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Foreword

Nick Pontefract
Chief strategy officer

“We’re committed to tackling inequalities 
and this is at the heart of everything we do. 
Our approach is firmly embedded in our 
Uniting the Movement Strategy.

Now in its fifth year, we continue to welcome gender pay gap 
reporting and what it sets out to achieve. It helps to increase our 
transparency of pay and the challenges that we face, and it’s 
an important step forward for reducing the gender pay gap and 
improving gender equality.

This year’s data shows a decrease in our mean and median pay, 
down from 11.4% and 5.2% to 10.6% and 4.8% respectively (see page 
14). The corresponding improvement of 0.8 and 0.4 percentage 
points is due to small gender profile changes in the reporting year, 
which have influenced the upper pay quartiles, and the relatively 
low distribution of men across the lower pay quartiles.

in Band D is almost 50-50, the highest earners in this group are 
predominately male. Both these factors place the average pay 
for women at a lower level than men.

The distribution of men and women at different levels of our 
organisation plays a big factor in our mean pay gap. 64.9% of our 
Band A (lower quartile) roles are occupied by women, while Bands 
B, C and D have a more even distribution. Although the gender split 

As we’re a relatively small organisation, minor structural 
changes can often have a dramatic consequence on our 
year-on-year data.

While the mean and median figures are higher than other 
similar organisations benchmarked, they’re well below the 
Office of National Statistics (ONS) mean and median averages 
of 14.8% and 18.0%.

We’re clear that we have work to do, as noticeable changes 
can’t be addressed through any quick fixes, but through a 
sustained focus instead.

Working closely with our Board and the Equality and Diversity 
Group, one of our long-term commitments to diversity is 
about increasing the gender profile of women and men across 
relevant grades. This objective involves creating an embracing 
culture, living our value of being inclusive, and achieving the 
wider aims of our Diversity and Inclusion Action Plan.

We are pleased to bring you our report as we recognise that 
transparency is key for our employee engagement.”
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Foreword (continued)

Jackie Smyth
Diversity, inclusion and wellbeing manager

Our mean gender pay gap has decreased by 
0.8 percentage points and if we can sustain this 
year-on-year, we’ll close our gap.

“

Equality, Diversity and Inclusion are critical for our organisation 
to be successful. We strive to further this in the workplace and, in 
turn, to understand what drives the gender pay gap figures. We 
recognise the importance of pay transparency and taking steps 
to close the pay gap.

To understand the gender pay gap, we must look at how factors 
such as the labour market, work environment and our culture are 
shaped by gender norms. To close the gap, we need a sustained 
collective focus on recruitment, pay, progression, development, 
culture and engagement. When comparing the gap year-on-
year, we need to look beyond the numbers and understand the 
reasons behind any change.

As well as challenges, there are successes:

• The proportion of males and females in the upper and middle 
quartiles equalised at 50% and are favourable when compared 
to government benchmarks.

• The increase in male representation in the lower quartiles.

While our Board are not included in our pay reporting (due to 
reporting criteria), we can publish their gender representation. 
We recognise the importance of diversity in the sports sector 
boardrooms and this includes our own Board. Our data shows 
a gender representation of 40% female and 60% male.”
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The gender pay gap is different from unequal pay 
Understanding the difference between these two concepts is key.

What is the difference?
• Unequal pay is the unlawful practice of paying men and 

women differently for performing the same or similar work, 
or work of value. 

• The gender pay gap is a measure of the difference between 
the average hourly earnings of men and women. 

In keeping with equal pay, we’re committed to fostering a 
transparent and fair pay and reward scheme, underpinned by a 
robust job evaluation. Running alongside this obligation, we have 
bi-annual equal pay audits to check for gender bias and the 
results are reported to our Board with recommendations. 

