Transport for London
Gender Pay Gap Report
2022

TRANSPORT
MAYOR OF LONDON FOR LONDON
aaaaaaaaaaaaaaaaa



Contents

ADOUL TS TEPOIT ..ttt 3

SUMIMIEIY ettt ettt e e e e e eaaaaeeesaaaneeeeaanees O

2

NON-0PeratioNal FOLES.....coooviiiiiiiiiiieeeeeeee e 18

.

.

OPEIATIONAL FOLES .ttt 23
Docklands Light Railway Limited .........ovviiiiiiiiiiiiiiiiiiieeiiiiiiiiiiiieeeceeeeeiiieeeeeeeeeeeiiiinnens 27

London Bus Services LImMited .........ovvviiiieeiieieeiiiiiiiieeeeeeeeeeeiiiiieeeeeeeesessssssssssseesssssssssssssssess D |

.

LONAON BUSES LIMIEEA oeiieiieiieie ettt e e e e e s e e s s aassassassassasaneans 35

LONAON RIVEE SEIVICES LIMITEA coveiiieii ittt ee e ee s s s s e s s s s s sansaaaen 39

0 2 N oA A NN

London Transport Museum Limited .....cooeeeeeieieiieiieiiieeeeeeeeeeeeeeeeeeeeeeeeeeeeeeee e 43

o

Rail for London (INfrastructure) Limited ......oeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeesieeneeee. B2

N

TranSPOrt fOr LONAON. ....iiiiiiiiiiieee e ettt e e e e e eeaaaaa e e e e e eeeaaasssnnes 56

b

Transport Trading Limited .......uuuueiiiiiiiiiiiiiiiiii e 6|

N

LP i Limited 65

o

ictoria Coac TAtION LIMITEA ... i iiiiiiiieeieeeeeeeceee e easee e e e e e eesstrrsseeeeeeeasssnrssseenss. O9

EVERY JOURNEY MATTERS



. About this report

I.1. Purpose

l.1.3.

1.2.2.

[.3.

1.3.1.

1.3.2.

1.3.3.

The purpose of this report is to comply with the Equality Act 2010 (Specific Duties and
Public Authorities) Regulations 2017 and the Equality Act 2010 (Gender Pay Gap
Information) Regulations 2017 on gender pay gap reporting (together ‘the Regulations’),
together with the additional reporting requested by the Mayor. In addition, this report
supports Transport for London’s (TfL’s) objective to be open and transparent regarding our

pay.

The Mayor’s manifesto contained a commitment to publish a gender pay audit for the
Greater London Authority (GLA) and its functional bodies including TfL, with a
requirement that work should be undertaken to narrow any gaps identified.

In addition to producing this Gender Pay Gap Report, we undertake pay disparity analysis
following any organisational restructuring that enables us to identify any pay anomalies at
a functional level and create plans to address these.

What is the gender pay gap?

The gender pay gap is an equality measure that shows the difference in average earnings
across all jobs between women and men employed by the same employer.

The gender pay gap does not show difference in pay for comparable jobs as in ‘equal pay’.

How is the gender pay gap measured?

The Regulations stipulate that employers with 250 or more employees are required to
publish data for each employing entity using the appropriate snapshot date.

Public sector employers must use the snapshot date of 3| March and private sector
employers the snapshot date of 5 April to collate the data for the report.

The Regulations stipulate the following six metrics must be published:

e The difference between the mean hourly rate of pay of male full-pay relevant
employees and that of female full-pay relevant employees

e The difference between the median hourly rate of pay of male full-pay relevant
employees and that of female full-pay relevant employees

e The difference between the mean bonus paid to male relevant employees and that of
female relevant employees

e The difference between the median bonus paid to male relevant employees and that
of female relevant employees
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1.3.4.

[.3.5.

1.4.2.

|.4.3.

|.4.4.

e The proportion of male and female relevant employees who were paid bonus pay

e The proportion of male and female relevant employees in the lower, lower middle,
upper middle and upper quartile payband

In addition to the regulatory requirements, the Mayor requires the GLA and other

functional bodies to produce a wider set of data for all employing entities including those

with less than 250 employees.

The additional metrics are:

e The difference in the mean hourly rate of pay for part-time and full-time full-pay
relevant employees by gender

e The difference in the median hourly rate of pay for part-time and full-time full-pay
relevant employees by gender

e The difference between the mean hourly rate of pay of full-pay relevant men and that
of full-pay relevant women employees by grade

e The difference between the median hourly rate of pay of full-pay relevant men and
that of full-pay relevant women employees by grade

e  The number of full-pay relevant men and women in equally sized salary groups based
on the spread of pay

e  The number of full-pay relevant men and women in £ | Ok salary bands

About TfL

TfL is a statutory corporation regulated under local government finance rules. We are

governed by the Greater London Authority Act and have three main subsidiary companies

incorporated under the Companies Act 2006. !

Our subsidiary companies are:

e London Transport Insurance (Guernsey) Limited

e TfL Trustee Company Limited

e Transport Trading Limited (Transport Trading Limited also has a number of subsidiary
companies)

TfL discharges its public functions through its subsidiaries, we are a public sector

organisation and the subsidiary companies are private limited companies or a registered

charity (London Transport Museum).

