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About us
We’re here for children and young 
people when they need us most. 
We support them when they’re facing huge life challenges 
like abuse, exploitation, or neglect. And we campaign 
tirelessly for the big social changes we need to change the 
lives of the next generation for the better. We’ve been doing 
this work for 140 years and we won’t rest until every child 
is safe, happy, and hopeful.

Our vision is

Every young person deserves a safe, happy childhood. One where 
they can make friends, get an education, and feel good about 
themselves, their lives, and their futures. We’re working with  
young people and our sta!, volunteers, and supporters to give  
the next generation of children a better childhood.

Over the last decade, the UK’s young people have been getting 
more and more unhappy. It’s our goal to reverse this decline  
in wellbeing by 2030, setting a path for long-lasting growth.

a society built
for all children.
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Introduction

We are committed to having representation that is 
reflective of our sta!, the young people we support, 
the communities we work with, and the supporters 
we engage with. To achieve greater diversity across 
teams we are aiming to have a clear and robust plan 
in place by 2025 that will set us on the right path to 
diversify our teams for the rest of the decade and 
help towards delivering our all important goal.   

We see our gender and diversity pay gap reporting 
as a valuable way to examine and measure our 
progress as it relates to pay equity, our people 
experience, and inclusion.

Our latest gender pay gap report, based on data 
from April 2023, shows that our pay gap has 
narrowed by 0.6 mean and 2.7 median percentage 
points. Since 2019, we have seen a slow and steady 
narrowing of our mean pay gap. 

At The Children’s Society, we work hard to make sure that diversity is celebrated, 
experience is valued, and everyone feels included and can thrive. This is a fundamental 
premise of our people experience framework, where equity, diversity, and inclusion are 
woven through all we do.

The demographic profile of our workforce remains 
the biggest driver of our gender pay gap, as in other 
organisations in the charity sector and our analysis 
in previous years. Among our male team members, 
the highest proportion is situated in the highest 
paid quartile (Q1) and the lowest proportion within 
our lowest paid quartile (Q4). However, our data 
show that we are making slow but steady progress. 
This year, female representation in our highest paid 

This year, we are delighted that both our 
mean and median pay gap is below the 
2022 UK average median of 14.9%. 
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Michelle Clark 
Executive Director, Diversity, and Talent

quartile (Q1) and in our grade A pay band increased. These factors have positively contributed  
to narrowing our pay gap. 

In terms of our diversity pay gap analysis for 2023, we are pleased that we are continuing to see 
pay advantages for ethnicity, disability, and sexual identity. However, there are mixed results for our 
age analysis, as in 2022. We have also seen an encouraging increase in our disclosure rate this year, 
indicating that our people feel more confident in sharing their personal data.

Both our gender and diversity pay gap analyses give us clear insight into the drivers behind our figures, 
allowing us to optimise our data and better align our actions towards narrowing our pay gap year 
on year. We know that this change will take time, but we are confident that our dedication to equity, 
diversity, and inclusion (EDI) will have a positive impact.

The recent launch of our newly scoped management 
programme will support career progression and 
enable our sta! to work more flexibly (hybrid working). 
We also began our pay programme in the last year 
and are working to modernise our approach to pay 
through a new levelling structure and best practice pay 
progression. This will allow us to improve our pay and 
strengthen our brand so that we can attract and retain 
the best talent.

We recognise the challenges that our employees are 
facing due to increase in living costs and so this year, 
for the first time, we o!ered everyone a cost of living 
payment. This is reflected in the bonus pay gap  
in this report. 

Recent external benchmarking revealed that we 
are making significant progress in our diversity and 
inclusion agenda. We were delighted to be awarded 
a bronze ribbon following our Talent Inclusion and 
Diversity Evaluation (TIDE) assessment in May 2022; 
we were among the 155 organisations from across 26 
di!erent sectors which carried out this assessment with 
the Employers Network for Equality & Inclusion (ENEI). 