Legislative requirements
Public sector employers with 250 or more relevant employees are 
required to publish gender pay gap information by 30 March 2022, 
based on the following data from 31 March 2021:

• Mean and median gender pay gap

• Mean and median gender bonus gap – this information is 
excluded from our report as we don’t have a bonus scheme

• Proportion of males and females by quartile pay band.

Figures for each legal entity with at least 250 employees on the 
snapshot date (31 March 2021) must be calculated and reported 
separately:

• The mean and median gender pay gap is based on hourly 
rates of pay

• The pay quartiles look at the proportion of men and women in four 
pay bands when we divide our workforce into four equal parts

• The figures set out in this report have been calculated using the 
standard methodologies set out in the Equality Act 2010 (Gender 
Pay Gap Information), Regulations 2017.

Benchmarks
We’ve used benchmarks so we can understand how our gender pay 
gap compares with other similar organisations. Our data has been 
benchmarked against guidelines derived from participants in the 
XpertHR Gender Pay Gap Reporting Service:

• Sector: organisations in the same broad sector

• Industry: organisations that produce similar goods or services

Equal pay
Men and women 
are paid the same 
for like work

The gender 
pay gap
The difference between 
the gross hourly earnings 
for both men and women 
across an organisation
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Reporting factors 

The gender pay gap is calculated based on 
a snapshot date of the 31 March, regardless 
of whether the same results would be found 
using data from the day before or the day 
after. The gap may therefore look quite 
different if the figure was drawn from an 
average over the year.
For example, when using the snapshot date:

• If someone accepted a promotion on 25 March, but the new 
role didn’t begin until 1 April, data from their previous role 
would be captured in the report

• If someone leaves the organisation on 20 February and their 
replacement doesn’t start until 10 April, no one is recorded as 
filling this vacancy

• If someone handed in their notice and was due to leave 
on 4 April, but their replacement started on the 1 March 
for a handover, both employees would be included in the 
calculations

• If someone joined late in March and therefore was not on the 
payroll for this month, they will be included in the numbers but 
their salary would not be included in the pay gap calculations.

Other reporting factors influencing the 
gap include:
• Due to an hourly rate being calculated post-salary 

sacrifice deduction, those employees who are part of 
the childcare voucher and cycle to work schemes are 
recorded as having lower wages. This is part of the 
reporting criteria, however, the impact of this factor 
on each organisation’s gap will vary depending on 
the extent of their salary sacrifice offering. Please 
note, although our pension scheme is offered via 
salary sacrifice, hourly rates are calculated pre-
pension deduction

• Only colleagues receiving full pay are included in 
the data, therefore, those receiving reduced pay 
due to maternity, shared parental or sick leave are 
not included in the figures. This could result in a 
disproportionate number of females being excluded 
from the data set. This may also work the other way, 
whereby both the employee on maternity leave (if 
they are receiving full pay) and their maternity cover 
are included in the figures.

Due to our size, anomalies like those mentioned above 
can have a big impact on the gender pay gap. When 
comparing the gap year-on-year, we need to look 
beyond the figures and understand the reasons behind 
these variations.
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The median gender pay gap 
Our median gender pay gap is 4.8% based on the middle 
standard hourly rate of £24.57 (men) and £23.40 (women), or an 
absolute difference of £1.17 per hour.

How does this compare in the not-for-profit 
sector?

Sport 
England

Sector: 
Charities/Not 
for profit UK 
Government 
Database

Office of National 
Statistics 
(ONS) - Public Sector

4.8% 3.3% 18.0%

4.8%
Sport England

3.3%
Sector:
Charities/Not for profit
UK Government Database

18.0%
Office of National Statistics
(ONS) - Public Sector

Definitions
• UK Government Database benchmark is a representative 

value of all organisations in the not-for-profit sector who 
submit their data for gender pay gap reporting. 

• The ONS benchmark is based on the Annual Survey of Hours 
and Earnings. It isn’t limited to companies that report their 
figures but is instead based on their PAYE records.