This report will contain data relating to both the public sector snapshot date of 31 March

and the private sector snapshot date of 5 April.

I https://tfl.gov.uk/corporate/about-tfl/how-we-work/corporate-governance/subsidiary-companies
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https://tfl.gov.uk/corporate/about-tfl/how-we-work/corporate-governance/subsidiary-companies

1.4.5. Not all TfL subsidiary companies have employees. The following subsidiary companies
with employees covered under the Regulations and the Mayoral requirements are (in
alphabetical order):

e Docklands Light Railway Limited

e |London Bus Services Limited

e London Buses Limited

e London River Services Limited

e London Transport Museum Limited

e London Underground Limited

e  Rail for London (Infrastructure) Limited
e Transport Trading Limited

e TTL Properties Limited

e Victoria Coach Station Limited

|.4.6. TfL is an organisation that provides a world-class transport network and we want to be an
employer of choice for Londoners. We aim to have a workforce that is as diverse as the
city we serve, led by inclusive leaders.

1.5. Methodology

[.5.1. TfL is required to report gender pay gap data not only by employing entity, but also to
provide a consolidated TfL view as well as a breakdown by operational and non-
operational staff.

1.5.2.  The presentation of the data in this report is therefore set out according to the following
population groups:

e Consolidated TfL view
e Non-operational roles
e Operational roles

e Ten employing entities

1.5.3.  The consolidated TfL view covers all employees of the parent company including both
operational and non-operational roles.

|.5.4. Non-operational roles do not have a fixed rate for the role. Within this group employees’
pay is more flexible, with room for rewarding individual contribution and skills, and there is
potentially more scope for inequity between different groups of employees.

5
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5.5,

5.6.

.5.7.

.5.8.

5.9.

516,

Operational roles include those on 'spot rate' or 'fixed rate' roles as part of the operational
staff pay structure, for example, Station Supervisor, Train Operator, Track Operative, Dial a
Ride driver, Bus Station Controller, Pier Controller. By definition this is the same rate of
pay for the role irrespective of gender therefore no differentials exist within each job.

In instances where individuals could be identified as part of the payband grouping (less
than 5 employees) we have combined pay grades to retain anonymity.

‘Employee’ includes all permanent and fixed-term employees with a contract of
employment with TfL or one of its subsidiary companies. This also includes Board and
Committee members who receive an hourly or annual fee for their work at TfL.

A ‘full-pay relevant employee’ is any employee who is employed on the snapshot date
and who is paid their usual full basic pay during the relevant pay period. Full-pay relevant
employees are included in all gender pay gap calculations.

A ‘relevant employee’ is any employee employed on the snapshot date of a given year.
These employees do not receive their usual full basic pay during the relevant pay period,
for example, employees on long-term leave or receiving unpaid leave in the period, so are
excluded from these figures but are included for the purpose of the bonus pay gap
calculations.

. ‘Hourly pay’ is calculated by taking basic pay, allowances, shift premium and any bonus

earned in the snapshot period and dividing this by the actual number hours of worked in
that period. Gross amounts after any salary sacrifice are used.

. ‘Annual basic pay’ takes the full-time equivalent annual salary of all full-pay relevant

employees and does not include allowances or bonuses. This also includes Board and
Committee members who receive an annual fee for their work at TfL which reflects the
lower number of hours worked over the year.

. ‘Bonus’ includes individual performance related pay, recognition scheme vouchers, long

service awards and other one-off bonus payments such as retention bonuses.

. Bonuses received and attributable to the relevant pay period in which the snapshot date

falls are included in the hourly pay calculations. Bonuses paid in the |2 months prior to
the relevant snapshot date are included in the bonus figures.

. TfL awards individual performance related pay in the form of non-consolidated

performance awards for our employees in payband 4 and above (senior management).
Certain segments of our non-operational payband 2 and 3 employees also participate in an
individual performance related pay framework that uses non-consolidated performance
awards.

. ‘Mean’ is the average value of all figures within the data set.

‘Median’ is the middle value of all figures in the data set.
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[.5.17. In this report, we set out the gender pay gap data by a consolidated TfL view, followed by
a breakdown by operational and non-operational staff, and then by employing entity (in
alphabetical order).

[.5.18. All percentage pay gaps are expressed as women’s pay as a percentage of men’s pay using
the following calculation:

(Men’s hourly rate — Women'’s hourly rate) x [ 00
Men’s hourly rate

[.5.19. A positive percentage indicates men are paid more than women and a negative percentage
means women are paid more than men.

[.5.20. ‘Salary groups’ also include the annual salaries or fees of Board and Committee members
as well as apprentices. The inclusion of this population differs to the reporting
requirements for ratios under Local Government Transparency Code 2015, and therefore
explains the different figures reported in the Annual Report and statement of Accounts.

[.5.21. We already publish the names and salaries of employees earning over £150,000 in the
Annual Report and Accounts therefore only numbers below this threshold have been
redacted.

