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Introduction

This report is based on data taken on the snapshot date of 5 April 2021, and is the fifth time we have reported 
on our gender pay gap.

As with many other businesses, the disruption and uncertainty arising from the Covid-19 pandemic is 
undoubtedly reflected in the data underlying this year’s report. The first and most obvious impact is that we 
have seen a natural reduction in headcount over this period (48 employees) with much of this attributable 
to employees relocating to be closer to their families. The second impact is that we took the decision not to 
conduct salary reviews during the relevant year, which means salaries have remained the same as the previous 
reporting period. The third is that we carried out relatively little recruitment, with only 15 new starters in the year.

Of these new starters, 80% were women, of whom 83% sit within our lower quartile, and taken together with 
other movements, the overall effect has been that the proportion of women in the lower two quartiles has 
increased while the proportion of women in the upper two quartiles has reduced. This redistribution across the 
four quartiles, which is against the trend we had seen over the previous three years of reporting, has led to our 
median pay gap moving to its highest level to date at 20.3%.

While this is not the position we had wanted to find ourselves in at the current reporting date, we remain 
confident in, and committed to, strategies that we expect in time to close our gender pay gap but, most 
importantly, to address the drivers of the pay gap that we believe are within our control. 

Specific initiatives we have delivered since last year’s report include a comprehensive review of our architectural 
grade structure, which has given a clearer, communicable basis to grades and their respective competencies 
and clarified pathways to progress within the practice. We have also reviewed and improved our appraisal 
process with new guidance for appraisers and appraisees to support more productive discussions about 
personal and professional development. The third and most significant change we have made is to increase 
the enhanced financial support for those taking parental leave to 13 weeks at full pay, while making this equally 
available to all parents in all circumstances. Among other things, this approach aims to encourage an increasing 
proportion of fathers or co-parents to take a longer career break in order to care for their child, while making it 
more financially viable for their partner to return to work, if that is what they choose to do.

Led by our Gender Pay Gap working group, and further supported and informed by our Equity, Diversity and 
Inclusion working group, we continue to develop other parallel strategies including a mentoring programme; 
clarifying pathways to progress within our support teams, in which women are particularly well represented; and 
the further development of our approach to flexible working.

As we have said before, our pay gap will not change quickly and as we have seen this year the progress of our 
initiatives is not immediately borne out in the data or the movement of our pay gap. However, we remain as 
committed as ever to taking action to address our pay gap as we become a more diverse and inclusive practice 
where women and men are supported equally in their careers.
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Gender Pay Gap reporting

The Gender Pay Gap reporting regulations came into effect on 5 April 2017, requiring UK organisations with 
over 250 employees to publish their Gender Pay Gap results annually.

The legislation sets out a precise method by which the gender pay gap should be calculated as well as 
specifying which figures each company is required to publish. These are set out in this report under items 1 
to 3. 

The gender pay gap is determined through sorting employees by their hourly pay, based on their earnings 
and standard hours as at the snapshot date, and calculating the median and mean pay gap. 

The figures in items 1 to 3 are based on data as at the snapshot date of 5 April 2021 and on bonus data in 
the 12 month reference period up to that date. 

The number of employees at Allford Hall Monaghan Morris as at the snapshot date was 499, of which 223 
(44.7%) were women and 276 (55.3%) were men.
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Key figures

1 AHMM’s gender pay gap figures

The table below shows our median and mean hourly gender pay gap and bonus gap at the snapshot date and 
the 12 month reference period. Our 2020 figures are shown to the right for comparison.

The median is the middle value within a range (eg 1 2 2 3 4 4 5 6 6), while the mean is the average value of 
that same range (eg 3.7).

2 Proportion of AHMM employees receiving a bonus

The table below shows the percentage of men and women who were eligible for a bonus during the relevant 
period. Again, our 2020 figures are shown to the right for comparison.

2021 Median Mean

Hourly pay 20.3% 27.5%

Bonus 17.4% 39.0%

2021
Eligible for 

bonus
Not eligible 
for bonus

Men 96.4% 3.6%

Women 93.3% 6.7%

At AHMM all employees are eligible for a bonus providing they have completed at least one month’s service 
during the relevant financial year and, as a result, the reported figures will vary from year to year according to 
the degree of recruitment during that year.

Our 2021 data shows a high percentage of employees eligible for a bonus. This reflects the low level of 
recruitment in the period, with almost all employees qualifying for a bonus. The lower percentage of staff 
eligible for a bonus in 2020 was explained by the relatively high degree of recruitment in that period.
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2020 
Median

2020
Mean

15.0% 24.5%

27.1% 40.2% 

2020 
Eligible

2020
Not eligible

67.5% 32.5%

67.8% 32.2%

The data shows that AHMM’s gender pay gap has widened for both the median and mean figures.
This is explained by an increase in the percentage of women in the lower two quartiles combined with a 
reduction in the percentage of women in the upper two quartiles (see note 3). The bonus gap has reduced for 
both the median and the mean figures.



While the overall gender balance within the practice has remained stable at 44.7% women and 55.3% men 
(compared to 44.6% women and 55.4% men in 2020), the percentage of women in the lower quartiles has 
increased and equally, the percentage of women in the two upper quartiles has decreased. This movement 
has had an adverse impact on this year’s Gender Pay Gap figures. 

What does AHMM’s gender pay gap data indicate?

The gender pay gap is not an indication of unequal pay between men and women.
Men and women are paid equally for performing equivalent jobs throughout AHMM.

The gender pay gap is a manifestation of gender distribution across the practice.
Despite the actions we have taken to date, it remains the case that there are more men in higher paid senior 
roles than women and this is manifested in our gender pay gap.

In order to address this, we remain committed to a plan of action that we believe will help to improve the 
gender balance across all quartiles by ensuring that opportunity and support is equally available for all, so 
leading to a more representative proportion of women in senior roles over time.

3 Pay quartiles

The table below shows the practice’s gender distribution across the four quartiles arranged in order of hourly 
pay, from lowest to highest. Our 2020 quartile data is shown beneath for comparison.

2021 Quartiles Lower Lower Middle Upper Middle Top

Men 39.3% 55.2% 57.8% 75.2%

Women 60.7% 44.8% 42.2% 24.8%
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2020 Quartiles Lower Lower Middle Upper Middle Top

Men 42.4% 57.6% 53.6% 74.4%

Women 57.6% 42.4% 46.4% 25.6%