What is the median?
To calculate the median, employee hourly rate of 
pay is ordered from lowest to highest. The midpoint 
(the wage of the employee that sits in the middle of 
the line-up) is the median hourly rate. For example, 
if there are nine employees, the hourly rate of pay 
for the fifth employee is the median.

This is done separately for males and females. 
The midpoint for males is then compared with 
the midpoint for females to calculate the median 
gender pay gap.

The median doesn’t consider the extremities. For 
example, if the composition of employees remained 
the same year-on-year, but the lowest paid 
females got a pay increase and the highest paid 
males took a pay cut, the median wouldn’t change.

Median
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The mean gender pay gap 
Our mean gender pay gap is 10.6% based on the average 
standard hourly rate of £26.90 (men) and £24.04 (women), 
or an absolute difference of £2.86 per hour.

How does this compare in the not-for-profit 
sector?

Sport 
England

Sector: 
Charities/Not 
for profit UK 
Government 
Database

Office of National 
Statistics 
(ONS) - Public Sector

10.6% 7.3% 14.8%

10.6%
Sport England

7.3%
Sector:
Charities/Not for profit
UK Government Database

14.8%
Office of National Statistics
(ONS) - Public Sector

Like many organisations of our size, our executive team’s salaries 
have a significant impact on our mean gender pay gap. If we were 
to exclude the chief executive (a man) from the analysis, the mean 
gender pay gap would fall from 10.6% to 9.2%.

What is the mean?
The mean is a value that gives an overall 
indication of the size of the gender pay gap. 
Outliers, such as very high or very low earners, 
influence this calculation and may skew the 
dataset.

To calculate the mean, the hourly rate of pay for 
all employees is added together and divided by 
the number of employees. This is done separately 
for males and females.

The mean hourly rate of males is then compared 
with the mean hourly rate of females to calculate 
the mean gender pay gap.

When comparing mean 
hourly wages, for every £1 a 
man earns, a woman earns 
89p at Sport England
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Gender split of Sport England employees 

From 2017 to 2020, the gender profile 
of women has increased slightly 
year-on-year. In 2021 it remained 
similar to the previous year.

Gender split of Sport 
England employees

Men Women

2019 45.7% 54.3%

2020 45.1% 54.9%

2021 45.2% 54.8%

45.2%45.1%45.7%

Men

54.8%54.9%54.3%

Women

202120202019
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Proportion of men and women by pay quartile

This section divides the workforce into four equally sized groups 
based on their hourly pay rate. Band A includes the lowest paid 
25% of employees (the lower quartile) and Band D refers to the 
highest paid 25% of employees (the upper quartile).

Band A has the largest impact on our overall gender pay gap. 
A disproportionately high number of females are employed 
in this group despite our anonymous recruitment system, 
which removes personal details (including gender) from the 
application form at the shortlisting stage. The proportion 
of females in this band has, however, decreased by 1.3 
percentage points since 2020.

Figures from the 2020 ONS Annual Population Survey show 
that 73.6% of administrative and secretarial roles are occupied 
by women. If applications demonstrating previous relevant 
experience are more likely to be shortlisted, and more females 
have worked in administrative roles, more female candidates 
will be interviewed. To overcome this, we are putting more 
focus on transferable skills by challenging hiring managers 
when writing the essential and desirable criteria for a role.

Band D also has a big impact on our overall gap, widening it 
by 4.8 percentage points in favour of men in favour of men. 
Although the gender split is almost 50:50, the highest earners in 
this group are predominately men. Our figure would therefore 
benefit from more women occupying the most senior roles in 
our organisation.