[.5.22. Please note some records have been redacted where there are less than 5 employees to
retain an individual’s privacy under Data Protection Legislation. These are shown with the
following symbol: <5.

[.5.23. Tables have been redacted to protect anonymity and where an individual’s actual salary
may be identified we have written Redacted.
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2. Summary

2.1. The table below shows the consolidated TfL median and mean hourly gender pay gap and
bonus gap in line with the public sector snapshot date of 31 March 2022.

2.2. We are pleased to report both our median gender pay gap and mean gender pay gap have
decreased since last year

Table | — Summary of consolidated TfL gender pay and bonus gaps

2022 2021
Hourly pay Bonus Hourly pay | Bonus
Median 16.6% 0.0% [8.1% -10.2%
Mean 9.5% -2.0% 9.8% -9.4%

2.3. The table below summarises the median and mean hourly pay gap for each of TfL’s employing
entities as detailed in the relevant sections of this report.

Table 2 — Summary of all employing entity gender pay gaps

. o Mean % pay
Median % pay gap o
Consolidated TfL 16.6% 9.5%
Non-operational 15.3% 12.3%
Operational 19.5% 10.9%
Docklands Light Railway 35.4% 31.9%
London Bus Services 2.1% -3.5%
London Buses 3.6% 3.7%
London River Services 9.8% 10.1%
London Transport Museum -2.6% -4.8%
London Underground 16.9% [1.2%
Rail for London (Infrastructure) 4.4% 5.4%
Transport for London 9.7% 7.1%
Transport Trading 2.8% 9.4%
TTL Properties -3.2% [1.9%
Victoria Coach Station 21.1% [1.2%

2.4. The mean pay gap is less than the median because, while a greater proportion of women fall
into the lower paid roles, the higher earnings of those in leadership roles bring the average up.

2.5. Our median and mean gender pay gaps have reduced since last year. In 202 |, the median pay
gap was |8.1 per cent, while the mean pay gap was 9.8 per cent in 2021.
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2.6. Analysis of our pay gaps shows that this is primarily not linked to how we set pay, the pay gaps
above are mainly a feature of having:

. Proportionately fewer women in higher paid senior roles

. Proportionately more men in operational roles that are more highly paid than
other roles at a similar level because of shift and unsocial working allowance that
are combined into the salary

. A gender imbalance and lower numbers of senior women in the smaller
employing entities
. Fewer women in the transport and engineering sector as a whole

2.7. We have increased the proportion of women across most pay bands since last year, but the
biggest changes can be seen when we look at the differences since we first started reporting in
2017. The table below shows the proportion of women by different pay bands in non-
operational business areas and shows the change between 2021 and 2022, and also since
2017. The most significant increases over that time are at director and apprentice levels. We
can see since 2017, the number of women in senior management roles (Band 4, 5, Director
and Board) has increased by 17.9 per cent. The proportion of women in senior management
has changed from 26.5 per cent to 33.4 per cent.

Table 3 — Proportion of women in each Payband 2017 to 2022

Proportion of Female
2021 2022

2017 2018 2019 2020 ZCIh::gZeZ Chta:)nigl 7
Board 52.2% 56.0% 63.0% 63.0% 51.5% 60.7% 9.2% 8.5%
Director 18.8% 25.5% 29.4% 32.7% 30.1% 37.5% 6.4% 18.7%
Band 5 24.1% 27.8% 27.8% 27.4% 27.6% 28.6% 1.0% 4.5%
Band 4 26.7% 27.7% 30.1% 31.6% 32.4% 33.4% 1.0% 6.7%
Band 3 26.8% 26.4% 27.8% 28.1% 28.3% 28.5% 0.2% 1.7%
Band 2 27.1% 26.9% 27.5% 26.3% 26.2% 26.4% 0.2% -0.7%
Band | 56.6% 57.6% 57.9% 57.9% 60.4% 59.4% -1.0% 2.8%
Graduates 35.3% 36.6% 33.0% 26.7% 32.1% 29.2% -2.9% -6.1%
Apprentices 13.2% 24.5% 25.3% 29.6% 28.4% 30.0% 1.6% 16.8%

2.8. Looking at internal movements, of colleagues who changed jobs within operational roles, 37.6
per cent went into train operations, 25 per cent into customer service roles, |7.2 per cent into
engineering and 2.7 per cent into instructor or operator roles. Women changing operational
roles included 43.6 per cent into train operations, 29.6 per cent into customer services, 2.3 per
cent into engineering and 2.3 per cent into instructor or operator roles. Men moving jobs within
operational roles included 35.7 per cent into train operations, 23.7 per cent into customer
service roles, 21.7 per cent into engineering and 2.8 per cent into instructor or operator roles

2.9. Our graduate hires for 202 1/22 saw an increase from 25 per cent to 32 per cent. However, we
have seen a decline in the percentage of women joining our apprenticeship schemes from 40

9
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per cent to 33 per cent. A contributing factor to this was the reduction in volume of outreach
activity during 2020/2 | caused by the coronavirus pandemic. This had a greater impact in
attracting less women to our lower-level apprenticeships, which typically have a lower
percentage of hires than our higher level apprenticeships. The total percentage of women hired
onto our higher level 4-6 apprenticeships was 45 per cent. In addition, two of the three new
schemes introduced were in disciplines which traditionally are underrepresented by women.

