
GENDER AND ETHNICITY 
PAY GAP REPORT 2021
Our ambition for The Prince’s Trust is to be one of the UK’s most equal, 
diverse and inclusive organisations serving young people. 

We are committed to building a workforce that is as diverse as the 
communities and young people we serve, where colleagues feel able to 
bring their whole selves to work to achieve their best. 

We pledge to celebrate diversity and inclusion within our work and across 
the organisation, and we will continuously educate ourselves and strive for 
equality. We are committed to positive action and change.

Pay gap reporting is one of the measures we look at to understand how we 
are performing as an organisation in terms of pay equality.

What are pay gaps? 

Gender pay gap:

UK organisations with 250 or more employees must 
publish their gender pay gap data year on year. The 
gender pay gap is the percentage difference between 
the average hourly earnings of men and women. The 
regulations require that we split our relevant paid 
colleagues into four equal quartiles and show the 
gender distribution for each quartile. 

The ethnicity pay gap: 

Similar to the gender pay gap, the ethnicity pay gap 
is the difference in average hourly pay received by 
individuals who have declared themselves ethnically 
diverse (Black, Asian, Mixed and Other) compared to 
those who have declared themselves as white. Unlike 
the gender pay gap reporting, our ethnicity pay gap 
in not a mandatory reporting requirement.  We have 
calculated our ethnicity pay gap using the same rules 
that are in place for the gender pay gap. 

Our pay gap figures are calculated based on the 
snapshot date of 5 April 2021.

PAY GAP AND EQUAL PAY 

Pay gaps are often 
confused with equal 
pay, but the two are 
quite different. Pay 
gap is the difference 
between the average 
pay, of say, men 
compared to the 
average pay of women 
within an organisation, 
across all levels of the 
business. Equal pay is 
the legal requirement 

for men and women to 
be paid the same for 
performing the same 
work or work of equal 
value. 

An organisation might 
have a pay gap if 
there is a majority 
representation 
of a particular 
demographic in the 
most senior positions. 
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GENDER PAY GAP

1064 1062
TOTAL NUMBER OF 

COLLEAGUES AT THE TRUST: 
TOTAL NUMBER OF COLLEAGUES 

WHO IDENTIFY AS MALE OR FEMALE: 

712 350
TOTAL NUMBER OF 

WOMEN EMPLOYED: (67.04%)
TOTAL NUMBER OF 

MEN EMPLOYED: (32.96%)

7.55% 3.74%
*MEAN GENDER PAY GAP: **MEDIAN GENDER PAY GAP:

*The mean gap refers to the calculation of the average hourly pay of men in The Trust compared to the average hourly pay of women.

**The median gap refers to the calculation of the exact mid-point between the lowest and highest-paid men in the organisation compared to the equivalent women.
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Year on year view:

YEAR

MEAN 
GENDER 

PAY GAP (%)

YEAR ON 
YEAR 

VARIANCE 

MEDIAN 
GENDER PAY 

GAP (%)

YEAR ON 
YEAR 

VARIANCE 

2017 9.7% N/A 4.4% N/A

2018 8.63% -1.07% 4.43% +0.03%

2019 10.52% +0.68% 6.64% +2.21%

2020 4.78% -4.53% 0.00% -6.64%

2021 7.55% +2.77% 3.74% +3.74%

The mean pay gap has increased from 4.78% (2020) to 7.55% (2021). This is because the proportion of males in the 
lowest quartile has decreased by 1.43%. Additionally, the proportion of males in the highest quartile has increased 
by 6.44% and the proportion of women has decreased by 6.19%.

Whilst we already have actions in place to help improve our performance in relation to pay equality, and some 
activity has taken place since the date of this data sample, this report shows us that we need to drive forward 
initiatives to increase the proportion of women in the highest quartile. 
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Gender Pay Gap data in detail:

The below data shows the proportion of male and female colleagues across four pay quartiles in The Trust; the 
lowest, lower middle (quartile 2), upper middle (quartile 3) and highest quartile, followed by the mean % pay gap for 
this quartile. 

Looking at male / female representation through the quartiles, we have seen an increase of 1.43% female representation in the lowest quartile from 2020 (70.16%) 
to 2021 (71.59%). Meanwhile, male representation decreased from 2020 (29.84%) to 2021 (28.41%) a difference of 1.43%. The mean pay gap difference in the lowest 
quartile has increased from a negative mean difference of -1.30% in 2020 to 0.62% in 2021.

