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Useful links  

Sustrans pay gap 2021-2022 Report: 

https://www.sustrans.org.uk/media/11898/sustrans-2021-22-pay-gap-

report.pdf

----

/media/11898/sustrans-2021-22-pay-gap-report.pdf
/media/11898/sustrans-2021-22-pay-gap-report.pdf
https://www.gov.uk/government/collections/gender-pay-gap-reporting
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Table 1. 2020 Pay gaps 
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Gender 

Sustrans has 794 employees across the UK. Women represent 54.28% of 

our workforce (431) and men represent 44.84% (356). Colleagues who do 

not identify as female or male make up 0.88% of the workforce. 

In April 2023, women at Sustrans earned on average 83p per hour less 

than men. This reflects a mean gender pay gap of 4.59%. This is lower 

than the UK gender pay gap of 7.7%, and lower than our 2022 gender 

pay gap of 6.98%.  

Our median gender pay gap has reduced to 0%. This is a decrease from 

our median pay gap of 4.38% in 2022, and a significant shift after 

remaining approximately the same since 2019, following a 2018 pay 

review that considerably reduced our gender pay gap. 

Figure 1 below illustrates how our gender pay gap has changed over 

time. 

Figure 1. Sustrans gender pay gap over time (2016-2023) 

Figure 2 below illustrates the UK Median Gender Pay Gap in comparison 

to Sustrans’ Median Gender Pay Gap between 2016 and 2023.  
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Figure 7. Disability pay gap (2021-2023) 

As shown in Figure 8 below, we have more disabled colleagues in lower 

grades than any other pay quartile.  

 
Figure 8. Proportion of disabled colleagues in pay quartiles (2023) 
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In 2021 we said we would: 

½ Undertake analysis of how flexible working is taken up by different 

demographics within our workforce, and across different pay 

grades, and whether this impacts on pay and progression. 

½ Monitor the uptake of shared parental leave by the different 

demographics in our workforce, so that we can understand the 

impact of recent changes to our leave policies, including our 

shared parental leave policy. 

In 2023 we are continuing this analysis and undertaking a broader review 

of how working patterns have changed over time, disaggregated by 

demographic characteristics. This includes an analysis of the uptake of 

flexible working across different demographic groups, as well as an 

analysis of the extent and reasons for part-time and/or flexible working.  

Additional actions 

In 2022 we commissioned a Diversity and Inclusion Audit of Sustrans. 

This consisted of a review of organisational policies, practices and 

cultures from an equity, diversity, and inclusion perspective. The findings 