2.10.  As we emerge from the pandemic, recruitment for the financial year 2022/23 has increased.
However, we focused on internal resources where recruitment was critical and filled 70 per
cent of roles with internal talent. This helped our commitment to existing colleagues by
offering internal opportunities. For the roles we were unable to fill internally, we have
continued to apply outreach practices to attract a range of candidates.

2.11.  The figures below show the proportion of men and women receiving a bonus.

Figure | — Summary of consolidated TfL proportion of men and women receiving a bonus

Proportion receiving a
bonus
Men 31.7%
Women 39.0%

2.12.  Performance awards for the 2020/2 | performance year were suspended across all levels of
the organisation due to the impacts of the coronavirus pandemic on our finances. The only
performance award payments made in the snapshot period were the deferred 2019/20
performance awards for senior management, which were paid in June 202 1. The only ‘bonus’
payments received by lower payband employees were long service and recognition awards, this
is evident in the reduction of the proportion of employees receiving bonuses from 2021.

2.13.  The table below shows the distribution of men and women across TfL in four equally sized
quartiles.

Table 4 — Summary of consolidated TfL pay quartiles

Lower Lower middle Upper middle Upper

quartile quartile quartile quartile
Men 65.0% 73.1% 82.9% 82.9%
Women 35.0% 26.9% 17.1% [7.1%

2.14. Addressing the gender pay gap is not a simple issue, it can be caused by different reasons
and is more often caused by the under-representation of women in senior positions than any

pay inequity.

2.15. At TfL, we recognise that as part of the transport sector we will have an ongoing challenge
to address the gender imbalance in our workforce and are working with the Mayor to ensure
that our organisation — especially at senior level, and across all areas of diversity —is more
representative of the city we serve.
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2.16.  Our Pay gap action plan will continue to focus on increasing the proportion of women
across all levels. Our activity will be sustainable, scalable and continue to be rooted in
evidence-based decision making and collaborative working. We recognise an integral part of
delivering and embedding long-term change is through greater visibility and accountability of
progress.

We confirm that the data included in this report is accurate.

e

Andy Lord, Interim Commissioner Fiona Brunskill, Interim Chief People Officer
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3. Consolidated TfL view

The following tables show the gender pay gap figures for all 26,048 TfL employees as at the 3|
March 2022 snapshot date.

The overall gender split is 75.4 per cent men and 24.6 per cent women.

The difference in pay gap between the annual pay rates and the hourly pay rates is a reflection of
the allowances and bonus that need to be incorporated under the hourly rates which does not
necessarily give an accurate picture of the pay gap.

The difference between the median and mean pay gaps within TfL reflects the different nature of
the distribution of women’s and men’s pay within TfL. For women, the mean hourly rate is
impacted by a longer ‘tail” of highly paid outliers. For men, we see the converse: the mean rate for
men is impacted by a longer ‘tail’ of lower paid outliers.

Our paybands and associated pay ranges are broad which accommodates a distribution of job size,
a varied range of roles, occupations and different market rates. Within band 2 we have a group of
employees that have a shift allowance consolidated into their pay base therefore meaning that the
pay comparison basis for this group is not the same. Within operational grades there is typically a
higher proportion of men in the higher paying spot rate roles, for example, Train Operators and a
greater proportion of women in the lower paid spot rate roles e.g., Customer Service Assistant.

3.1. Annual pay rates

The table below shows the median and mean comparison between the annual basic salary for full-
pay relevant men and women.

Table 5 — Consolidated TfL overall annual pay rates

Men Women % Pay Gap
Median Annual Salary £56,013 £44,672 20.2%
Mean Annual Salary £53,474 £47,790 10.6%
[2
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3.2. Hourly pay rates

The table below shows the overall median and mean comparison between the hourly rates of pay
for full-pay relevant men and women.

Table 6 — Consolidated TfL overall hourly pay rates

Men Women | % Pay Gap

Median Hourly Pay £30.81 £25.68 [6.6%
Mean Hourly Pay £29.81 £26.99 9.5%

3.3. Hourly pay rates (part-time and full-time)

The table below shows the median and mean comparison between the hourly rates of pay for
full-pay relevant men and women split out between full-time and part-time.

Table 7 — Consolidated TfL hourly pay rates

Hourly Hourly Hourly Hourly
Pay Full Pay Part Pay Full Pay Part
Time Time Time Time
Median Median Mean Mean
Men £30.90 £20.18 £30.01 £25.34
Women £26.28 £22.85 £27.34 £24.94
Pay Gap [4.9% -13.2% 8.9.% [.6%

3.4. Single figure bonus* pay gap

The table below shows the median and mean comparison between the bonuses paid to all relevant
men and women.

