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Gender Pay Gap Reporting

Gender pay gap figures
The table below shows our mean and median hourly gender pay 
gap as at the snapshot date of 5 April 2017 and our bonus gap for 
profit share paid in the 12 months prior to 5 April 2017. Current 
regulations only cover England, Scotland and Wales. 

Received a bonus Did not receive a bonus

Dervilla Mitchell
Chair, UKMEA

John Turzynski
Chair, Corporate 
Services Board

People are at the core of Arup’s aim to shape a better 
world and as an organisation we are already committed 
to equality of opportunity in employment for all. 
The ethos of creating a work place where people feel 
comfortable in their own skin is entirely in keeping 
with our existing equality, diversity and inclusion 
vision. Not only is it the right thing to do, a more 
diverse workforce is better for business.

Lower quartile 
pay band

Lower middle 
quartile pay band

Upper middle 
quartile pay band

Upper quartile 
pay band

Proportion of males and females in each quartile band 
As required by the mandatory reporting, the chart below illustrates 
the gender distribution across our firm in four equal size quartiles. 

Female 46.2% Female 39.3%

Female 30.5% Female 22.4%

Male 53.8% Male 60.7%

Male 69.5% Male 77.6%

Proportion of males and 
females receiving a bonus

Male
87.7%

Female
84.6%

From 2017, the UK Government has 
mandated that any organisation with 250  
or more employees must publish its gender 
pay gap annually.

Difference between men and women

Mean Median

Pay gap 17.4% 16.7%

Bonus gap 40.4% 30.4%



Gender Pay Gap Reporting

3

Dervilla Mitchell
Chair, UKMEA

John Turzynski
Chair, Corporate Services Board

Understanding the gap
Our pay gap is not an equal pay issue, men and 
women are paid equally for doing equivalent jobs 
across the firm. 

Analysis of our pay and bonus gap tells us our gap arises 
because we have more men than women across our firm 
(67% men overall). We also have more men at senior grades 
(78%), which have higher pay. 

Arup is owned in trust for the benefit of our staff (members) 
and our bonus is a profit share scheme. All our members 
share in the collective success of the firm. Profit share 
applies to all roles across the firm: men and women 
participate equally. However the bonus gap is higher than 
the pay gap because the number of shares members have 
increases by grade and we have more men at senior grades. 
Profit share value is also impacted by part time working and 
the frequency of payments.

Gender split across Arup

Gender Split - Early Careers

Male 59% Female 41%

Gender Split – Mid-Career

Male 63% Female 37%

Gender Split – Leadership

Male 78% Female 22%

How are we addressing the gap?
It is clear from our pay gap figures that to close 
the gap we need to address our gender balance 
across the firm at all grades.

We are making good progress and over the past five years the 
proportion of staff who are female has grown from 28% to 
33% overall and from 13% to 22% across our leadership. Our 
mean pay gap has fallen from 19.5% in 2016 and our mean 
bonus gap has fallen from 42.3%, but there is more to do.

As part of the Arup Strategy, to improve all aspects of 
diversity, we aim to employ between 40% and 60% of each 
gender at all levels across the firm as soon as we responsibly 
can. We are approaching this in a number of ways:

How we attract our people - we continue to strive for 50/50 
gender balance at every career entry point. We actively 
partner with organisations and networking groups to raise 
awareness of STEM (science, technology, engineering 
and mathematics) subjects at school, university and in the 
workplace. We continuously review and monitor recruitment 
processes, actively checking and challenging the diversity of 
our shortlists.

How we develop our people - we continue to take promotion 
and progression decisions that are based on merit. In the 
UK we have an increasing number of female Directors, who 
are visible role models of women in leadership in Arup. We 
have reviewed our promotion processes, including trying to 
ensure that women are on our assessment panels wherever 

possible. As part of our commitment to developing all staff  
across the firm, we are piloting initiatives to encourage more 
women to progress into leadership roles. Our family friendly 
culture is underpinned by policies and guidance to support 
all of our working parents.

How we retain our people – we endeavour to further cultivate 
our family friendly culture underpinned by our range of 
supporting guidance, advice and policies. An example of this 
on-going commitment is our paid Shared Parental Leave. We 
are also committed to evolving our working culture to enable 
all employees realising their full potential.

Meaningful change takes time. We are committed to moving 
at a pace that enables us to close the gap and ensures that we 
continue to attract, develop and retain the widest range of 
talent available and positively influence the career choices of 
the next generation.

Our aim is to employ between 

of each gender at all levels across the 
firm as soon as we responsibly can. 

40% and 60%
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