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The gender pay gap is often confused with the principle 
of equal pay – that is, men and women in the same 
employment, performing equal work, must receive equal 
pay (unless any difference in pay can be justified). This 
has been a legal requirement in the UK since 1970 and 
Redington has processes in place to ensure all our 
people are paid fairly. 

The gender pay gap, on the other hand, is the difference 
between the average hourly pay of men and women, 
across an entire organisation. Broadly, the smaller the 
difference in average pay between men and women, the 
more even the gender split across an organisation 
(particularly towards the upper end, because senior 
roles typically receive higher pay). 

The gender pay gap is calculated using methodology 
stipulated by the government – this allows for 
standardisation, enabling us to compare like-for-like 
across industries and geographies. But it also means that 
the calculation isn’t perfect. For example, at present, 
there’s no ability to account for those who do not identify 
as either female or male. 

It’s calculated like this:

1.  First, we divide employees into two groups: male and 
female – removing anyone who has received 
significantly less pay during the period due to factors 
such as extended sick leave  
or maternity leave. 

2. Next, we calculate the hourly fixed pay for these two 
groups – determining the difference between the 
mean and median pay for each gender.  

3. Finally, we perform a similar calculation to evaluate 
the bonus gap between genders.

What’s the  
‘gender pay gap’?

How is it 
calculated?

BEFORE WE DIVE INTO THE NUMBERS,  
LET’S LOOK AT WHAT THE GENDER PAY GAP 
ACTUALLY TELLS US

OUR 2021 GENDER PAY GAP REPORT  |  2



OUR 2021 GENDER PAY GAP REPORT  |  3*In 2020, the financial services industry reported a median hourly fixed pay gap of c.23.6%.

Pay and bonus gap versus 2020
Difference in avg. pay between men and women

Mean Median

Hourly fixed pay 18.4% (   13.5%) 27.5% (   8.4%)

Bonus paid 35.1% (   31.6%) 68.3% (   17.0%)

Figure 1: Redington’s gender pay gap as at 5th April 2021 (versus 5th April 2020). 

OUR GENDER PAY GAP:

MEAN 
18.4% 

MEDIAN  
27.5%&

At Redington, we’ve set ourselves the ambitious goal 
of helping to make 100m people financially secure – for 
the benefit of people and planet. While we’re not legally 
required to publish our gender pay gap (since we employ 
fewer than 250 people), we’re committed to doing it 
anyway. This is because, while not a perfect measure, 
we believe the gender pay gap is an important measure 
for ourselves and the industry, allowing us to monitor 
progress concerning our gender representation and pay 
year-on-year.

Although our gender pay gap is similar to the industry 
average (c.23.6%*), it has increased since 2020. This was 
primarily driven by a small number of senior hires.  
We recognise this and are taking action across a number 
of areas to attract and retain women throughout our 
organisation. We hope, in time, this will help to reduce  
our gender pay gap.
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Our gender bonus split (i.e. the percentage of men and women 
who received bonuses for the year ending 5th April 2021)

86% 85%

27% 27%

73% 73%

35% 45%

65% 55%

Our gender distribution by quartile

1st 2nd 3rd 4th

These figures illustrate the gender distribution at 
Redington across a total of 193 employees, split into four 
quartiles – with the 1st quartile being the higher income 
group and the 4th quartile being the lower. Our hiring 
and promotion efforts have improved the gender split 
at the mid quartiles. However, we recognise that our 

gender split at the upper quartile has increased due to a 
small number of senior hires. We’ll continue to focus our 
ongoing efforts to address this. It’s important to note that 
with fewer than 250 employees, small changes within the 
business can have a meaningful impact on our gender 
pay gap. 

I confirm the data reported is accurate. 
OUR 2021 GENDER PAY GAP REPORT 
Zoe Taylor, Interim CEO



Disclaimer 
For professional investors only. Not suitable for private customers.

The information herein was obtained from various sources. We do not guarantee every aspect of its accuracy. The information is for your private information and 
is for discussion purposes only.

Redington Ltd is regulated by the Financial Conduct Authority. Redington Ltd do not advise on all implications of the transactions described herein. This 
information is for discussion purposes and prior to undertaking any trade, you should also discuss with your professional tax, accounting and / or other relevant 
advisers how such particular trade(s) affect you. All analysis (whether in respect of tax, accounting, law or of any other nature), should be treated as illustrative 
only and not relied upon as accurate. 

©Redington Limited 2022. All rights reserved. No reproduction, copy, transmission or translation in whole or in part of this presentation may be made without 
permission. Application for permission should be made to Redington Limited at the following address – Floor 6, One Angel Court, London, EC2R 7HJ. 

Redington Limited (6660006) is registered in England and Wales. Registered office: One Angel Court, London, EC2R 7HJ

Redington Ltd. 
Floor 6 One Angel Court 
London EC2R 7HJ 
+44 (0)20 7250 3331 
redington.co.uk 

Katherine FitzGerald 
Head of People 

   

ANY QUESTIONS  
ABOUT REDINGTON OR  
OUR GENDER PAY GAP?

please get in touch

https://www.linkedin.com/company/redington-ltd/
mailto:info%40redington.co.uk?subject=General%20enquiry...
https://www.linkedin.com/in/katherine-f-9b01b810?lipi=urn%3Ali%3Apage%3Ad_flagship3_profile_view_base_contact_details%3BrWOvLBIdS4ipK11jd%2F1PSQ%3D%3D
mailto:people%40redington.co.uk?subject=Hello...

