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1. Introduction

As part of the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017, 
the Government requires organisations with 250 or more employees to report 
annually on the differences between average and median levels of pay for men 
and women. This difference is known as the ‘gender pay gap’. Ricardo has two 
legal entities with 250 or more employees:

• Ricardo UK Ltd (which includes UK employees in Automotive, Motorsport, 
Motorcycle, Strategic Consulting, Software and R&D)

• Ricardo AEA Ltd (trading as Ricardo Energy & Environment)



We are a global engineering and strategic, technical 
and environmental consultancy business with a 
value chain that includes the niche manufacture 
and assembly of high-performance products. As an 
organisation we have a passion for driving change and 
innovation and our vision is to become the world’s 
pre-eminent brand in transportation and sustainable 
energy technology, development and consulting.

We care for our people and recognise that they are 
our greatest asset. We want to ensure our workforce 
is diverse and inclusive and our culture continues 
to be open and fair. We are passionate about being 
an inclusive organisation and seek to provide job 
opportunities for everyone regardless of gender, age, 
background and nationality. We are committed to 
building an organisation which leverages individuals’ 
unique talents so that we deliver a world-class service 
to our customers.

As an organisation we have been on a longer journey 
to create a diverse and inclusive organisation and 
we welcome the Government’s Gender Pay Gap 
reporting initiative. A year into our journey since the 
last published report, we have built upon the action 
plans we established to improve our programmes and 
activities already in place.

We have a mean gender pay gap of 18.8% (UK Ltd) 
and 21.3% (AEA Ltd) both favouring males and a 
median gender pay gap of 12.9% (UK Ltd) and 16.3% 
(AEA Ltd), both favouring males. Encouragingly the 
median figures are well below the national figure 
reported by the Office of National Statistics, 2018 
and in line with both the national mean and the 
20% mean pay gap for the Science and Engineering 
Sector as reported by New Scientist, 2017. This gap is 
reflective of the fact that men are over-represented 
within organisations in the Engineering industry like 
Ricardo.

Females currently represent 19% of our overall 
workforce (11% UK Ltd; 39% AEA Ltd). Of note, last 
year in AEA Ltd, 37% of employee promotions were 
female. In contrast, UK Ltd, with only an 11% female 
population, encouragingly saw that 17% of employee 
promotions last year were female. We are confident 
that men and women are paid equally for doing 
equivalent jobs across our business.

Our first year interventions include establishing a 
Gender Pay Gap Forum in AEA Ltd, in addition to 
our already established Diversity Committee, which 
together are influential in taking strides towards 
making Ricardo a fair and balanced workplace.

2. Foreword
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We have revamped our talent & succession 
management processes, introducing tailored 
programmes across the organisation accessible to all 
employees to nurture potential senior management 
capability.

We have adopted more proactive recruitment 
approaches with a stronger focus on ensuring a 
greater gender balance in potential candidates 
presented and developing alternative pipelines. We 
now include 30% Club branding on all recruitment 
materials to highlight our membership and 
commitment to this campaign, as championed by 
both our Chief Executive Officer and Main Board. 
We have also increased the gender balance on our 
interviewing panels.

We continue to ensure our HR policies encourage 
and support flexible working within the organisation 
and are working to ensure that what we have in place 
works for everyone. Our HR team actively supports our 
diversity message across the organisation by positively 
influencing and challenging our hiring managers to 
ensure they recognise how their individual behaviours 
and actions impact our overall ability to create an 
open, fair and inclusive workplace culture.

 

We know we have a lack of female representation 
in various STEM (Science, Technology, Engineering 
and Maths) roles. We recognise this is reflective of 
the sectors in which we operate and which have 
traditionally been male-dominated. We are continuing 
to build female technical networks to support early 
recruitment opportunities and recently launched our 
STEM Programme, enabling our STEM Ambassadors 
to inspire and engage young people in a variety of 
forums.