Population by pay quartiles
This data shows the gender representation by pay bands A (lower 
quartile) to D (upper quartile)

Sport England Men Women

Band A lower 35.1% 64.9%

Band B lower middle 46.7% 53.3%

Band C upper middle 48.0% 52.0%

Band D upper 50.7% 49.3%

Comparison with other 
Charities/Not for profit 
organisations

Men Women

Band A lower 27.0% 73.0%

Band B lower middle 28.0% 72.0%

Band C upper middle 31.5% 68.5%

Band D upper 36.7% 63.3%

Despite the disproportionate spread of employees in Band A, 
Sport England is closer to the ideal of a 50:50 split for all quartiles 
compared to the sector as a whole. 

63.3%36.7%68.5%31.5%72.0%28.0%73.0%27.0%

Comparison with other Charities/Not for profit organisations

49.3%50.7%

Band D
Upper

52.0%48.0%

Band C
Upper middle

53.3%46.7%

Band B
Lower middle

64.9%35.1%

Band A
Lower

Sport England
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Gender and ethnic breakdown by pay quartile
Additional metrics
Job Categories – Our data is broken down 
across all our job categories and it shows that:

• Our most senior and most junior groups 
widen the overall mean gender pay gap

• Executive roles increase the figure by 
4.5 percentage points due to the over-
representation of men

• Admin roles increase the figure by 3.7 
percentage points due to the over-
representation of women

• The Senior Manager job category has the 
most effect on closing the overall mean 
gender pay gap by 4.7 percentage points, 
followed by our manager roles, by 3.2 
percentage points.

Ethnicity – We continue to monitor ethnicity 
and pay and anticipate legislation in this area 
of reporting. We know that, as an employer, we 
are being encouraged to voluntarily report on 
our ethnicity pay data, which we are looking 
to do internally this year. Due to low numbers 
and GDPR, the ethnic breakdown has been 
aggregated to allow us to report. Some groups 
have also been removed for this reason.

Gender breakdown by 
job categories

Men Women

Executive Director 75% 25%

Most Senior Manager 46% 54%

Senior Manager 45% 55%

Manager 54% 46%

Junior Manager 42% 58%

Senior Admin 26% 74%

Admin 24% 76%

Ethnic breakdown by 
job categories

Black, Asian or 
minority ethnic

White

Executive Director GDPR rules 
applied

GDPR 
rules 
applied

Most Senior Manager GDPR rules 
applied

GDPR 
rules 
applied

Senior Manager 6% 91%

Manager 11% 88%

Junior Manager 7% 91%

Senior Admin 35% 65%

Admin 35% 65%

Please note, some employees have not disclosed their ethnic 
category meaning not all percentages add up to 100%. 

65%35%

65%35%

91%7%

88%11%

91%6%

GDPR rules applied

WhiteBlack, Asian or 
minority ethnic

Ethnic breakdown 
by job categories

76%24%Admin

74%26%Senior 
Admin

58%42%Junior 
Manager

46%54%Manager

55%45%Senior 
Manager

54%46%
Most Senior 
Manager

25%75%Executive 
Director

WomenMen

Gender breakdown 
by job categories
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Our successes

As an organisation, we’ve had successes on 
many fronts.

Recruitment, selection and pay
• We use anonymised recruitment to help reduce unconscious 

bias within our selection process.

• We include positive action statements in our job adverts 
encouraging those in underrepresented groups to apply.

• For candidate clarity, we have added extra detail in our job 
adverts and job packs on salary.

• Our recruiting managers are encouraged to request diverse 
shortlists from agencies.

• Where possible, we ensure gender balance on interview 
panels. 

• All those involved in the recruitment process are required to 
complete online ‘Inclusive Recruitment’ training. 

• We use skilled-based assessment and structured interviews 
for recruitment and promotions.

• We review our annual recruitment statistics to track and 
assess impact by applicants, those shortlisted and those 
appointed, and by job levels. This data is shared at our Equality 
Group Meetings and with the Board.

• New: We provide information on our careers page about how 
we assess applications as well as advice on how to structure 
applications to best showcase skills and experience to the 
hiring manager.