We are proud of our achievements so far – but we know 
that there is still more to do and remain fully committed 
to taking actions that will positively narrow our pay gap.
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Gender pay gap: 
an overview
As a voluntary sector organisation with more than 250 employees, we provide 
a gender pay gap analysis of employee and contractor earnings on a snapshot 
date of 5 April every year. This year marks our seventh consecutive year of 
reporting. This report provides an analysis for the snapshot date of 5 April 2023.

Gender pay gap analysis has six measuring criteria set by the Government Equalities 
O"ce. Three of these criteria relate to the bonus pay gap. The Children’s Society does 
not normally issue bonuses but, due to the recent increase in the cost of living and 
the predicted forecast of this reaching an all-time high in 2023, we paid a cost of living 
bonus to all sta! for the first time this year. We have included a bonus pay gap analysis 
in this report to reflect this payment. 

The four criteria relevant for our reporting relate to our mean and median gender pay 
gaps, our quartile pay bands analysis, and our mean and median bonus pay gaps. 
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Measuring criteria terms defined

Quartile pay bands relate 
to the proportion of men 
and women in the upper, 
upper middle, lower middle, 
and lower quartile pay 
band. To achieve this, we 
split our data set in order of 
pay into four equal sections. 
This is represented in four 
quartiles: quartile 1, the top 
25% of earners; quartile 
2, the next 25% of highest 
earners; and so on. 

The bonus calculation is the percentage of men and women receiving bonus pay.  
This calculation shows the percentage of men and women who received bonus pay 
in the 12 months ending on our snapshot date.

The gender pay gap is expressed in two ways –  
as a percentage for both the mean and the median.

The mean gender  
pay gap is the di!erence 
in the average hourly 
pay for women within 
the organisation when 
compared to the average 
hourly pay for men. It is 
calculated by adding the pay 
rates together and dividing 
by the number of men and 
women accordingly.

The median gender  
pay gap represents 
the middle point of the 
workforce population. If 
you were to line up all the 
women and all the men in 
the organisation, the median 
pay gap is the di!erence 
between the hourly pay rate 
of the middle man compared 
to the middle woman.

Important! The gender pay gap is di!erent from equal pay. The latter is about making sure that 
men and women are paid the same for carrying out work that is equal in value. Equal pay is a legal 
requirement and is set out in the Equality Act 2010. Failing to adhere to this is unlawful. 

Our approach to calculating 
our gender pay gap
On our snapshot day, 5 April each year, the wages  
of all our employees (including full-, part-time, and 
casual sta! and contractors) are taken and analysed. 
We do this in alignment with the method set out by 
the Government Equalities O"ce, expressing it as a 
percentage for both the mean  
and the median.

The Children’s Society – Pay gap report 2023
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14.5%
Mean gender  
pay gap 2023

(narrowed  
by 0.6%)

13.2%
Median gender  
pay gap 2023

(narrowed 
by 2.7%)21.1% 

men

78.9% 
women

Both our mean 
and median pay 
gaps are below 

the UK median of 
14.9% for 2022.

Results and 
analysis

Over the last three years, we have seen a slow 
decline in the numbers of men in our workforce 
and an increase in the numbers of women. On our 
snapshot date, we had a headcount of 764, with a 
gender split of 21.1% men and 78.3% women. This 
has changed slightly compared to 2022 (21.7% 
men and 78.3% women). Trans and non-binary 
analysis is not yet included within our gender pay 
gap reporting due to low disclosure rates; we aim 
to include this in our reporting when feasible. 

Our overall mean pay gap has remained relatively 
steady, with a low downward trajectory. Two 
factors that have contributed to the narrowing of 
this year’s pay gap are the slow increase in the 

number of women in the upper quartile (higher 
grades) and an increase in the number of women 
in our grade A pay band. We have also seen an 
increase in the number of women in managerial 
roles from 2017 to 2022. Please see our quartile 
analysis for further information.

Our median pay gap is more volatile, as it is 
impacted by small data samples and by changes 
in the comparatively smaller number of men within 
the organisation. It is encouraging to see that our 
work is having a positive impact and contributing 
to reducing our average pay gap year on year. Our 
TeamTCS strategic objective aims to accelerate 
this rate of change in the coming years. 