We are continually looking at ways to encourage 
greater female representation across the organisation 
and are committed to maintaining the momentum 
we have experienced over the last year, as we strive 
towards a more gender balanced organisation.
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3. Gender Pay Gap

Mandatory Gender Pay Gap Reporting applies to all 
private and voluntary sector employers in England, 
Wales and Scotland with at least 250 employees 
as of the 5th of April 2018 snapshot date. Those 

organisations are required to publicly report their 
gender pay gap metrics as follows on the government-
sponsored website, with the aim of eliminating the 
gender pay gap:

Mean gender 
pay gap

Mean gender 
bonus gap

Difference between 
average hourly 

earnings of males  
and females

Difference between 
average bonus 

earnings

Difference between 
median hourly  

earnings

Difference between 
median bonus  

earnings

Proportion of male 
and female employees 
receiving bonus within 
the 12 month period

Insight into  
career paths

Median gender 
pay gap

Median gender 
bonus gap

Gender bonus 
gap

Pay quartiles

The gender pay gap is calculated as follows:

Male hourly rate – Female hourly rate

Male hourly rate
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As of the 5th April 2018 payroll, our mean gender 
pay gap stood at 18.8% (UK Ltd) and 21.3% (AEA Ltd); 
both favouring males. Our median gender pay stood 
at 12.9% (UK Ltd) and 16.3% (AEA Ltd); both favouring 
males:

These are in line with the national mean (17.1%) and 
encouragingly below the national median (17.9%) as 
reported by the Office of National Statistics, 2018. It’s 
important to remember the mean (or average) may 
not be a fair representation of the data, because the 
average is easily influenced by outliers and therefore it 
is important to also consider the median (middle point 
of the data set). If you have fewer outliers in your data 
set this will result in your mean and median being 
close together. 

The underlying reason behind the gap is 
predominantly due to the lower representation of 
women in more senior management roles in our 
organisation. The Engineering industry is typically 
male-dominated and this is reflected across our 
organisation, recognising the majority of our roles are 
sourced from this sector. We know we have a lack of 
female representation in some of our more highly-
skilled STEM roles which is contributing to our pay 
gap as we have a predominance of qualified male 
specialists in higher-paid roles. We are confident that 
men and women are paid equally for doing equivalent 
jobs across our business. When we look at our internal 
structure of 8 broad job levels across the company, 
encouragingly we see that one favours female 
employees (in AEA Ltd) and three job levels have a pay 
gap of less than 10% (UK Ltd and AEA Ltd).

Mean hourly pay differences

UK Ltd AEA Ltd

Male hourly rate £24.03 £23.71

Female hourly rate £19.51 £18.67

Pay gap 18.81% 21.26%

Median hourly pay differences

UK Ltd AEA Ltd

Male hourly rate £18.26 £20.73

Female hourly rate £15.90 £17.34

Pay gap 12.93% 16.32%
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4. Bonus Payments and Participation

Our mean bonus gap currently stands at 25.4% (UK 
Ltd) and 58.2% (AEA Ltd) favouring males, with our 
median bonus gap favouring males in AEA Ltd at 58.2% 
and eliminated in UK Ltd. We have a slightly higher 
proportion of male employees receiving a bonus in 
AEA Ltd with the situation reversing in UK Ltd:

The majority of bonus payments were paid to the 
sales force in AEA Ltd, who are predominantly male 
employees on a specific sales contract. This results 
in the mean and median bonus for males being 
significantly higher than that for females. 

We operate a small number of discretionary role-
specific performance-related bonus plans, including 
sales incentive plans. Our annual management 
incentive performance-related plan takes account of 
company and individual performance. As an equal 
opportunities employer, all our permanent employees 
in eligible roles, irrespective of their position, age, 
gender or ethnicity, are eligible for bonus. 