• The gender split for internal appointments remained the same 
from 2020 to 2021. In both calendar years, 70% of internal 
appointments were filled by females. This figure represents 
all competitive processes where an internal candidate 
was appointed, which includes sideways moves and fixed-
term appointments. This shows progression, however, is 
disproportionality in favour of women.

• Our pay is underpinned by job evaluation.

• We ensure our pay policy is adhered to and used to justify our 
hiring and pay-related decisions. It’s our policy to recruit to the 
bottom of the pay grade band. Any deviation must be justified 
through a business case.

• We ensure fair gender distribution in pay reviews and have 
an online system which makes it easy for managers to assess 
performance in a fair and evidence-based way.

• New: Where possible, we remove mandated minimum 
qualifications in recruitment (exceptions include technical 
skilled roles e.g. Finance, HR, Legal and Planning).
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Our successes (continued)

Family friendly practices
• We offer enhanced shared parental, maternity and adoption 

leave.

• Our return to work transitions programme enables us to 
support working parents and their line managers through 
bespoke coaching sessions.

• Flexible working is advertised in job adverts, and we promote 
the possibility of part-time, remote working and job-sharing. 
This forms part of our commitment to support working parents 
and carers effectively balance their work and home life.

• Flexible working policies and practices are well embedded, 
ensuring that our employees can work in a way that enables 
them to balance a successful career with commitments 
outside of work.

• Throughout the coronavirus pandemic we’ve conducted 
regular wellbeing surveys to understand how employees are 
coping, with reference to additional caring responsibilities. 
We’ve encouraged flexible working arrangements to support 
those with childcare and other caring responsibilities.

Leadership
• As part of striving to further diversity we’ve set a target of 

ensuring that by 2026, we’re representative of the population 
and the people we serve at all levels within the organisation.

• New: We launched a leadership development programme for 
senior managers that focused on competencies for Inclusive 
Leadership.

Other
The Women’s Network meets regularly and is keen to understand 
our gaps and to have meaningful progression routes and work 
shadowing.

• We run annual Culture and Engagement surveys so that we 
can continuously collate feedback, with new pulse surveys 
being introduced in 2022. We analyse by gender to identify any 
differences in results.

• The ‘Activate’ development programme is in its third year for 
those in administrative and senior administrative positions.

• New: We launched a reciprocal mentoring programme, 
which typically matches an employee (the mentor) with a 
more senior employee (the mentee). This has created the 
opportunity for the mentee to hear diverse perspectives, to 
generate better awareness and understanding of inclusion, 
and to ultimately inspire action within our own organisation.
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Our challenges and longer-term actions

Our challenges
• Because we are a relatively small organisation, minor changes 

in our structures year-on-year, can result in significant 
consequences to our gender pay gap (currently in favour of 
men). While there continues to be more women in Band A 
and more men on a higher hourly pay rate in Band D, it’s likely 
a gender pay gap will continue and this is partly driven by 
societal norms which we can’t tackle alone. We’re nevertheless 
committed to reducing this.

• Public sector pay restraints may impact on our ability to 
challenge our pay gaps.

• We’ve got a disproportionate number of females leaving 
the organisation. In the calendar year 2021, 73% of leavers 
were female (please note, this includes all reasons for 
leaving, not just resignation). We’re looking into this trend to 
establish whether there is a reason more women are leaving. 
Engagement in exit interviews is one way to gather this 
information.

Longer-term actions
• Provide secondments, work shadowing and develop clearer 

career pathways.

• Work with our network groups and, in particular, with our 
Women’s Network to support their initiatives.

• Introduce a HR dashboard to provide an insight into trends 
in diversity.

• New: Improve support mechanisms for those taking parental 
leave – KIT days and buddy scheme when returning to work 
for those on maternity and shared parental leave.

• New: Investigate using software to ensure gender neutral 
language in job descriptions and adverts.

• New: Staff engagement results from 2021 suggest that some 
employees feel that there are barriers to progression. We’ll 
run a focus group to understand this perspective better.