Table 8 — Consolidated TfL single figure bonus pay gap

Bonus %
Bonus men | Bonus women
Pay Gap
Median £30.00 £30.00 0.0%
Mean £1,004.57 £1,024.56 -2.0%

* Bonus includes individual performance-related payments (performance awards), Make a
Difference recognition scheme vouchers, long-service awards and other one-off bonus payments
that employees may have been awarded during the course of the year.
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3.5. Proportion of employees receiving bonuses

The table below shows the proportion of relevant men and women receiving bonuses.

Table 9 — Consolidated TfL proportion of employees receiving bonuses

3.6. Gender pay gap by payband

Men

Women

Proportion of Employees
receiving bonus

31.7%

39.0%

The tables below show the median and mean comparison between the hourly rates of pay for
full-pay relevant men and women split out by payband.

Table |0 — Consolidated TfL median gender pay gap by payband

Men Women

ooy | Neol oy oo amploges | Heutt
Board £142.86 [ £142.86 [7 0.0%
Director £98.94 30 £81.92 18 [7.2%
Band 5 £54.76 132 £53.94 53 [.5%
Band 4 £42.45 665 £40.97 333 3.5%
Band 3 £33.03 3,011 £30.12 1,240 8.8%
Band 2 £31.24 3,963 £22.73 [,419 27.2%
Band | £17.04 367 £17.81 538 -4.5%
Graduates £14.78 85 £14.78 35 0.0%
Apprentices £12.38 243 £12.40 104 -0.2%
Managers £36.20 34 £28.11 <5 22.3%
Supervisors £25.85 [,132 £28.73 425 -111%
Operational £29.94 9,460 £19.89 1,908 33.6%

|4
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Table | | — Consolidated TfL mean gender pay gap by payband

Men Women
Hourly pay No of Hourly pay No of Hourly pay %
mean employees mean employees pay gap
Board £149.69 [ £141.10 17 5.7%
Director £118.96 30 £91.36 18 23.2%
Band 5 £58.07 132 £57.95 53 0.2%
Band 4 £43.14 665 £41.97 333 2.7%
Band 3 £33.67 30101 £31.07 1,240 7.7%
Band 2 £30.56 3,963 £24.81 1,419 18.8%
Band | £19.13 367 £18.66 538 2.5%
Graduates £15.04 85 £14.98 35 0.4%
Apprentices £12.70 243 £12.61 104 0.7%
Managers £37.53 34 £28.11 <5 25.1%
Supervisors £26.58 1,132 £26.81 425 -0.9%
Operational £27.83 9,460 £24.24 1,908 12.9%

3.7. Distribution by quartiles

The tables below show the median and mean distribution of full-pay relevant men and women in
each of the pay quartiles.

Table |2 — Consolidated TfL median distribution by quartiles

Men Women

Median Proportion Median Proportion
hourly pay of hourly pay of Pay gap

employees employees
Upper £37.54 82.9% £37.64 [7.1% 0.3%
Upper middle £32.29 82.9% £32.29 [7.1% 0.0%
Lower middle £25.97 73.1% £26.28 26.9% 1.2%
Lower £19.68 65.0% £19.68 35.0% 0.0%
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Table |3 — Consolidated TfL mean distribution by quartiles

Men Women
Mean hourly Prop:;tlon Mean hourly Prop:i:'tlon Pay
pay employees pay employees gap
Upper £39.84 82.9% £41.83 17.1% | -5.0%
Upper middle £31.83 82.9% £31.75 17.1% 0.2%
Lower middle £26.17 73.1% £25.75 26.9% [.6%
Lower £18.62 65.0% £18.41 35.0% [.1%

3.8. Distribution by salary groups

The table below shows the distribution of full-pay relevant men and women in each of the equally
sized salary groups based on the spread of pay.

Table 14 — Consolidated TfL distribution by salary groups

Salary grouping
| 2 3 4
. £16,000- | £100,752- | £185,503- | £270,254 -
ange £100,751 £185502 | £270,253 £355,000
Men 19,126 97 4 6
Women 6,049 40 3 -

The difference between the lowest and highest salary is £339,000. When divided equally this
represents a £84,750 range per salary group.
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3.9. Distribution by deciles

The table below shows the distribution of full-pay relevant men and women in £10,000 salary

bands.

Table |5 — Consolidated TfL distribution by deciles

Decile Women Men
£10k - £20k 5 5
£20k - £30k 581 1,053
£30k - £40k 1,859 3,609
£40k - £50k 93| 2,442
£50k - £60k |,696 6,791
£60k - £70k 552 3,011
£70k - £80k 261 [,544
£80k - £90k 98 444
£90k - £100k 46 [71

£100k - £1 10k 7 33
£110k - £120k 7 21
£120k - £130k 9 16
£130k - £140k 8 18
£140k - £150k <5 <5
£150k - £160k 2 4
£160k - £170k 2
£170k - £180k 2 4
£180k - £190k 3 4
£200k - £210k I I
£220k - £230k I 2
£230k - £240k I I
£280k - £290k 2
£290k - £300k I
£300k - £310k 2
£350k - £360k I
|7
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4. Non-operational roles

The following tables show the gender pay gap figures for the 12,707 employees in non-operational
roles as at the 31 March 2022 snapshot date.

