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GENDER PAY GAP REPORT October 2021 

 

Introduction 

YMCA DownsLink Group employs more than 250 people and so we are required by law to 

publish an annual gender pay gap report1. We are committed to the principle of equal 

opportunities and equal treatment for all employees and have a clear policy for paying 

employees equally for the same or equivalent work, regardless of sex (or race, religion or 

belief, age, marriage or civil partnership, pregnancy/maternity, sexual orientation, gender 

reassignment or disability). 

This is our report based on the snapshot date of 5 April 2020. The figures set out in this report 

have been calculated using the standard format required by the Equality Act 2010 (Gender Pay 

Gap Information). 

Gender Pay Gap  

 
2017 2017 2018 2018 2019 2019 2020 2020 

 Average Mean Median Mean Median Mean Median Mean Median 

Gender Pay Gap -6% -15% -7% -10% -4% -18% -7% -13% 

Gender Bonus Pay 

Gap 
23% 35% N/A N/A 21% 41% N/A N/A 

 

We did not publish figures in 2020 due to Covid 19, and the relaxation of the statutory 

requirement to collect and publish this data.  

We did not pay a bonus during the relevant period for this report.  

How does our MEAN average compare? 

Office for National 

Statistics (ONS) 

YMCA Downslink 

Group 

UK average Gender 

pay gap in 2020 is 

Our average Gender 

pay gap in 2020 is 

15.4% -7% 

 

The calculation of our Gender Pay Gap does not reveal 

any issues for female employees. We continue to 

operate in a sector that attracts more women than men and so our report reflects this with a 

continued ‘negative’ gap.  

Though the overall proportion of male employees increased from 29.5% in 2017 to 32.4% in 

2019, it was static in 2020. 

 

1 A gender pay gap is a measure of the difference in the average pay of men and women – regardless of the nature of 
their work – across an entire organisation. This is part of a national focus by the government to ensure women and 
men employees have the same career progression and earning potential. 

  

MEAN 

This is the average pay awarded to male 

and female employees and is calculated by 

adding up all salaries and dividing the 

figure by the number of employees. 

MEDIAN  

This is the middle value of our pay and is 

calculated by ordering salaries of male and 

female employees from highest to lowest 

and identifying the middle number.  
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Pay Bands 

The proportion of female and male employees in each of the four ‘quartile’ pay bands: 

Year 2017 2017 2018 2018 2019 2019 2020 2020 

Quartile Female Male Female Male Female Male Female  Male 

Lower  70% 30% 67% 33% 62% 38% 56% 44% 

Lower 

middle   
51% 49% 56% 44% 53% 47% 66% 34% 

Upper 

middle  
84% 16% 79% 21% 84% 16% 73% 27% 

Upper  77% 23% 75% 25% 73% 27% 75% 25% 

 

We have a significantly higher proportion of women than men in each of the four pay ranges, 

though the gap in the lower quartile has closed in 2020.  

What are we doing? 

Initiative Detail 

Review our Pay Policy to 

ensure all employees are 

rewarded for the work 

that they do, in a way 

which is affordable for 

the organisation 

A new policy was launched in July 2021. We now have a pay 

structure that is internally consistent, externally benchmarked, 

and affordable for the organisation. 

In July 2021, 79% of employees had the first of three uplifts to 

their salary to ensure they are paid their target salary (the other 

21% will remain on the same salary until their target salary 

catches up with them). We aim for all staff to be at their target 

salaries within three years. 

Our Gender Pay Gap report next year will reflect this work. We 

will also provide a more detailed comparative analysis of our 

Gender Pay Gap by using the services of an external provider 

i.e. XpertHR. 

Review our approach to 

Equity, Diversity and 

Inclusion to work towards 

being a fully inclusive 

employer. 

A new Action Plan was launched in September 2021. This 

includes a renewed effort to monitor diversity data across the 

organisation. This includes recruitment (ratio of appointments 

women to men), internal promotion (by gender), pay band 

(women and men in each job family and level of the new pay 

structure). 

Review of statutory HR 

policies (i.e. maternity/ 

paternity/adoption, 

leave) to ensure they 

support our commitment 

to equity, diversity and 

inclusion in the 

workplace.  

We have committed to complete a review of all statutory HR 

policies by end of November 2021. This will include assessing 

current practice, benchmarking with other similar organisations, 

and consulting with employees. 

In light of the changing world of work due to the Covid 

pandemic, we will also be looking to review our flexible and 

homeworking policies and provide further guidance on hybrid 

working to continue to support employees to maintain a healthy 
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work/life balance, and specifically those with caring 

responsibilities. 

Declaration 

I confirm that the calculations in this statement are accurate and meet the requirements of the 

Equality Act 2010 (Gender Pay Gap Information).  

Signed 

 

 

Chas Walker 

CEO, YMCA DownsLink Group 

 