• New: Our leadership will have their own inclusion goals.
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Year-on-year comparisons

Median Mean

FY 19 FY 20 FY 21 FY 19 FY 20 FY 21

Sport England gender pay gap 2.8% 5.2% 4.8% 10.0% 11.4% 10.6%

Charities/Not for profit sectors 1.5% 1.7% 3.3% 5.6% 5.8% 7.3%

Proportion of males and females in each quartile band

Males Females

FY 19 FY 20 FY 21 FY 19 FY 20 FY 21

Upper  (Band D) 49.3% 50.7% 50.7% 50.7% 49.3% 49.3%

Upper middle  (Band C) 45.7% 50.7% 48.0% 54.3% 49.3% 52.0%

Lower middle  (Band B) 49.3% 45.1% 46.7% 50.7% 54.9% 53.3%

Lower   (Band A) 38.6% 33.8% 35.1% 61.4% 66.2% 64.9%

Benchmarked pay quartiles 2021

Sport England Govt Benchmark

Men Women Men Women

Upper  (Band D) 50.7% 49.3% 36.7% 63.3%

Upper middle  (Band C) 48.0% 52.0% 31.5% 68.5%

Lower middle  (Band B) 46.7% 53.3% 28.0% 72.0%

Lower   (Band A) 35.1% 64.9% 27.0% 73.0%
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CEO comments

Tim Hollingsworth
Chief executive

“I’m pleased we’ve had some improvement this 
year, but addressing the gender pay gap remains 
a significant challenge for many organisations 
and, as this report demonstrates, one that we 
face too.

Action to close the gap challenges workplace structures that 
have evolved over many years – structures that facilitate the 
progression of some individuals more so than others.

I want to take a holistic approach to understanding our gender 
pay gap. This requires us to look at how the larger social context 
(labour market, work environment, corporate culture) is shaped 
by gendered norms.

I’m committed to ensuring that, as an organisation, we’re doing 
everything that we can to address what are visible and stubborn 
inequalities. I encourage building flexibility into our roles. This may 
be in the form of part-time working, job sharing, flexible start and 
finish times or homeworking.

We can’t be so strategically focused on tackling inequalities 
externally if we’re not equally committed to it ourselves.

I’m pleased that this year we’ve closed our mean gender 
pay gap by 0.8 percentage points. I’m also pleased that 
in some areas we continue to have a positive story – not 
least our comparison to ONS statistics for all employees 
both in our sector and across all organisations. Our gender 
representation is healthy around Bands D and C, with an 
approximate 50:50 split in both groups. We must both 
recognise and maintain this. 

But we’ve got more work to do to equalise gender 
representation, particularly in Band A.

This means continuing to better understand what sits behind 
the data. While the closing of the gap is welcomed, we’re not 
where we want to be.”



Glossary of terms

Mean gender pay gap
This metric shows the difference in the average hourly rate of pay for 
women compared to men, expressed as a percentage. The mean takes 
outliers into account.

Median gender pay gap
This metric represents the middle point of the population, if you separately 
lined up all the women in a company and all the men. The median pay gap is 
the difference between the hourly pay rate for the middle women compared 
to that of the middle men. The median is not sensitive to outliers. 

Job Evaluation
A systematic way of determining the value/worth of a job in relation to other 
jobs in the organisation.

Diversity and Inclusion Action Plan
The Diversity & Inclusion Action Plan has enabled us to create our own set of 
actions, helping advance equality and implement a clear set of activities to 
support and maintain Equality, Diversity and Inclusion.

March 2022

Sport England
21 Bloomsbury Street

London WC1B 3HF
sportengland.org

If you have any queries, please email
hr.enquiries@sportengland.org

https://www.sportengland.org
mailto:hr.enquiries%40sportengland.org?subject=Gender%20Pay%20Gap%20Report%202017
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