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In the spirit of transparency, although not a statutory requirement, we have shared our gender pay across each rank internally since 2019. Due 
to our growth beyond 250 people, since 2022 we have been required to report our gender pay data to the UK government gender pay gap 
service.

Within each rank there are a range of salaries due to the breadth of experience. People new to the rank will be at the lower end of the range 
while those with more experience, and potentially pushing for promotion, will be at the higher end of the range. 

Introduction
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Our demographic

Gender split across everyone
2024 2025
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2026
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Gender split across ranks at 1 May 2026
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Gender split across practice support teams

2024 2025

2024

Gender split across project teams
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Male 
35.7%

Female 
64.3%

2025Male 
57.5%

Female 
42.5%
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55.7%
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44.3%
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Gender split across new starters
2024 2025 Male 

51.9%

Female 
48.1%
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Male 
51.9%

Female 
48.1%

Gender split across leadership
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Generalised gender pay gap at 5 April 2026
 

Our data
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Lower 
Quartile

Lower Middle 
Quartile

Upper Middle 
Quartile

Upper 
Quartile

Mean Median

2026 -2.3% -2.5% 1.5% 8.1% 17.3% 15.9%

2025 2.1%  0.9% 1.6% 8.4% 16.3%  17.3%

2024 -4.0%  2.1%  2.0% 15.1% 21.3%  21.5%

 

2026     85.5%        84.2%        11.8%     14.8%    

2025     65.7%        57.6%        20.3%     25.5%

2024     57.6%        48.2%        28.2%     28.7%

Everyone on a permanent contract benefits from the Ryder profit share scheme, which is included in the following:

Male Female Median   Mean



We are proud of the progress being made. The hourly rates take no account of regional differences, or areas of expertise. The gaps relate to people 
moving up the ranks with each having a spread of salaries, and even some overlaps with ranks below and above. We will continue to work with Ryder360 
to help inform our approach to remuneration across all roles and ranks.

Percentages £/hour

Female Male  Female  Male

2024 2025 2026 2024 2025 2026  2024  2025  2026  2024   2025  2026 2024 2025 2026

Assistant 50% 54% 48% 50% 46% 52% £11.08 £11.68 £12.37 £10.86 £11.51 £12.18  -2% -2% -2%

Trainee 51% 44% 47% 49% 56% 53% £13.05 £13.47 £13.09 £11.57 £12.47 £13.37 -13% -8%  2%

Professional 55% 56% 60% 45% 44% 40% £15.25 £15.95 £16.10 £16.00 £17.96 £16.69   5% 11%  4%

Senior 47% 44% 55% 53% 56% 45% £17.71 £19.27 £19.21 £20.18 £21.57 £21.81 12% 11% 12% 

Associate 49% 47% 51% 51% 53% 49% £21.38 £22.16 £22.64 £23.41 £24.02 £23.95  9%  8%  5%

Director 13% 20% 29% 87% 80% 71% £24.38 £29.20 £31.53 £30.90 £30.70 £29.48 21%  5% -7%

 

 Gap

Proportion

Male highest paid

Female highest paid
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11%

11%

21%

24%

17%

16%



Adam Fryett, associate 

Ryder’s offer of four weeks of fully paid 
paternity leave was invaluable. It let me 
fully share in those crucial early weeks 
without financial worry. This policy actively 
challenges traditional roles by supporting 
fathers at home, demonstrating Ryder’s 
genuine commitment to an inclusive, 
balanced workplace.

Lydia Mills, architect

Addressing the gender pay gap is a 
complex issue with many contributing 
factors and nuances. It has been 
encouraging to be part of open, 
constructive discussions focused on 
creating a fairer and more equitable 
workplace.

Sophie Walker, architectural director 

Leading on implementing the outcomes from our gender diversity T&F has been fulfilling  
and empowering. The actions have benefited all genders at Ryder, including improved paternity 
and parental leave policies, inspirational leaders CPD sessions, and a framework to provide 
tailored external mentoring options for women of all ranks across the practice. 

We remain committed to improving earnings for everyone at Ryder and will continue the recent progress in bringing greater diversity to our team leader 
roles and the Enterprise Board. We continue to refine our reboarding protocols for those returning from extended periods of leave, for whatever reason, 
and look forward to those people developing long and successful careers at Ryder.

What next



Definitions

Gender pay gap is the percentage difference in average hourly pay between men and women, at  
the same company - eg a +25% gender pay gap means that the average hourly pay for men is 25% 
more than the average hourly pay for women. There is not one reason behind the gender pay gap,  
but for many companies it is often largely the result of men holding the majority of the senior higher 
paid roles. Therefore, a gender pay gap can exist despite a company paying its male and female 
employees equally for the same or similar roles.

Equal pay is to pay men and women equally when they carry out the same or similar jobs, or work  
of equal value. This is a legal requirement under the Equal Pay Act 1970 and Equality Act 2010.

Mean is the sum of values of a data set divided by the number of values.

Median is the middle value of a group when they are ranked in order.

Everyone is ranked from highest to lowest by hourly pay. They are then divided into four  
equally sized groups, each group is known as a pay quartile.
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