Non-operational positions do not have a fixed rate for the role. Within this group, employees’ pay
is more flexible, with room for rewarding individual contribution and skills, and there is potentially
more scope for inequity between different groups of employees. They include roles within human
resources, finance, engineering, property development and customer contact centres.

The overall gender split is 69.| per cent men and 30.9 per cent women.

While the hourly pay rates show a pay gap, our more comprehensive audit analysis has shown that
when we group employees into similar roles then the pay gap reduces significantly. The reason for
this is that the headline figures do not take into account the differences in market rates payable for
different roles and specialisms.

There has been a big shift in the bonus pay gap for non-operational employees since last year, with
the mean bonus gap increasing from 0.6 per cent in 2021 to 8.9 per cent in 2022, and the median
gap decreasing from 10.3 per cent in 2021 to zero per cent in 2022. This is because the deferred
2019/20 performance award payments for senior management were paid in June 202 [, while lower
pay band employees did not receive performance awards, only long service and recognition awards.

Our paybands and associated pay ranges for non-operational roles are broad which accommodates
a distribution of job size, a varied range of roles, occupations and different market rates. Within

band 2 we have a group of employees that have a shift allowance consolidated into their pay base
therefore meaning that the pay comparison basis for this group is not the same.

4.1.Hourly pay rates

The table below shows the overall median and mean comparison between the hourly rates of pay
for full-pay relevant men and women.

Table |6 — Non-operational overall hourly pay rates

ey | M o
pay men
women gap
Median £32.05 £27.13 15.3%
Mean £32.39 £28.40 12.3%
18
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4.2. Hourly pay rates (part-time and full-time)

The table below shows the median and mean comparison between the hourly rates of pay for full-
pay relevant men and women split out between full-time and part-time.

Table |7 — Non-operational hourly pay rates

Hourly Hourly Hourly Hourly
pay full- | pay part- | pay full- | pay part-
time time time time
median median mean mean
Men £32.06 £31.22 £32.14 £31.15
Women £27.15 £26.93 £28.55 £27.18
Pay gap 15.3% 13.8% [1.9% [2.7%

4.3. Single figure bonus pay gap

The table below shows the median and mean comparison between the bonuses paid to relevant
men and women.

Table |8 — Non-operational single figure bonus pay gap

Bonus men Bonus Bonus % pay
women gap

Median £60.00 £60.00 0.0%

Mean £1,572.90 £1,433.66 8.9%

4.4. Proportion of employees receiving bonuses

The table below shows the proportion of relevant men and women receiving bonuses.

Table 19 — Non-operational proportion of employees receiving bonuses

Men Women

Proportlczn.of employees 44.2% 44.7%
receiving bonus
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4.5. Gender pay gap by payband

The tables below show the median and mean comparison between the hourly rates of pay for full-
pay relevant men and women split out by payband.

Table 20 — Non-operational median gender pay gap by payband

Men Women
Hourly pay No of Hourly pay No of Hourly pay % pay
median employees median employees gap
Board £142.86 [ £142.86 |7 0.0%
Director £98.94 30 £81.92 18 [17.2%
Band 5 £54.76 132 £53.94 53 [.5%
Band 4 £42.45 665 £40.97 333 3.5%
Band 3 £33.03 3,111 £30.12 [,240 8.8%
Band 2 £31.24 3,963 £22.73 [,419 27.2%
Band | £17.04 367 £17.81 538 -4.5%
Graduates £14.78 85 £14.78 35 0.0%
Apprentices £12.38 243 £12.40 104 -0.2%
Table 2| — Non-operational mean gender pay gap by payband
Men Women
Hourly
Hourly pay No of Hourly pay No of av % ba

mean employees mean employees P yg;pp y

Board £149.69 [ £141.10 |7 5.7%

Director £118.96 30 £91.36 8 23.2%

Band 5 £58.07 132 £57.95 53 0.2%

Band 4 £43.14 665 £41.97 333 2.7%

Band 3 £33.67 3,111 £31.07 1,240 7.7%

Band 2 £30.56 3,963 £24 .81 1,419 18.8%

Band | £19.13 367 £18.66 538 2.5%

Graduates £15.04 85 £14.98 35 0.4%

Apprentices £12.70 243 £12.61 104 0.7%
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4.6. Distribution by quartiles

The tables below show the distribution of full-pay relevant men and women in each of the pay

quartiles.

Table 22 — Non-operational median distribution by quartiles

Men Women
Median Prop:fr tion Median Prop;)fr tion Pay
AL [P employees A [P employees gap
Upper £38.46 80.4% £38.45 19.6% 0.0%
Upper middle £31.65 76.8% £31.35 23.2% 0.9%
Lower middle £26.86 60.4% £26.10 39.6% 2.8%
Lower £18.33 54.0% £18.62 46.0% | -1.6%
Table 23 — Non-operational mean distribution by quartiles
Men Women
Mean hourly Propcc:frtlon Mean hourly Prop;crtlon Pay
pay employees pay employees gap
Upper £40.91 80.4% £42.92 19.6% | -4.9%
Upper middle £31.53 76.8% £31.33 23.21% 0.6%
Lower middle £26.25 60.4% £25.74 39.6% 2.0%
Lower £17.49 54.0% £17.94 46.0% | -2.6%

4.7. Distribution by salary groups

The table below shows the distribution of full-pay relevant men and women in each of the equally
sized salary groups based on the spread of pay.

