• Educating our People - We are currently
focussing our efforts on working with
specialist training providers to help to
redesign our leadership development
courses and roll out management
training which incorporates equal
opportunities training, interviewer
training and unconscious bias training.
• Training for all our people - We will
also be designing equal opportunities to
ensure that our new starters, existing
employees and those with management
responsibilities understand our
expectations in terms of equal
opportunity and inclusion.

• Flexible Working - We will continue to
promote flexible working. This includes
making more senior roles open to
flexible and part-time working.
• Listening to our People to Help Inform
Future Action – We will be working
with focus groups to help us to better
understand how we can enhance the
support we offer to working parents and
our female people aspiring to progress
in their careers.
• Formal Mentoring – We are looking to
pilot a formal mentoring programme,
which pairs aspiring female Associates
and Directors (in the first instance)
with a senior male or female mentor to
create a wider support network and to
inform future action.
• Family Friendly - We are committed
to reviewing our maternity, adoption,
paternity and parental support on a
periodic basis, as well as formalising
fee expectations and support for
Directors returning from an extended
period of parental leave.
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DECLARATION
We confirm that Barton Willmore’s gender pay gap
calculations are accurate and meet the requirements of
the Regulations.
Mark Sitch

Senior Partner
Lea Field

People Manager

Barton Willmore Gender Pay Gap Report 2017 | 17

www.bartonwillmore.co.uk
9th Floor
Bank House
8 Cherry Street
Birmingham
B2 5AL
T/ +44 (0)121 711 5151
101 Victoria Street
Bristol
BS1 6PU
T/ +44 (0)117 929 9677

St. Andrews House
St. Andrews Road
Cambridge    
CB4 1WB
T/ +44 (0)122 334 5555

Greyfriars House
Greyfriars Road
Cardiff
CF10 3AL
T/ +44 (0)292 066 0910

The Observatory
Southfleet Road
Ebbsfleet
Dartford
Kent
DA10 0DF
T/ +44 (0)132 237 4660

68/70 George Street
Edinburgh
EH2 2LR
T/ +44 (0)131 220 7777

1st Floor
14 King Street
Leeds
LS1 2HL
T/ +44 (0)113 204 4777
7 Soho Square
London
W1D 3QB
T/ +44 (0)207 446 6888

Tower 12
18/22 Bridge Street
Spinningfields
Manchester
M3 3BZ
T/ +44 (0)161 817 4900

The Forum
The Pearl
New Bridge Street West
Newcastle
NE1 8AQ
T/ +44 (0)191 605 3500

The Blade
Abbey Square
Reading
Berkshire
RG1 3BE
T/ +44 (0)118 943 0000

Suite 43
OVIC
4 Ocean Way
Southampton
SO14 3JZ
T/ +44 (0)23 8038 1968

Barton Willmore
Desk Top Publishing and Graphic Design
by Barton Willmore
This artwork was printed on paper using fibre
sourced from sustainable plantation wood from
suppliers who practice sustainable management
of forests in line with strict international standards.
Pulp used in its manufacture is also Elemental
Chlorine Free (ECF).
Barton Willmore
Copyright
The contents of this document must not be copied
or reproduced in whole or in part without the
written consent of Barton Willmore.
M:\MARKETING WORK GRAPHIC DESIGN\Internal
Comms\Documents\Gender Pay Gap 2018 i

18 | Barton Willmore Gender Pay Gap Report 2017