In the highest quartile we have seen a 6.44% increase in male representation from 2020 (31.53%) to 2021 (37.97%) and a 6.19% decrease in female representation from 
2020 (68.22%) to 2021 (62.03%). Despite the increase in male representation, our mean pay gap decreased from 11.88% in 2020 to 6.80% in 2021 within that quartile. 

We continue to see a negative mean pay gap in our lower middle quartile (Q2). We also see a slight decrease in the mean pay gap in our upper middle quartile (Q3), 
which has moved from 0.39% in 2020 to 0.07% in 2021. 

LOWEST QUARTILE

29.92% 70.08% 29.29% 70.71% 24.79% 75.21% 29.84% 70.16% 28.41% 71.59%

MEAN 
0.00%

MEAN 
1.52%

MEAN 
1.48%

MEAN 
-1.30%

MEAN 
0.62%

2017 2018 2019 2020 2021

LOWER MIDDLE (Q2)

33.08% 66.92% 32.97% 67.03% 36.10% 63.90% 33.98% 66.02% 33.58% 66.42%

MEAN 
-0.65%

MEAN 
-0.48%

MEAN 
-0.70%

MEAN 
-0.63%

MEAN 
-1.05%

2017 2018 2019 2020 2021

UPPER MIDDLE (Q3)

35.23% 64.77% 36.07% 63.93% 34.73% 65.27% 34.50% 65.50% 31.95% 68.05%

MEAN 
-1.82%

MEAN 
-0.64%

MEAN 
0.98%

MEAN 
0.39%

MEAN 
0.07%

2017 2018 2019 2020 2021

HIGHEST QUARTILE

39.92% 60.08% 36.79% 63.21% 36.51% 63.49% 31.53% 68.22% 37.97% 62.03%

MEAN 
12.58%

MEAN 
12.63%

MEAN 
10.74%

MEAN 
11.88%

MEAN 
6.80%

2017 2018 2019 2020 2021

MALE FEMALE
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ETHNICITY PAY GAP: 

1064 880
TOTAL NUMBER OF 

COLLEAGUES AT THE TRUST: 
TOTAL NUMBER OF 

‘WHITE’ PEOPLE EMPLOYED: (83%)

49 67
TOTAL NUMBER OF  

‘BLACK’ PEOPLE EMPLOYED: (5%)
TOTAL NUMBER OF 

‘ASIAN’ PEOPLE EMPLOYED: (6%)

12
30

TOTAL NUMBER OF 
‘MIXED’ PEOPLE EMPLOYED: (1%)

TOTAL NUMBER OF 
‘OTHER’ PEOPLE EMPLOYED: (3%) 

THE ETHNICITY 
PAY GAP IS BASED ON 

OF COLLEAGUES WHO 
VOLUNTARILY HAVE 

PROVIDED THEIR 
ETHNICITY THROUGH 

SELF-IDENTIFICATION. 

98%
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Ethnicity pay gap in detail

YEAR

MEAN 
ETHNICITY 

PAY GAP (%)

% YEAR 
ON YEAR 

VARIANCE 

MEDIAN 
ETHNICITY 

PAY GAP (%)

% YEAR 
ON YEAR 

VARIANCE 

2020 2.53% N/A 0.30% N/A

2021 3.68% +1.15% 3.97% +3.67%

WHITE

BLACK, ASIAN, MIXED, OTHER 

LOWER MIDDLE (Q2)

81% 19% 80% 20%

MEAN 
2.56%

MEAN 
-3.22%

2020 2021

LOWEST QUARTILE

88% 12% 87% 13%

MEAN 
0.23%

MEAN 
-0.09%

2020 2021

UPPER MIDDLE (Q3)

84% 16% 84% 16%

MEAN 
0.70%

MEAN 
1.91%

2020 2021

HIGHEST QUARTILE

88% 12% 87% 13%

MEAN 
1.01%

MEAN 
3.28%

2020 2021
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Median pay gap by group: 

YEAR WHITE BLACK ASIAN MIXED OTHER 

2020 0 -1.86% 0.25% 5.12% 7.10%

2021 0 -3.98% -6.88% 2.72% 2.38% 

Our mean ethnicity pay gap is currently 3.68%, meaning ethnic minorities are paid on average 3.68% less than 
white employees. This is an increase of 1.15% from 2020. This is largely due to the pay gap in the highest quartile, 
demonstrating the focus that needs to be placed on working toward increasing representation within this group. 