Table 24 — Non-operational distribution by salary groups

Salary grouping
I 2 3 4
e £16,000 - £100,752 - | £185,503 - | £270,254 -
£100,751 £185,502 £270,253 £355,000
Men 8,500 97 4 6
Women 3,714 40 3 _

The difference between the lowest and highest salary is £339,000, when divided equally this
represents a £88,750 range per salary group.
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4.8. Distribution by deciles

The table below shows the distribution of full-pay relevant men and women in £10,000 salary

bands.

Table 25 — Non-operational distribution by deciles

Decile Women Men
£10k - £20k 5 5
£20k - £30k 293 455
£30k - £40k 9438 [,179
£40k - £50k 715 934
£50k - £60k 847 2,038
£60k - £70k 487 2,112
£70k - £80k 255 [
£80k - £90k 98 440
£90k - £100k 46 [71

£100k - £1 10k 7 33
£110k - £120k 7 21
£120k - £130k 9 16
£130k - £140k 8 18
£140k - £150k <5 <5
£150k - £160k 2 4
£160k - £170k 2
£170k - £180k 2 4
£180k - £190k 3 4
£200k - £210k | |
£220k - £230k | 2
£230k - £240k | I
£280k - £290k 2
£290k - £300k I
£300k - £310k 2
£350k - £360k I
22
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5. Operational roles

The following tables show the gender pay gap figures for the 13,341 employees in operational roles
as at the 3| March 2022 snapshot date.

Operational roles include those of spot rate or fixed rate roles as part of the operational staff pay
structure. This includes station supervisors, train operators, customer service assistants, track
operatives, Dial-a-Ride drivers, bus station controllers and pier controllers. By definition, this is the
same rate of pay for the role irrespective of gender, therefore no differentials exist within each job.

The overall gender split is 81.5 per cent men and [8.5 per cent women.

The median bonus figure reflects the value of the recognition awards paid.

The pay gap identified within the operational staff employee group is primarily down to the wide
variety of jobs within London Underground and the differing spot rates that the skills required for

these roles attract. The pay gap is also influenced by the greater proportion of men in operational
roles, which attract higher salaries.

5.2. Hourly pay rates

The table below shows the overall median and mean comparison between the hourly rates of pay
for full-pay relevant men and women.

Table 26 — Operational overall hourly pay rates

Hourly pay Hourly pay Hourly pay

men women % pay gap
Median £29.12 £23.44 19.5%
Mean £27.33 £24.71 10.9%

5.3. Hourly pay rates (part-time and full-time)

The table below shows the median and mean comparison between the hourly rates of pay for full-

pay relevant men and women split out between full-time and part-time.

Table 27 — Operational hourly pay rates

EVERY JOURNEY MATTERS

Hourly pay Hourly pay Hourly pay Hourly pay
full-time part-time full-time part-time
median median mean mean
Men £29.39 £19.68 £27.96 £24.28
Women £23.58 £19.68 £25.14 £23.09
Pay gap 19.8% 0.0% 10.1% 4.9%
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5.4. Single figure bonus pay gap

The table below shows the median and mean comparison between the bonuses paid to relevant
men and women.

Table 28 — Operational single figure bonus pay gap

Performance

Bonus men Bonus women o
bonus % pay gap

Median £30.00 £30.00 0.0%
Mean £68.45 £59.35 13.3%

5.5. Proportion of employees receiving bonuses
The table below shows the proportion of relevant men and women receiving bonuses.

Table 29 — Operational proportion of employees receiving bonuses

Men Women

Proportion of employees

" 21.7% 30.1%
receiving bonus

5.6. Gender pay gap by employee group

The tables below show the median and mean comparison between the hourly rates of pay for full-
pay relevant men and women split out by employee group.

Table 30 — Operational median gender pay gap by employee group

Men Women
Hourly pay No of Hourly pay No of Hourly pay %
median employees median employees pay gap
Operational staff £29.94 9,460 £19.89 1,908 33.6%
Supervisors £25.85 [,132 £28.73 425 -11.1%
Managers £36.20 34 £28.11 <5 22.3%
24
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Table 3| — Operational mean gender pay gap by employee group

Men Women
Hourly
Hourly pay men No of Hourly pay Noetemleyes | s
mean employees women mean

pay gap
Operational staff £27.83 9,460 £24.24 1,908 12.9%
Supervisors £26.58 [,132 £26.81 425 -0.9%
Managers £37.53 34 £28.11 <5 25 1%

5.6 Distribution by quartiles

The tables below show the median and mean distribution of full-pay relevant men and women in
each of the pay quartiles.