Demographic profile
2022 demographic profile: 22.7% men and 78.3% women
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Quartile analysis
Each pay quartile represents a quarter (25%) of our total workforce, 
ranked by pay. To achieve this, we split our data set in order of pay 
into four equal sections or quartiles. Quartile 1 represents the top 
25% earners, quartile 2 the next 25%, and so on.

2023 breakdown by number of employees / percentage of men and women

Our quartile analysis shows that there is higher 
representation of women in all four quartiles, with 
the lowest representation in quartile 1; this is a 
similar trend to that seen in 2022. As a proportion 
of our total workforce population, there is a greater 
representation of men in the upper quartile. It is 
also much higher than male representation in the 

other three quartiles, reflecting similar trends  
as seen in previous years. 

When we analyse the proportion of women in 
each quartile over the last seven years, on average 
we are seeing an increase in women in all four 
quartiles. When compared to last year’s analysis, 
there is an increase in women in quartiles 1 and 4.

Graph 1. A summary of our gender pay gap trend for the last seven years.

Men Women

Q1
61 / 32%

Q1
127 / 68%

Q2
34 / 18%

Q2
155 / 82%

Q3
34 / 18%

Q3
155 / 82%

Q4
30 / 16%

Q4
158 / 84%
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Table 1: Seven-year trends for proportion of women in each quartile. 

Table 2: Seven-year trends for proportion of men in each quartile. 

Graph 2: Gender split by quartile.

Quartile 2017/18 2018/19 2019/20 2020/21 2021/22 2022/23 2023/24

Q1 upper 60 62 64 66 62 64 68

Q2 upper middle 81 83 83 82 85 84 82

Q3 lower middle 79 83 82 83 85 84 82

Q4 lower 82 80 77 77 80 81 84

Quartile 2017/18 2018/19 2019/20 2020/21 2021/22 2022/23 2023/24

Q1 upper 40 38 36 34 38 36 32

Q2 upper middle 19 17 17 18 15 16 18

Q3 lower middle 21 17 18 17 15 16 18

Q4 lower 18 20 23 23 20 19 16

Our analysis also shows  
a slow but steady increase 
in women managers from 
2017 to 2022, with a slight 

decrease this year. 
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A diversity pay gap report focuses on measuring pay gaps through 
the lens of protected characteristics set out in the Equality Act 2010. 
This is our second consecutive year of reporting on our diversity 
pay gap externally. We are pleased to be one of seven out of twenty-
five comparator charities within our network that have voluntarily 
undertaken a diversity pay gap analysis. We place great emphasis 
on making sure that we go beyond mandatory requirements and 
continue to shift our work from compliance reporting to a more 
proactive approach.

Diversity pay gap: 
an overview

Our diversity pay gap analysis is used to understand the extent 
to which members of protected characteristics groups within the 
organisation occupy lower paid roles. A pay gap is experienced 
when a member of a protected characteristics group is paid less, 
overall, than their comparator. The larger the percentage, the 
greater the gap. When they are paid more, they experience  
a pay advantage; this percentage appears as a negative. 
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Like the gender pay gap, a diversity pay gap is 
expressed in two ways – as a percentage for both 
the mean and the median.

The median diversity pay gap is the 
di!erence between the median hourly rates 
of pay of one marginalised or minoritised 
group compared to what another full-pay 
relevant colleagues receives. 

The mean diversity pay gap is calculated 
by adding the pay rates together and 
dividing them by the number of individuals 
within a marginalised or minoritised group 
and a comparator accordingly. 

As there is no set guidance on the approach to calculating  
diversity pay gaps determined by legislative regulations,  
The Children’s Society has followed the same approach as  
with our gender pay gap reporting, in line with best practice. 

This is our second year of reporting and we have focused on a  
high-level, aggregated analysis only in this instance. In the future,  
we hope to develop and progress our approach further. This  
high-level analysis uses the gender pay data set from 5 April 2023, 
with the following exceptions and principles:  

 Ԏ Contractors are excluded, as we are not legally required to hold 
diversity data for this group. 