Looking at ethnicity representation throughout the quartiles, in the Lowest Quartile (Q1) we can see a 1% increase 
in Black, Asian, Mixed and Other groups. There has also been a decrease of 0.32% in the mean pay gap – an 
improvement from 2020. This has removed the pay gap in the Lowest Quartile.

However, in the highest quartile (Q4), the pay gap has increased by 2.27% from 2020 (1.01%) and 2021 (3.28%) despite 
a 1% increase of Black, Asian, Mixed and Other groups.

The lower middle (Q2) experienced a decrease in the mean pay gap, from 2.56% (2020) to  -3.22% (2021), a large 
decrease of 5.78% 

While the representation has remained the same in Upper Middle (Q3), the mean pay gap has increased. This is 
from 0.70% (2020) to 1.91% (2021), an increase of 1.21%.

In line with our ambition to be one of the UK’s most equal, diverse and inclusive organisations serving young people, 
activity is already underway to improve the proportion of colleagues from Black, Asian and other minority ethnic 
backgrounds and groups, and this report shows us we need to continue with our efforts in this area, particularly in 
the most senior roles within the organisation.  
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Gender and 
Ethnicity Pay Gap

• Launched EDI Strategy
Each team has an EDI action plan linked to the 
strategy, which is monitored quarterly. Progress 
reports are shared with our Executive Management 
team and Trustees. We continue to support and 
develop our staff networks: PULSE (LGBTQIA+), PT 
DAWN (disability and wellness), PT CAN (cultural 
awareness) and PT GEN (gender equality). This 
includes having a senior sponsor supporting each 
pair of Co-Chairs.

Gender Pay Gap 

•  PT GEN (Gender Equality Network)
Our Gender Equality Network has made a fantastic 
impact over the year. Initiatives over the last year 
include;

-  Spotlighting talks with female senior leaders, 
allowing leaders to reflect on their career journey 
and the barriers they have overcome, instilling 
confidence among women in the organisation.

-  Creating a male allyship group within PTGEN 
which encourages men into the conversation 
and offers them a safe space to speak about the 
issues women face; making it a collective effort to 
improve gender equality.

• Refining how we work
Now that colleagues are returning to our centres 
in greater numbers, we have committed to retain 
a hybrid working model where colleagues are 
encouraged to adopt a working pattern that is 
suitable for them whilst balancing the needs of The 
Trust. We have also started to advertise roles as 
home-based where appropriate.

• Pregnancy loss toolkit
This was designed to aid both colleagues who suffer 
such a loss, as well as their line managers and other 
colleagues who can help them navigate through this 
difficult experience. 

• Pay Review
We have introduced a new pay system, with a 
robust framework that aims to create transparency 
across ranges and supports decision making 

based on objective criteria around an individual’s 
development within role, giving everyone an equal 
opportunity to progress their pay against the 
relevant range. 

Ethnicity Pay Gap

• Workshops
Experts have been invited to help educate 
colleagues about different aspects of race and 
ethnicity in the workplace.

•  National Race at Work Survey
A staff survey was conducted by Business in the 
Community (BiTC), in which Trust colleagues 
participated. The Trust engaged with BiTC to 
understand the key issues emerging and what we 
can focus on. 

•  Mutual Mentoring programme
We have piloted a mentoring scheme where six 
colleagues from African and African-Caribbean 
backgrounds were matched with six of our Trustees. 
This provided an opportunity for participants to learn 
about the lived experience of each other, to connect 
and gain new perspectives. 

•  Race at Work Charter – we delivered on our 5 public 
commitments: 
- We appointed an executive sponsor for race;

-  We are capturing ethnicity data and publicising 
progress;

-  We are committed at board level to zero tolerance 
of bullying and harassment;

-  We make clear that supporting equality in the 
workplace is the responsibility of all leaders and 
managers;

-  We are taking action that supports ethnic minority 
career progression.

• Recruitment Review
Our EDI Strategic Advisor conducted a review of our 
senior-level recruitment process in relation to ethnic 
diversity. Each stage of the recruitment process was 
reviewed and several recommendations were made, 
with an implementation timeframe of 3 months.

WHAT WE HAVE DONE TO HELP CLOSE THE PAY GAPS
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Future initiatives planned 

• EDI Kickstart
To support the more senior roles in place which have 
focus on pan-organisation EDI strategy, such as the 
EDI Advisor, People & Learning Director and Senior 
Head of Learning & Development, we are recruiting 
an EDI Kickstart employee.

