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This report analyses the pay disparities between the 
binary sexes of men and women. At the British Red Cross 
we recognise the diaspora of gender identity and the 
sexes and commit to increasing our understanding of  
the barriers faced by minority groups.



What is gender  
pay gap reporting?

The six metrics we are reporting on are:
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Gender pay gap vs equal pay

The gender pay gap measures the differences in  
average hourly pay between men and women, no matter 
what their role in an organisation.

Equal pay is the right of men and women to be paid  
the same for the same work or work of equal value.  
The British Red Cross is committed to ensure that it  
remains an Equal Pay Employer.

–  the difference in the mean 
pay of full-pay men and 
women, expressed as a 
percentage

–  the difference in the 
median bonus pay of men 
and women, expressed 
as a percentage

–  the difference in the 
median pay of full-
pay men and women, 
expressed as a 
percentage

–  the proportion of men 
and women who 
received bonus pay

–  the difference in the 
mean bonus pay of men 
and women, expressed 
as a percentage

–  the proportion of  
full-pay men and 
women in each of four 
quartile pay bands

Gender pay gap reporting compares the average 
hourly earnings of male and female staff. The 
regulations require employers with over 250 staff to 
publish six metrics each year, concerning the ‘relevant 
pay period’ in which 5 April falls. In our case, the  
report for 2021 relates to the April 2020 payroll.



The gender pay gap and the  
British Red Cross

For 2021, we are reporting a mean gender pay  
gap, based on our April 2020 payroll, of 11.6%  
and a median gap of 4.4%. That is a slight  
increase of 0.3% on 2020 (mean) and a decrease  
of 2.2% (median).

*based on hourly rates of pay 

The proportion of women in each pay quartile has remained largely static across  
the four years of reporting. 

The gender distribution for the organisation is 33% male and 67% female. 

Proportion of gender in each pay band* 

Metric British Red Cross figures for 2021  
based on the April 2020 payroll

British Red Cross figures for 2020  
based on the April 2019 payroll

Mean gender pay gap

Median gender pay gap

Top quartile 

Upper middle

Lower middle

Lower quartile

39.1%

30.7%

29.1%

30.4%

39%

31%

27%

30%

60.9%

69.3%

70.9%

69.6%

61%

69%

73%

70%

11.3%

6.6%

11.6%

4.4%

Male MaleFemale Female
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2020 (based on the April 2019 payroll)2021 (based on the April 2020 payroll)



Extra data 

–  Where employees hold more than one role, e.g. full-time and casual work,  
each role has been treated as a single employee. This reflects previous  
practice and enables segmentation of data. 

–  Employees working in Jersey, Guernsey and the Isle of Man have been 
included, as they have the same UK-based employment contract. 

–  Employees who were employed on the snapshot date but received no pay  
in the pay reference period, encompassing the snapshot date of 5 April 2020, 
whether or not this was as a result of being on leave, have been classed as 
‘relevant’ employees and included in the bonus calculations. They have not 
been classed as ‘full-pay relevant’ and are therefore excluded from the hourly 
rate calculations. This is based on ACAS guidance. 

Notes and assumptions 
for the calculations

Percentage of men and women in each salary quartile 

The proportion of female staff in the lowest three salary quartiles is c70%. In 
contrast, the proportion of female staff in the highest quartile is 61%. Women are 
not as well represented in the highest paid positions in the organisation as in the 
lower paid positions. This has a direct effect on the average hourly rates of pay.  
 
 
Average earnings within each quartile 

Analysis of each quartile shows that there is very little difference in the average 
earnings of men and women in the lowest three quartiles. However, average 
earnings of women in the highest quartile are 8.6% below those of men. Total 
individual annual earnings for staff in the upper quartile begin at £27,027, which 
includes managerial roles in all services, as well as many of our roles in fundraising 
and the enabling functions such as finance and IT. Some of the functions 
represented in this quartile attract higher salaries in the external market, and we 
have to pay supplements to recruit and retain the quality of staff we have. While 
the number of women in these types of roles is increasing, there continues to be 
more men working in these sectors and areas of the organisation.

Why is there a  
gender pay gap at the 
British Red Cross?

Metric

The mean gender bonus gap: 
the % difference in average bonus 
payments made to male and 
female employees during the  
12-month period to 5 April 2020

9.6%

20%

Women: 9.5%

Men: 11.1%

Women: 8%

Men: 10%

6.32%

-23.14%

The proportions of relevant male 
and female employees who 
received bonus payments during 
the 12-month period to 30 April  
each year.

The median gender bonus gap:  
the % difference between the  
mid-point value of bonus payments 
made to male and female 
employees during the 12-month 
period to 5 April 2020 
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2020 (based on the April 2019 payroll)2021 (based on the April 2020 payroll)
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How are we  
tackling the  
gender pay gap? 

The British Red Cross is 
committed to reducing  
and ultimately eliminating  
our gender pay gap. 

Action we have taken to close the gender pay gap

Increased flexible working: Building on the right to make a statutory 
flexible-working request, we have encouraged managers and their teams 
to agree informal personalised arrangements. This allows staff to work 
in a way that fits their outside-of-work responsibilities. Flexible work is 
becoming the norm; the question is now ‘Why not?’ rather than ‘Why?’. 

Enhanced maternity benefits: We have improved our maternity pay and 
benefits to offer more financial security to female employees at all levels. 

Commitment to paying the UK Living Wage: We now pay all British 
Red Cross staff at least the UK Living Wage within three years of starting 
their role (subject to good performance). This has resulted in bigger annual 
increases for staff at the lower salary levels, where the proportion of 
women is high. 

Improved monitoring and reporting: This gender pay gap report 
is part of our quarterly monitoring and reporting on our staff. We are 
developing and using this data to focus on areas that need attention and 
continue to make progress. 

Reviewed roles: We’ve identified any gender bias in our role descriptions 
(including responsibilities and personal specifications) and job adverts that 
may affect the numbers of men and women applying. 

Become more family-friendly: We’ve improved our family-friendly 
policies, for example promoting shared parental leave.

Actions we plan to take to close the gender pay gap

A more detailed action plan is in development and will be published shortly. 

Remove barriers: Challenge ourselves to identify barriers to female 
progression and remove them. Review our recruitment practice for both internal 
recruitment and external appointments. Introduce targeted career-development 
training and support.

Review of reward: Introduce a fair and transparent process for setting 
salaries at recruitment. Help our own staff develop and ensure that the reward 
arrangements provided enable progression.

Continued monitoring and review: People Business Partners will continue 
monitoring and challenging at Directorate level. 

Integrated planning: Integrate the actions we need to take to address our 
gender pay gap with our People Strategy, including talent management, 
retention and development initiatives and a targeted workforce planning and 
resourcing strategy.
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The British Red Cross Society, incorporated by Royal Charter 1908, is a charity registered 
in England and Wales (220949), Scotland (SC037738) and Isle of Man (0752).

Where we are 
44 Moorfields 
London 
EC2Y 9AL

redcross.org.uk

Published 2021

Our Inclusion and Diversity Strategy

Through our Inclusion and Diversity Strategy we are creating 
a more dynamic and inclusive British Red Cross, where 
we benefit from a variety of perspectives to make smarter 
decisions and better support people in crisis.

We’re taking positive action, including offering in-house 
training on unconscious bias and cultural competence, 
increasing development opportunities for staff from under-
represented groups, and embedding an Equality Impact 
Assessment into all policies and projects.

Read more about our commitment to diversity at

redcross.org.uk/get-involved/jobs/diversity