Mean bonus differences - Ricardo UK Ltd

Mean 
bonus

Number 
recieving a 

bonus
% bonus 

distribution

Female £1,070.00 10 9.1%

Male £1,434.02 62 6.5%

Bonus gap 25.38%

Median bonus differences - Ricardo UK Ltd

Median 
bonus

Number 
recieving a 

bonus
% bonus 

distribution

Female £500.00 10 9.1%

Male £500.00 62 6.5%

Bonus gap 0.00%

Mean bonus differences - Ricardo AEA Ltd

Mean 
bonus

Number 
recieving a 

bonus
% bonus 

distribution

Female £728.86 20 11.2%

Male £1,742.63 46 16.4%

Bonus gap 58.17%

Median bonus differences - Ricardo AEA Ltd

Mean 
bonus

Number 
recieving a 

bonus
% bonus 

distribution

Female £147.16 20 11.2%

Male £320.18 46 16.4%

Bonus gap 54.04%
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5. Career Paths and Earnings

HR Strategy
Our HR philosophy is to attract and retain high calibre 
individuals and to leverage their unique talents to 
enable us to become the world’s pre-eminent brand 
in the development and application of solutions to 
meet the challenges in the transportation, energy and 
scarce resource sectors.

We recognise the motivational importance of positive 
senior role models to inspire confidence and success. 
We acknowledge that our strategy needs to evolve to 
ensure that we attract a higher proportion of females 
into our organisation and that we actively drive our 
hiring managers to reflect our strategic approach to 
diversity. 

We continue to create an environment where 
everyone is motivated to develop and progress 
through innovative HR policies and practices and an 
encouraging environment. We actively encourage 
our divisions to launch their own tailored intiatives, 
this has included launching a Maternity and Adoption 
buddy support programme in AEA to provide an 
additional source of support and guidance.

We ensure that all our HR policies and tools proactively 
support flexible working across the organisation as 
we believe that these policies encourage our talented 
and driven employees to deliver results and in turn 
advance their careers in our organisation. In 2018 we 
approved 100% of formal flexible working requests.

As part of our annual performance management and 
pay review process we ensure that our people are 
being paid fairly based on their role, responsibilities, 
experience and performance and that we are 
compensating genders appropriately.

Recruitment
We have adopted more proactive recruitment 
approaches with a stronger focus on ensuring a 
greater gender balance in potential candidates 
presented. We have developed alternative pipelines 
and have also increased the gender balance on our 
interviewing panels.

We are committed to building long term partnerships 
with local schools, enlisting our female graduates and 
apprentices to promote STEM subjects in education 
and offering career advice to prospective new hires. 

Ricardo UK Ltd
Gender distribution by pay quartiles

Ricardo AEA Ltd
Gender distribution by pay quartiles

15%

A (Q1)

Female Male Female Male

A (Q1)B (Q2) B (Q2)C (Q3) C (Q3)D (Q4) D (Q4)

50% 50%
54%

63%

77%

85%
89%

11%

46%

9%

37%

6%

23%

91% 94%
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We operate a buddy system where appropriate, for 
new employees. We are pleased that in UK Ltd, over 
14% of our apprentices and graduates recruited in the 
last 12 months are female and we are working hard to 
increase this figure. 

Our HR team actively supports our diversity message 
across the organisation by positively influencing 
and challenging our hiring managers to ensure they 
recognise how their individual behaviours and actions 
impact our overall ability to create an open, fair and 
inclusive workplace culture.

Development
Employee development is a key focus within our 
organisation and we are committed to making the 
most effective use of the talent, skills and abilities of 
our employees. Our training programmes continue 
to support achievements and success for all our 
colleagues. As part of this we ensure full gender 
representation at all STEM events and technical/non-
technical training programmes. In UK Ltd where we 
run a two-year graduate training programme, we are 
pleased that over 10% of successful graduates are 
female. We are pleased to report that our formal paid 
placement programme, open to undergraduates, 
has over 30% female participation. In AEA Ltd, we 
are pleased that 43% of participants in our Young 
Professionals Programme, aimed at junior employees 
who have limited experience of the consultancy 
environment, are females. Collectively, these initiatives 
showcase our level playing field for engagement. 