 Ԏ Pay gap analysis of certain protected characteristics is di"cult. 
The sample sizes we hold may be too small to report on in a way 
that protects disclosure and ensures anonymity in the data,  
and in some cases the return of ‘prefer not to say’ for diversity 
data has been high3. 

 Ԏ For this high-level analysis, we have aggregated data sets and use 
terminology like ‘our ethnically diverse colleagues’, rather than 
breaking it down into individual group identities such as black, 
Asian, and so on. We recognise, therefore, that this analysis will 
not identify the di!erent experiences and systems that impact 
di!erent communities. 
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It is important to emphasise that our 
diversity pay gap reporting is in an infancy 
stage. As we evolve our approach, we want 
to be able not only to take a disaggregated 
approach to the analysis but also to evolve 
our terminology accordingly.

We have recently launched a diversity and 
inclusion campaign where we asked our sta! to 
update their diversity and inclusion data section 
in our HR system and will regularly promote this, 
alongside continuing to work on building trust 
and confidence in disclosure.

Considering the above we have focused this 
report on a high-level gap analysis for the 
following protected groups: 

 Ԏ ethnicity 

 Ԏ disability 

 Ԏ age

 Ԏ LGB+ (lesbian, 
gay, and bisexual 
identities).

The analysis also includes the proportion of 
each protected group that fulfil managerial roles 
when compared to The Children Society’s wider 
population. As we have seen from our gender 
pay reporting, we know that where there is a 
greater proportion of representation in high-
earning roles (typically managerial roles), it can 
have a favourable impact on reducing the pay 
gap. 

Graph 5: Disclosure rates at our snapshot date.

The ethnicity pay 
gap is defined 
as the di!erence 
between the 
average hourly pay 
of colleagues from 
ethnically diverse 
backgrounds 
compared to white 
British colleagues. 

The disability 
pay gap is defined 
as the di!erence 
between the 
average hourly 
pay of disabled 
colleagues 
compared to non-
disabled colleagues.  

The age pay gap 
is defined as the 
di!erence between 
the average hourly 
pay of each age 
group compared 
to the average 
hourly rate for all 
colleagues.

For the purposes  
of this report,  
the sexual identity 
pay gap is defined as 
the di!erence between 
the average hourly 
pay of colleagues who 
identify as lesbian, gay, 
or bisexual compared 
to heterosexual 
colleagues. 
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-4.4%
Mean ethnicity  
pay gap 2023

(pay advantage –  
improved by 0.7%)-8.7%

Median ethnicity  
pay gap 2023

(improved by 1.5%)

-10.8%
Mean disability  
pay gap 2023

(pay advantage –  
improved by 1.2%)

-5.8%
Median disability 

pay gap 2023

(improved by 3.3%)

-7.9%
Mean sexual identity  

pay gap 2023

(pay advantage –  
reduced by 7.6%) -4.16%

Median sexual 
identity pay 

gap 2023

(reduced by 2.64%)

Results and analysis

Since starting our diversity pay gap reporting in 2021,  
we are delighted to report that we have seen pay 
advantages for ethnicity, disability, and sexual identity. 
When compared to 2022, the pay advantage points for 
our sta! from minoritised ethnic groups and those with a 
disability has further improved in 2023. Our analysis also 
showed a pay advantage for sexual identity, with a slight 
reduction when compared to 2022.

(Improvements and reductions relate to changes from 2022 percentages.)
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White sta!

Ethnically  
diverse sta!

20%

80%

20%

80%

14%

86%

14%

86%

For our ethnicity pay gap, there is a pay advantage of -4.4% mean and -8.7% 
median. This has fallen positively by 0.7% mean and 1.5% median when 
compared to 2022 analysis. This year’s workforce analysis revealed that there 
has been no change in our ethnically diverse sta! and manager population when 
compared to 2022 analysis. 

% of sta! who identify  
as ethnically diverse (2023)

% of sta! who identify  
as ethnically diverse (2022)

Ethnicity analysis

% of managers who identify  
as ethnically diverse (2023)

% of managers who identify  
as ethnically diverse (2022)

White sta!

Ethnically  
diverse sta!