•  Expanding the mutual mentoring programme
Following the successful pilot, we are extending the 
mutual mentoring programme to 12 new colleagues. 
We are broadening the scheme this year so that 
colleagues who are living with disabilities and 
members of the LGBTQIA+ community are also 
eligible to apply. We will also be expanding it to 
include members of our Executive Leadership Team 
as well as Trustees.

• A focus on race equity
Our colleague engagement survey has highlighted 
differences in experiences of Black African, 
African/Caribbean backgrounds and colleagues 
with white and other ethnic backgrounds. We will 
seek to understand this better through further 
work around Listening into Action focus groups. 
These focus groups will involve The Trust’s CEO in 
listening activities with colleagues relating to how 
they perceive the organisation. The goal will be to 
develop short- and long-term actions to enhance 
positive experiences among under-represented 
groups.

• Menopause at Work Toolkit
There are almost 6 million women in employment 
experiencing either perimenopause or menopause 
symptoms. It is estimated that up to 1 million could 
give up working due to the pressures placed on 
them, a lack of understanding by management of 
what they are experiencing and a lack of flexibility 
in working hours to help manage the symptoms. 
By introducing a toolkit, we hope to create a peer 
support network, raise awareness across The 
Trust and show women that their line managers 
will support them during this period, making 
adjustments as and when necessary.

• Training for Hiring Managers
We are developing training and guidance called 
‘Recruiting with confidence’. The training will 
enlighten managers on biases, their impact on 
recruitment and challenge them to consider 
alternative, more flexible working options in the 
initial advertising campaigns.  

• Recruitment
An analysis of the individual EDI action plans will 
form the basis of recruitment interventions that can 
be supported nationally. 

•  Alternative Assessment Method 
in Recruitment
We are eager to move towards implementing 
values-based recruitment, a recruitment strategy 
which measures how well a candidate’s values and 
behaviours align with The Trust. This will extend 
opportunities for under-represented groups, by no 
longer relying on candidates’ backgrounds and work 
experience, which often creates a disadvantage for 
some groups.

• PT GEN
We are aiming to promote PT GEN through 
our internal communications to gain a higher 
diversity of PT GEN members, for instance higher 
representation from Black and Asian communities. 
We plan to implement an internal buddying system 
for women returning from maternity leave to assist 
their transition back to work. There are also early-
stage discussions regarding how to approach and 
implement initiatives surrounding violence towards 
women and on extending support groups to 
colleagues who care for elderly relatives. 

• Talent Management Framework
We have developed a robust talent management 
process that supports the identification of 
high potential colleagues and a focus on their 
development, and this will be launched in May 
2022. This framework will be used to ensure under-
represented groups have the opportunity to develop 
and grow in their careers. 
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A message from 
our Chief Executive

We recognise the importance of 
transparency during our journey 
towards closing our ethnicity and 
gender pay gaps. Our journey may 
not be linear, but as an organisation 
we are committed and dedicated 
to our goal of being an inclusive 
employer and helping all our 
colleagues to reach their potential. 
Through action planning, embedding our values of 
equality, diversity and inclusion (EDI) across every 
element of our work, being open and transparent, and 
always considering how we can do better, it is our aim 
to drive significant outcomes and progress together. 

Over the past year we have published our EDI strategy 
and have implemented tangible actions to support us in 
meeting our organisational goals. Our next step will be 
to drive this forward by continuing to embed EDI into 
everything we do, and to empower all colleagues to 
make this our collective responsibility and commitment. 

We have brilliant networks helping us achieve our 
agenda, a commitment to deliver the Race at Work 
Charter and we are continuously looking to improve our 
recruitment processes. Personally, my focus over the 
coming months is to find more opportunities to listen 
to the lived experience of colleagues and to influence 
change to further close the pay gap.  

With our tangible action plans and dedicated 
colleagues, I am confident that we will see 
improvement in our representation and pay gaps. 

Jonathan Townsend 
UK Chief Executive, The Prince’s Trust

DSN 5374 © The Prince’s Trust 2022 – all rights reserved. The Prince’s Trust is a registered charity, incorporated by Royal Charter in England. Registered number RC000772. 
Registered office: The Prince’s Trust, The Prince’s Trust South London Centre, 8 Glade Path, London, SE1 8EG. Registered charity number in England and Wales: 1079675 and Scotland: SC041198.

Further information about 
The Prince’s Trust is available 

at princes-trust.org.uk 
or on 0800 842 842.
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