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Gender and Ethnicity Pay Gap Report 

As an organisation we are committed to celebrating and promoting Equality, Diversity & 
Inclusion. It’s important that colleagues, customers and volunteers feel valued, supported 

and heard. We care about this area of work and will work towards integrating it into 
everything we do as an organisation. Our operations are in London, the most diverse city in 

the UK and so it is important for us to represent not only the people we support but also the 

communities we operate in.  

 

Gender Pay Gap 

At Evolve, we have a mean gender pay gap of 11.1%, which means that the mean* average 
hourly pay rate is 11.1% higher for women than men. We have a median* gender pay 

gap of 12.5%, which means that women’s median hourly pay rate is 12.5% higher than 
men. The majority of organisations from different industries have a pay gap in favour of men, 

so we are quite unusual in having a gap in the other direction.  

 
Across all employers who reported 2019/2020 data, the gender pay gap for all employees 

was 15.5% (in favour of men) at April 2020 and the gender pay gap averaged 12.8% based 
on median hourly pay.  
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Any gap is a gap too big and we aim to narrow this gap in future years. In addition, we will   
report on our gender pay gap in a more representative way in relation to the gender staff 

identify which will reflect non-binary people and trans individuals who do not identify as male 

or female. In 2020 we invited colleagues and customers on our systems to self-identify their 
gender to improve the accuracy of our data and become more inclusive. 

 

Pay Quartiles 
 
      Lower quartile              Lower middle quartile 

 
 

            Upper middle quartile          Upper quartile 

 

 
 

Our gender pay gap is driven by: 
▪ A higher representation of men in our lower pay quartile and a greater representation 

of women across quartiles 2,3 and 4.  
▪ Our leadership team positions are currently held by women with the exception of our 

CEO.   

▪ 62% of our workforce identify as female, the supported housing industry historically 
attracts a greater proportion of women.  

▪ The percentage of women in manager and senior manager positions is also high, 
73.8% and 73.9% respectively. 
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How we will reduce our gender pay gap 
▪ Analysing barriers into the industry for men and making changes. 

▪ Continuing the work we’re doing on gender identity. 

▪ Encouraging applications from male or non-binary colleagues for senior manager 
positions. 

 

 

Ethnicity Pay gap 
We have a mean ethnicity pay gap of 26.4% and a median ethnicity pay gap of 23.3%. Our 
median pay gap is less than the median pay gap for London which is 23.8%. This is the first 

time we are reporting on our ethnicity pay gap and this has come directly from the EDI 

steering group as part of our journey to becoming a more inclusive organisation, 
transparency around data is an important factor.  

 
We have decided not to use the term ‘BAME’ as this groups people into too large a group 

and does not give us the detail needed to tackle issues experienced by Black, Asian, mixed 

and ethnic minority background. 
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56.9% of our colleagues are of a Black, Asian, mixed and ethnic minority background 

compared to 44% of London. All our salaries are visible on all job vacancies both internal 

and external and all colleagues are paid the same for the same work they do however we 
recognise that we need to make significant changes and progress to reduce our ethnicity 

pay gap. 
 

 

 

Our ethnicity pay gap is driven by 
▪ A high proportion of Black, Asian, mixed and ethnic minority colleagues in non-

manager roles. 

▪ A high proportion of Black, Asian, mixed and ethnic minority colleagues in the lower 
2 pay quartiles. 

 
 

How we will reduce our ethnicity pay gap  
▪ Speaking to colleagues about their experiences about diversity and race inclusion 

through listening groups. 
▪ Implementing a survey focussed on race inclusion and identifying the key issues 

with actions to implement across the organisation 

▪ Developing and applying a more inclusive recruitment strategy which will deliver 
training for all hiring managers and exploring the potential advantages and 

challenges of implementing the “Rooney Rule” (where shortlists must include at least 
one ethnic minority applicant) for manager and senior manager roles. 

▪ Improving our ‘moving into management’ programme to encourage Black, Asian, 

mixed and ethnic minority colleagues to apply and support them through coaching  
to apply and secure management roles. 