White managers

Ethnically diverse 
managers

White managers

Ethnically diverse 
managers
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% of managers who have  
a disability (2022)

14%

86%

14%

86%

7%

93%

7%

93%

14%

86%

14%

86%

Our disability pay gap analysis shows a pay advantage of -10.8% mean and -5.8% median  
in favour of colleagues with a disability. This was a reduction of 1.2% mean and 3.3% median 
when compared to 2022 analysis. We have also seen a 7% increase in sta! and 7% increase 
in managers who have a reported having a disability when compared to 2022 analysis. 

% of sta! who have  
a disability (2023)

Disability analysis

% of managers who have  
a disability (2023)

Non-disabled sta!

Sta! with  
a disability

Non-disabled 
managers
Managers with  
a disability

% of sta! who have  
a disability (2022)

Non-disabled sta!

Sta! with  
a disability

Non-disabled 
managers
Managers with  
a disability
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10%

90%

20

8%

92%

9%

91%

9%

91%

We reported a pay advantage of -7.9% mean and -4.16% median for our sexual identity 
pay gap analysis. This has reduced by 7.6% mean and 2.64% median when compared 
2022 analysis. We have also seen a slight 1% increase in sta! and manager who identify 
as lesbian, gay, or bisexual.

% of sta! who identify  
as lesbian, gay, or bisexual (2023)

Sexual identity (LGB) analysis

% of managers who identify  
as lesbian, gay, or bisexual (2023)

Heterosexual

Lesbian, gay  
or bisexual

Heterosexual 
managers
Lesbian, gay or 
bisexual managers

% of sta! who identify  
as lesbian, gay, or bisexual (2022)

% of managers who identify  
as lesbian, gay, or bisexual (2022)

Heterosexual

Lesbian, gay  
or bisexual

Heterosexual 
managers
Lesbian, gay or 
bisexual managers

10%

90%

8%

92%
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Age analysis

Our age pay gap breakdown 
shows mixed results, similar to 
2021 and 2022. There is a pay 
advantage for sta! within certain 
age categories (30 to 49 and 40 
to 49); this is also where we see 
the highest proportion of our 
workforce. Conversely, there is a 
pay gap for our sta! within other 
age categories (19 to 29, 50 to 59, 
and 60+). Our gap for our 19 to 29 
age group has widened further by 
5.5% mean and 0.36% median.  

Both the mean and median 
for the age categories 50 to 59 
and 60+ have narrowed when 
compared to 2022. Our 60+ age 
analysis saw a drop of -15.01% 
mean and -9.83% median, 
while our 50 to 59 age pay gap 
also narrowed by -3.63% mean 
and -4.52% median, a positive 
improvement compared  
to last year. 

Mean age pay gap

Conclusions
To conclude, our analysis of ethnicity, disability, 
and sexual orientation analysis revealed that:

Our LGB sta! and 
management saw 
a slight increase in 
sta! and manager 

representation. 

There have been 
improvements in 

representation at both 
sta! and management 

levels for colleagues with 
a disability. This could  
be due to an increase 

in declarations.

Age 2021 2022 2023 22/23 di!erence

19 to 29 0.07% 1.00% 1.36% 0.36%

30 to 39 -15.11% -7.74% -19.12% -11.38%

40 to 49 -3.87% -5.81% -5.01% 0.79%

50 to 59 11.17% 8.46% 3.93% -4.52%

60+ 24.21% 21.72% 11.89% -9.83%

Median age pay gap

Age 2021 2022 2023 22/23 di!erence

19 to 29 9.08% 10.36% 15.88% 5.5%

30 to 39 -10.58% -7.89% -6.08% 1.81%

40 to 49 -10.05% -11.93% -9.05% 2.88%

50 to 59 8.03% 8.43% 4.8% -3.63%

60+ 16.54% 16.51% 1.49% -15.01%
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Our managers are 
concentrated evenly across 
our 30 to 59 age range, with 
a lower representation for 

ages 19 to 29 and 60+. This is 
similar to our 2022 report.
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Intersectional pay gap analysis
Taking a deeper dive into our diversity pay analysis, we carried out further 
intersectional analysis. We looked at data relating to gender and diversity 
(specifically, women who also identified as ethnically diverse, disabled, 
and/or LGB) and gender and age (specifically, women across our age 
categories). This analysis focuses on a comparison of hourly pay rates as 
opposed to pay gaps. Because we are comparing pay rates directly, an 
increase would be seen as positive, unlike with a gender pay gap.

