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We aim to reward 
our employees fairly 
for the work that 
they do, regardless 
of gender; and 
our focus remains 
on bringing about 
long-term positive 
change.
SCOTT WARDROP
Chief Executive 

Ringway Infrastructure Services 
Limited is a multi discipline highways 
services provider, part of wider group 
of companies under Eurovia UK 
Limited. We hold ‘Silver level Investors 
in People’ status, are ‘Investors In 
Diversity’ accredited (Recognised in the 
Top 100 IID Companies) and hold the 
Armed Forces Employers Recognition 
Scheme Silver Award.

Background

The gender pay gap (expressed as a percentage 
of the male salary) is defined as the difference 
between the mean or median hourly rate of pay 
that male and female colleagues receive. 

The mean pay gap is the difference between 
average hourly earnings of men and women. 

The median pay gap is the difference 
between the midpoints in the ranges of 
hourly earnings of men and women. It takes 
all salaries in the sample, lines them up in 
order and picks the middle-most salary.

Gender pay should not be confused with equal 
pay; equal pay focuses on the pay of the individual 
and the law requires that men and women who 
carry out the same or similar jobs, or work of equal 
value must not be paid differently because of their 
gender. The existence of any gender pay gap does 
not automatically give rise to any discrimination or 
equal pay matters.

Gender pay can be impacted by a range of 
cultural, sectoral and educational issues external 
to the company. By all relevant UK companies 
making the data transparent, it is hoped that 
any national or regional gender pay gap can be 
reduced.

This report covers the period for the snapshot 
date of 5th April 2019.

“

Mike Notman
Managing Director 
Ringway

Kristine Pollock
Group People 
Director
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Headline gender pay gap figures

These figures are provided below based on hourly 
rate of pay as at 5th April 2019 and bonuses paid in 
the year leading up to April 2019.

The Office for National Statistics employee gender 
pay gap is 17.3%. Our gender pay gap is reducing 
year on year and remains below the national level.
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Mean Pay Gap

Median Pay Gap

Mean Bonus Gap

Median Bonus Gap
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42.13%

22.17%

5.25%

Proportion of male and female colleagues 
receiving a bonus payment

Colleagues in specific roles at more senior levels 
across the business may be awarded an annual 
bonus based on the financial performance of 
the business. The data below shows the gender 
split of those employees in receipt of a bonus 
payment in the reference year. This is expressed 
as a percentage of the relevant total gender in our 
business.

Bonus Recipients by Gender 2019
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6.10%
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Proportion of male and female colleagues 
in each pay quartile

The chart (top right) shows the gender split when 
we order hourly rate of pay from highest to lowest 
and group into four equal quartiles. A is the lowest 
hourly pay quartile. We have women represented 
at all levels but are aware that we have fewer 
women in more senior roles.

Bonus Recipients by Gender 2019
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Why do we have a pay gap?

Our data should be taken in context.  Our 
organisation employees 90% men and 10% 
women; a high proportion of male employees 
is common in the highways and engineering 
industry.

Some background factors that influence our 
results include us being within an industry that 
traditionally struggles to attract both younger 
people and women.  

We are also heavily impacted by TUPE; where 
we welcome employees from a range of other 
employers when we win new contracts. These 
new contracts can run for many years and when 
successful, we inherit a workforce with its own 
particular features in terms of skills, pay, job roles 
and diversity. We equally may lose contracts 
leading to employees transferring to other 
employers; all of which can affect any year on year 
gender pay comparison.

The gender pay regulations ask us to set out data 
per quartile, evenly dividing the workforce into 
four groups from lowest to highest paid.  This 
movement can reflect recruitment patterns; 
and changes can occur due to the number of 
people recruited or inherited/lost under TUPE at 
the higher level, Quartile D, or at the lower level, 
Quartile A.  This could mean that we experience a 
change in the number of women we employ in all 
quartiles over which we have no control.

Within our organisation and across our industry, 
more than 75% of employees in every band are 
men. It is therefore more difficult to make a direct 
comparison of gender pay within any band. 
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In order to make a true comparison, 
there would have to be a true and 
even allocation of job roles and job 
complexity with an equal number of 
each gender in each of these roles and 
pay quartiles.

We saw an increase in women 
employed in quartile bands A and C 
during 2018, and in 2019 we saw the 
percentage of women grow in quartile 
bands B and D. We are therefore 
seeing some positive movement and 
improvements in some areas.

We believe that the existence of any 
gender pay gap is the result of the 

differing roles currently occupied by 
men and women within Ringway and 
the salaries that these differing roles 
attract. This picture is made more 
complex as we have three out of the 
four quartile bands where the gap is 
shown as being in favour of women 
when looking at both mean and 
median pay.

Our statistics also show that we are 
proportionally more successful at 
recruiting women, when following the 
recruitment path from advert to offer 
acceptance; however, we know that 
we need to do more to increase the 

number of women applying for roles.

As stated earlier in this report, our 
gender pay gap is reducing year on year 
and remains below the national level.

When looking at the number of 
employees promoted each year as a 
percentage of available employees, 
we can also see that we promote 
proportionally more women than men. 
More still needs to be done and we 
acknowledge this wholeheartedly.

What are we doing about it?
We remain committed to doing everything possible to 
reduce any inappropriate pay gap and are taking the 
following steps: 

External Accreditations: We are accredited 
by both Investors In People and Investors 
in Diversity and work to attract and retain 

employees from a wide range of backgrounds. In 2020 
we will be partnering with The Shaw Trust; Building 
Heroes and other services to improve our approach 
in this area.

Industry Initiatives: We are active members 
of the Women In Transport network and 
encourage our employees to actively 

participate in this and in other industry bodies such 
as the Highways England diversity group.

Inclusion Working Group: We are launching 
a cross company Inclusion group, which will 
be made up of volunteers at all levels in our 

business, who are passionate about improving diversity 
and inclusion. Their thoughts, ideas and suggestions 
will be presented to our Directors in our People 
Strategy Group for wider implementation.

Monitoring data & evidence: We carry out 
regular data monitoring to enable better 
understanding of the proportions of men 

and women being recruited; obtaining promotions and 
receiving training. We also measure the proportions of 
men and women leaving, plus their reasons for leaving; 
and the numbers of men and women in each role and 
pay level, with a view to objectively challenging any 
differences found.

Unconscious Bias: Ringway continues 
to invest in offering unconscious bias 
and other diversity related training and 

education to enable employees to challenge both 
themselves and each other on any unconscious 
thinking that could impact decision making 
in general, but also specifically in relation to 
recruitment, development and people matters.

Recruitment: We have partnered with a 
recruitment process outsource (RPO) provider 
to ensure that our employer brand is further 

developed and that our recruitment strategy is focused 
on reaching a diverse mix of candidates. We ensure 
that clear messages are passed on to any third-party 
recruiters so that they provide us with a diverse 
range of applicants. We upskill hiring managers in 
recruitment and the use of objective assessment.

Pay & Reward: We will continue to ensure 
that we have a robust pay and reward 
structure and will use the data from any 

audits to identify trends and remove barriers to 
progression for all employees. Benchmarking is carried 
out at ‘job-offer’ stage and at annual pay reviews to 
ensure no gender bias exists, and this is objectivity 
maintained across all protected strands.

Family friendly initiatives: 
We recognise that there can be 
specific challenges in retaining female 

employees after having children and improved 
our maternity pay provision in 2019.


