
2020

Gender Pay

Gap Report  



What is the Gender
Pay Gap?
The Gender Pay Gap is the average difference between the

pay of men and women working in an organisation. It is not

the same as equal pay which deals with the pay

differences between men and women who carry out the

same jobs, similar jobs or work of equal value. Gender Pay

legislation was developed by the Government Equalities

Office and introduced in April 2017. It requires all

employers of more than 250 employees to publish their

gender pay gap for workers in scope as of the 5th April
2020. 

About
Lincs Inspire Limited is a charitable trust – 

a non-profit organisation bringing leisure, sport, cultural
and library services to local communities. 

Introduction
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Foreword
At Lincs Inspire Limited we operate a job evaluation system

that grades posts against a range of work-related criteria,

irrespective of the individual postholders. Posts range from

customer facing front-line roles to supervisory and

managerial positions. 

We provide and ensure equal opportunities in the fields of

recruitment, employment, training, promotion and job

security irrespective of any characteristics which may place

an individual in any minority or disadvantaged group or

groups. The Company is also committed to the promotion

of equal opportunity of our services to the local

community. 

We comply with all relevant legislation and adopt and

maintain employment practices and procedures to

conform with this statement.
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Sue Wells, Chief Executive, 

Lincs Inspire Limited

 

03/06/2021

 



Workforce
Representation

2020 Gender Pay Gap  
Metrics

All figures used in this analysis are based on headcount of

employees falling under the scope of the Gender Pay Gap

reporting obligations. They include all types of contracts

including casual and freelance workers. No agency

workers were employed at the snapshot date.

At the snapshot date we employed 474 people. Of these,
414 were in scope of the Gender Pay Gap exercise. This

included all staff who received full pay at the snapshot

date, including casual workers. Based on this

determination the staff workforce is split as follows. 

 

Female
66%

Male
34%

04



05

Under the Gender Pay Gap legislation, we are required to

report:

Requirements

The mean gender pay gap;1

2

3

4

5

6

The median gender pay gap;

The mean bonus payments gender pay gap;

The median bonus gender pay gap;

The proportion of male and females receiving bonus

payments;

The proportion of male and females in each of the four

quartile pay bands.
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The mean is the difference between the average hourly

rate of pay of male and female full pay relevant employees.

The median is the difference between the actual midpoint

hourly rate of pay of male and female full pay relevant

employees.

Mean and Median
Hourly Gender Pay Gap

Gender Pay Gap Mean 
3.43% in favour of male employees

Gender Pay Gap Median
1.89% in favour of male employees

Lincs Inspire Limited, as a registered Charity, does not

participate in a bonus scheme for its staff. There are

therefore no figures to report in respect of mean, median or

the gender split of bonus payments under items 3, 4 and 5
listed above (page 5).

1

2
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Proportion of Males and Females in each

Hourly Rate Quartile 

Quartiles have been adjusted to provide an even

distribution of numbers in each quartile in

accordance with ACAS guidance.
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Female
63%

Male
37%

Female
75%

Male
25%

Female
63%

Male
37%

Female
64%

Male
36%

Lower Quartile Lower Middle Quartile

Upper Middle Quartile Upper Quartile

0-25% of full pay relevant employees 25-50% of full pay relevant employees

50-75% of full pay relevant employees 75-100% of full pay relevant employees
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Narrowing the Gender
Pay Gap
Lincs Inspire Limited is committed to the ongoing actions

to tackle the gender pay gap. We will:

 

Continue to monitor and regularly report the gender pay

gap.

Continue to develop and support our workforce.

Shape our workforce to support new service delivery

models.

Be a strong and resilient Charity and well-respected local

employer.

Further embed robust and fair recruitment and selection

processes placing an emphasis on values based

recruitment.

Support for both women and men returning to work after

maternity, paternity, adoption or shared parental leave
to resume and maintain their original jobs.

Support staff in career progression and development

opportunities.

 