Gender and age mean and median  
intersectional pay rate comparison

Category % di!erence to  
average hourly rate

% di!erence to  
average hourly rate

19 to 29 -22.7 -1.4

30 to 39 5.1 25.4

40 to 49 4.4 4.2

50 to 59 -11.5 -4.1

60+ -5.4 -13.5

Our mean hourly rate for is favourable for women with a disability, and 
favourable for all three categories when we compared the median pay rate. 

Gender and diversity mean and  
median intersectional pay rate comparison 

Category % di!erence to  
average hourly rate

% di!erence to  
average hourly rate

Woman and 
ethnically diverse -2.0 6.2

Woman and 
disabled 2.5 8.9

Woman and LGB -3.6 10.4

For both mean and median, the pay rate is higher for women  
from the 30 to 39 and 40 to 49 age categories.
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 Ԏ We are currently undergoing work to 
establish a forum – a cohesive group that 
is representative of teams across all levels, 
domains, geographies, and intersectional 
identities that collectively collaborates  
to inform and contribute to both our people 
agenda (people experience framework)  
and cultural change initiatives.

 Ԏ We have launched our Your Voice survey  
and will continue to run this annually to 
better understand our people’s experience. 
We will specifically emphasise demographic 
reporting so that we can better understand 
the experience of people from diverse 
backgrounds when compared to the rest  
of the organisation.

 Ԏ We are focused on data optimisation. This 
as a valuable way to improve our analysis, 
reporting, and understanding of our people’s 
needs. We have recently launched a diversity 
and inclusion campaign asking our sta! to 
update their diversity and inclusion data 
section in our HR system and will continue  
to promote this regularly. 

 Ԏ We are committed to achieving greater 
diversity across our teams, and are currently 
formulating a robust plan to achieve this. 
It will be in place by 2025 and will enable  
us to further diversify our teams for the 
remaining decade. 

 Ԏ We have commenced our pay programme and 
are taking steps to modernise our approach 
to pay through a new levelling structure and 
best practice pay progression. This will further 
improve our pay reward and strengthen our 
brand, so that we can attract and retain the 
best talent.

 Ԏ We will continue to annually assess our 
performance and progress in relation to 
diversity and inclusion though our TIDE 
external benchmark assessment and 
implement recommended actions. 

 Ԏ We will continue to review our attraction, 
recruitment, and retention methods.

 Ԏ In 2022, we o!ered all sta! anti-racism 
training and will evolve this package of training, 
incorporating it into our wider organisational 
commitment to anti-racism.

Closing our 
pay gap
Our actions
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Inspiring leadership

 Ԏ We promote and o!er flexible working 
options. This includes a hybrid working 
model and working methods that create an 
inclusive working environment for our people. 

 Ԏ We have evolved our Growing Together 
campaign. This is a structured approach, 
designed to foster connection and cross-
domain working and integrate our diversity 
and inclusion recognition initiatives. It 
includes but is not limited to awareness 
events, webinars, and training to upskill sta!. 
Our goal is to further develop a sense  
of belonging and foster inclusivity within  
the organisation.

 Ԏ We have launched a newly scoped 
management development program which 
will help to upskill current and aspirational 
managers and support career progression. 

 Ԏ Our EDI action plans, management 
development program and training will  
be a key enabler for EDI learning interventions 
and foster an inclusive culture. 

 Ԏ We will continue to put equality and inclusion 
at the heart of our people’s agenda. Regularly 
reviewing our systems, policies, and processes 
with an inclusive lens.  

Feeling valued
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Thank you for reading.
If you would like to learn more about the work  
The Children’s Society is doing surrounding  
the pay gap, please get in touch with  
internal-communications@childrenssociety.org.uk


