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This Statement sets out the Gender Pay Gap Data for Hawkins Brown Architecture Ltd, as of the snapshot

date of 5 April 2025.

Gender Pay Gap
Mean (%) Median (%)
Pay 13.9 9.4

The proportion of females and males in each
quartile pay band

Quartile Female (%) Male (%)
Highest 30.8 69.2
2nd 481 51.9
3rd 52.9 474
Lowest 57.7 42.3

Our process of grouping staff into salary bands based
solely on their level of experience ensures that men and

women at Hawkins\Brown are paid equally for doing equal

roles.

Our gender pay gap is still a function of a higher
percentage of staff in the highest pay quartile being male.

Percentage of staff receiving a bonus

Female (%) Male (%)
0 0

Whilst all our permanent employees are eligible to
receive a bonus as part of our profit share scheme, upon
successful completion of their probation, there was no
profit share paid to staff during this year.

Closing our Gender Pay Gap

As in previous years, we recognise that closing the
gender pay gap requires sustained commitment and
long-term structural change. This year’s gender pay gap
data shows a small but positive improvement, which we
welcome as evidence that the measures we have in place
continue to move us in the right direction. However, we
also acknowledge that progress remains gradual and that
achieving meaningful and lasting change will take time.
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As previously reported, our gender pay gap is not driven
by unequal pay for equivalent roles, but by the distribution
of men and women across levels of seniority within the
practice. This reflects broader and long-standing patterns
across the architectural profession and the wider built
environment sector.

There remain complex societal and industry-related factors
that underpin this issue, including career progression
pathways, the impact of caring responsibilities and
retention at mid-to-senior levels. We therefore recognise
that reducing our gender pay gap will continue to be a
gradual process. Nevertheless, we remain fully determined
to do so, building on the range of initiatives and
commitments already outlined in our previous gender pay
gap statements.

As part of this ongoing work, within the last year the
Women in Practice (WIP) group has been established
at Hawkins\Brown. Consistent with our wider inclusion
objectives, the group’s purpose is to foster a culture
of openness, empathy and empowerment that helps
to strengthen the foundation of successful women at
Hawkins\Brown.

The groups objectives include:

— Championing equal representation in leadership and
decision-making roles.

— Addressing the gender pay gap through greater
transparency and advocacy.

— Reviewing parental leave policies and providing better
support for those returning to work.

The group has also organised mentoring opportunities
in partnership with Thrive With Mentoring, a global non-
profit network of professional women whose mission

is to empower one another to succeed. Through this
collaboration, women at Hawkins\Brown benefit from
tailored guidance, cross-industry perspectives and
opportunities to strengthen confidence and leadership
capabilities within a supportive professional community.
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Our approach to reduce the gender pay gap also Central to our long-term approach is a continued focus
continues to be informed by external research and sector on succession planning within the practice. Ensuring
guidance, including the Fawcett Society’s Build It Together  a strong, diverse and sustainable pipeline into senior
report. The report reinforces the importance of sustained level roles is critical to the future of Hawkins\Brown, and

employer-led action across the architecture and built addressing gender imbalance within this pipeline remains
environment sectors, particularly in relation to progression  a key consideration. By linking our gender pay gap
pathways, the valuing of flexible and part-time working ambitions to succession planning, we continue to focus on
and support for parents and carers. These themes align long-term cultural and structural change rather than purely
with the direction set out in our previous gender pay gap short-term interventions.

reporting.
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Hazel York
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