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Introduction
At The Children’s Society we’re working to transform the hopes 
and happiness of young people facing abuse, exploitation 
and neglect. We support them through their most serious life 
challenges and we campaign tirelessly for the big social changes 
that will improve the lives of those who need hope most. We’ve 
been doing this for 140 years, and we won’t stop until we’ve built 
a society where hope is alive in every child. Our vision is a society 
built for all children with a goal that, by 2030, we will overturn 
the damaging decline in children’s well-being, setting a path for 
lasting growth. 

Since the outbreak of the Coronavirus pandemic our sector has been presented 
with an unprecedented level of challenge, taking us on a very difficult journey 
and having a major impact on how we work. As an organisation with a continued 
commitment to Equality, Diversity and Inclusion we want to continue this 
emphasis regardless of the challenges faced. We consider EDI to be an important 
part of how we overcome challenges, and a key consideration for any decision 
making during these difficult times. Taking time to sustain a focus on our Gender 
Pay Gap is an important part of this work.  

As can be seen from the report, we’re continuing to look closely at our data with 
each year, so that Gender Pay Gap reporting isn’t just a symbolic or compliance 
exercise. Now with four years of information to hand, we’re able to draw out 
trends and understand what is happening over time. There are positives to take 
from the general decrease of our gap since we first reported but we’re exercising 
a healthy note of caution to avoid complacency. We still have a pay gap that we 
want to reduce and the nature of this reporting means that the median reading 
in particular can be changeable. Instead, we need to focus on what’s behind the 
data, what the gap is indicating. That’s why we’re continuing the analysis that we 
undertake in each report, but have also taken the time in the last year to look at 
how we’re performing in EDI as a whole. We want to make sure we’re starting from 
a place where policies, practices and an inclusive environment can cultivate an 
inclusive culture that naturally erodes our Gender Pay Gap along with any other 
form of inequality. Not only is this a key part of our commitment as an employer 
but it is central to how we achieve our vision and goal for Children and Young 
People. 

Michelle Clark 
Executive Director of Diversity and Talent 
The Children’s Society
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Understanding the 
Gender Pay Gap

What is the Gender Pay Gap? 

The Gender Pay Gap shows the difference in average hourly earnings 
between men and women within an organisation. The Gender Pay 
Gap is not a man or woman being paid differently for doing the 
same job. That is unequal pay and illegal. In 2018 the Equality and 
Human Rights Commission (EHRC) made it a legal requirement for 
all companies and organisations with over 250 employees to report 
their Gender Pay Gap. 

Gender Pay Gap vs Equal Pay

Equal pay means that men and women in the same employment 
performing equal work must receive equal pay, as set out in the 
Equality Act 2010. This is something we adhere to at The Children’s 
Society and is different from the Gender Pay Gap. The Gender Pay 
Gap is a measure of the difference between men’s and women’s 
average earnings across an organisation or the labour market. It is 
expressed as a percentage of men’s earnings. A Gender Pay Gap 
demonstrates the extent to which women are occupying lower paid 
roles at an organisation, rather than being paid less for doing the 
same roles.
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How is Gender Pay Gap calculated? 

On a specific day, usually 5 April each year, the wages of all employees  
(including full, part time, casual and contractors) are taken and used to find the 
data. The Gender Pay Gap is expressed in two ways: the median and the mean. 

The Median gap is calculated by comparing the pay rates of men and women 
and discovering the figure that falls exactly in the middle of all the pay rates for 
each gender i.e. the median is the difference in the pay rate of the middle earning 
woman and the middle earning man. 

The Mean is calculated by adding the pay rates together and dividing by the 
number of men/women accordingly.

Woman 1 
(Lowest paid)

Woman 2 Woman 3  
(Median)

Woman 4 Woman 5  
(Highest paid)

Man 1 
(Lowest paid)

Man 2 Man 3 Man 4 
(Median)

Man 5 Man 6 Man 7  
(Highest paid)

Figure 2*
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*This is an illustrative example and not representative of the actual salaries used.
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Pay Gap changes 
over last four years

Total Pay Gap since first year of reporting*

Year 2017/18 2018/19 2019/20 2020/21

Mean 17.3% 18.6% 16% 16.5%

Median 20.8% 16.8% 6% 6%

*Boxes in yellow outline our latest results, being published for the first time in 2021.

Understanding our trajectory:  
Spotlight on Median

The most notable change to our pay gap is 
the significant drop in the median pay gap. 
Unlike the mean pay gap, the median pay 
gap figure can be a lot more volatile. For 
example, if the middle earning man was on 
£10 per hour and the middle earning woman 
was on £9.50 per hour there would be a 
pay gap of 5%. If instead the middle earning 
woman was on £8.90 the impact of a change 
of 60p per hour more than doubles the pay 
gap to 11%. 

There are other elements that further 
compound this result. The fact that the 
number of women employed at The 
Children’s Society is dramatically larger than 
the number of men means there’s a higher 
potential of distortion in the results. Had 
there been a more equal amount of men and 
women, comparing their middle hourly rates 
would likely have been a fairer comparison. 

There has also been a positive upwards shift 
of women’s pay rates in comparison to men 
overall (see quartile analysis on page 5), so 
a reduction in both the median and mean 
would be expected to some extent anyway. 
It is this shift that is a more meaningful and 
indicative reflection of the improvements to 
gender pay. 

This is why the more gradual easing seen in 
the mean is more reflective of how our gap  
is reducing.

N.B. The volatility of the median measure 
means it could go up again next year, so 
we mustn’t assume that this reduction is 
to continue, even with continued work on 
initiatives that reduce the gap.
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Hearing from 
our people

‘ Having worked in the Local 
Authority, Children and Young 
People Service for 20 plus 
years, I decided a change was needed. Part of the 
reason for this decision was becoming aware of 
the inequalities of the Gender Pay Gap. I was in 
the position of being the only female in a team 
of senior managers for over 10 years and only 
became aware of pay difference between us at the 
point of restructuring the service. I decided to look 
into the voluntary sector which brought me to The 
Children’s Society. In my experience as a manager 
for The Children’s Society, I welcome growth 
and retention of experienced staff and 
continue the opportunities for progression 
for myself and my teams. It is great to work for 
The Children’s Society who acknowledge and seek 
to make change on inequalities.’

Karen Woodfield, Area Manager

‘As a woman, the gender pay gap feels frustrating 
and dispiriting. There are many reasons for the 
existence of a gender pay gap and plenty of them 
are nothing to do with deliberate sexism in the 
workplace but more to do with society’s unequal 
gender expectations. Even in this day and age it’s 
well known that women tend to have significantly 
more care-giving responsibilities than men – and 
I’m talking about caring for parents, grandparents 
and/or friends as well as of course for children. In 
my opinion if we are to close the gender pay gap at 
TCS quickly we need to look at what we can control 
and change now to give women that fighting 
chance.

We can do this by continuing to enable and 
encourage flexible working. I’ve seen a lot of 
progress in this area at TCS over the last few 
years which is heartening. As a working mum, I’ve 
appreciated the level of flexibility I’ve enjoyed in the 
months I’ve been back at work after my maternity 
leave. For example, I work a nine-day fortnight 
in order to spend every second Friday with my 
daughter. Talking to friends in other sectors, my 
set up is nothing short of a dream. It’s these kinds 
of flexible policies that make a real difference in 
supporting women to stay in their senior roles 
after they become mothers. In my opinion TCS is 
on the right track in this regard. I hope to see other 
charities and sectors following suit so we can look 
to close the gender pay gap as much as possible.’

Alice Whyborn, Director of  
Commercial Enterprise
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