We actively encourage our employees to consider 
different role experiences as they progress their 
careers within our organisation. To support this, we 
have revamped our talent & succession management 
processes, relaunching our mentoring programme 
in AEA Ltd to nurture potential senior management 
capability and are delighted that we have a 41% 
female take-up.

UK Ltd has introduced a competency framework 
identifying levels of capability required across our 
grade structure. This was a result of feedback received 
regarding clarity and transparency around career 
progression.

In UK Ltd, as part of STEM activities, we operate a 
formal mentoring scheme for undergraduates as well 
as gender-based recognition initiatives. In AEA Ltd we 
regularly deliver career planning workshops. These 
workshops are designed to clarify the broad range of 
support available, both formal and informal, for the 
development of careers. 

We know we have a lack of female representation 
in various STEM roles. We recognise this is reflective 
of the sectors in which we operate and which have 
traditionally been male-dominated. We are continuing 
to build female technical networks to support early 
recruitment opportunities and have launched our 
STEM Programme, enabling our STEM Ambassadors 
to engage and inspire young people in a variety of 
forums.
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6. Year on Year Comparison

It is important to remember that two data points – the 
mean and median – are both included as part of the 
government’s gender pay gap reporting requirements.

We are pleased that we see positive year on year 
trends in the form of a narrower mean gender pay 
gap (with a marginal increase at the median) for UK 
Ltd and a narrower median gender pay gap (with a 
marginal increase at the mean) for AEA Ltd. We believe 
this is evidence of the effort we have already invested 
in providing access to training and development 
opportunities to our entire workforce to encourage 
and promote progression across the organisation.

We are also pleased to see a significantly narrower 
mean bonus gap, with the median bonus gap 
being eliminated (UK Ltd), combined with increased 
female & male bonus participation. While we note a 
slightly wider mean bonus gap for AEA Ltd, we note 
a significantly wider year over year bonus gap at the 
median as well as a less pronounced bonus gap at the 
mean which was driven by a higher range of bonus 
payments paid to the sales force this year, compared 
to last year, who are predominantly male.

Ricardo UK Ltd

2018 
%

2017 
%

Difference 
%

Mean Gender Pay Gap 18.81 24.70 -5.9 

Median Gender Pay Gap 12.93 12.30 0.6 

Mean Gender Bonus Gap 25.38 66.10 -40.7 

Median Gender Bonus Gap 0.00 64.10 -64.7 

Males receiving bonus 6.48 2.50 4.0 

Females recieving bonus 9.09 4.40 4.7 

Ricardo AEA Ltd

2018 
%

2017 
%

Difference 
%

Mean Gender Pay Gap 21.26 20.20 1.1 

Median Gender Pay Gap 16.32 19.50 -3.2 

Mean Gender Bonus Gap 58.17 49.70 8.5 

Median Gender Bonus Gap 54.04 0.00 54.0 

Males receiving bonus 16.37 9.80 6.6 

Females recieving bonus 11.17 9.40 1.8 
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7. Closing Remarks

 
 
We are pleased with many of the positive year over year trends and we are 
committed to continuing to make real sustained progress to understand and 
manage gender pay gap data to reflect a truly gender balanced workforce. 

We constantly develop and improve our HR policies and practices to 
encourage and promote the development and progression of all our 
employees. We will continue to leverage technology to help us identify areas 
of our organisation that need renewed focus to drive continuous improvement 
relating to gender equality.  

Building on our values of respect, integrity, innovation and passion, we will 
continue to work with all of our employees, and regardless of ethnicity, gender, 
age, disability, religion or sexual orientation, provide them with opportunities to 
build their confidence and help them in reaching their full potential.

Dave Shemmans
Chief Executive Officer

Tim Hargreaves
Group HR Director
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