Table 32 — Operational median distribution by quartiles

Men Women
Median Prop:; tion Median Prop;)f!' tion Pay
AL [P employees A [P employees gap
Upper £35.49 90.3% £34.50 9.7% 2.8%
Upper middle £32.29 86.0% £32.29 14.0% 0.0%
Lower middle £26.01 85.1% £24.80 14.9% 4.7%
Lower £19.68 71.8% £19.68 28.2% 0.0%
Table 33 — Operational mean distribution by quartiles
Men Women
Mean hourly Prop:;tlon Mean hourly Prop;);tlon Pay
pay employees pay employees gap
Upper £37.02 90.3% £35.26 9.7% 4.8%
Upper middle £31.97 86.0% £32.12 14.0% | -0.4%
Lower middle £26.11 85.1% £25.79 14.9% 1.2%
Lower £19.14 71.8% £18.88 28.2% [.4%
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5.7. Distribution by salary groups

The table below shows the distribution of full-pay relevant men and women in each of the equally

sized salary groups based on the spread of pay

Table 34 — Operational distribution by salary groups

The difference between the lowest and highest salary is £64,373, when divided equally this
represents a £ 16,093 range per salary group.

Salary grouping
I 2 3 4
e £21,211 - £37,306 - £53,400 - £69,494 -
£37,305 £53,399 £69,493 £85,583
Men 2,719 2,741 4,729 437
Women [, 141 493 695 6

5.8. Distribution by deciles

The table below shows the distribution of full-pay relevant men and women in £10,000 salary

bands.

Table 35 — Operational distribution by deciles

Decile Women Men
£20k - £30k 288 598
£30k - £40k 911 2,430
£40k - £50k 216 1,508
£50k - £60k 849 4,753
£60k - £70k 65 899
£70k - £80k 6 433
£80k - £90k <5
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6. Docklands Light Railway Limited

The following tables show the gender pay gap figures for the |10 employees in Docklands Light
Railway Limited (DLR) as at the 5 April 2022 snapshot date.

Docklands Light Railway Limited owns the land on which the DLR is built and is responsible for the

operation of the railway.

The overall gender split is 60 per cent men and 40 per cent women.

DLR is a small organisation and its structure does not reflect the normal hierarchy within a larger
organisation. The higher proportion of men in the group impacts the median pay gap between men
and women. The roles in this area are primarily concerned with managing the commercial

operations of the DLR.

The pay and bonus gaps are greatly influenced by the demographics of DLR and its small size.

6.2. Hourly pay rates

The table below shows the overall median and mean comparison between the hourly rates of pay
for full-pay relevant men and women.

Table 36 — Docklands Light Railway overall hourly pay rates

ey Ho:rly aI-Ioo;.lrlya
pay men pay pay 7 pay
women gap
Median £34.49 £22.29 35.4%
Mean £38.24 £26.05 31.9%

6.3. Hourly pay rates (part-time and full-time)

The table below shows the median and mean comparison between the hourly rates of pay for full-
pay relevant men and women split out between full-time and part-time.

Table 37 — Docklands Light Railway hourly pay rates

Hourly Hourly Hourly Hourly

pay full- | pay part- | pay full- | pay part-
time time time time

median median mean mean
Men £33.59 £52.04 £35.47 £52.04
Women £22.29 - £26.05 -
Pay gap 33.7% - 26.6% -
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6.4. Single figure bonus pay gap

The table below shows the median and mean comparison between the bonuses paid to relevant
men and women.

Table 38 — Docklands Light Railway single figure bonus pay gap

Bonus %
Bonus men Bonus women
pay gap
Median £45.00 - _
Mean £2,259.00 - -

6.5. Proportion of employees receiving bonuses
The table below shows the proportion of men and women receiving bonuses.

Table 39 — Docklands Light Railway proportion of employees receiving bonuses

Men Women

Proportion of employees

- 66.7% -
receiving bonus

6.6. Gender pay gap by payband

The tables below show the median and mean comparison between the hourly rates of pay for full-
pay relevant men and women split out by payband.

Table 40 — Docklands Light Railway median gender pay gap by payband

Men Women
Hourl)f pay No of Hg:)rlly No of p:}llo; r|layay
median | employees median employees o
Band 5 Redacted <5 -
Band 4 Redacted <5 | Redacted <5 14.2%
Band 3 Redacted <5 -
Band 2 Redacted <5 -
Band | Redacted <5 -
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Table 41 — Docklands Light Railway mean gender pay gap by payband

Men Women

Hourly pay No of el ey e No of I;lourly pay

mean employees employees | % pay gap
Band 5 Redacted <5 -
Band 4 Redacted <5 Redacted <5 14.2%
Band 3 Redacted <5 -
Band 2 Redacted <5 -
Band | Redacted <5 -

6.7. Distribution by quartiles

The tables below show the median and mean distribution of full-pay relevant men and women in
each of the pay quartiles.

Table 42 — Docklands Light Railway median distribution by quartiles

Men Women
Median Proportion Median Proportion
hourly pay of hourly pay of Pay gap
employees employees
Upper £49.96 66.7% £41.07 33.3% [7.8%
Upper Middle £34.49 100.0% -
Lower Middle £30.25 100.0% -
Lower £21.90 100.0% -
Table 43 — Docklands Light Railway mean distribution by quartiles
Men Women
Mean hourly AT Mean hourly AT
a of a of Pay gap
pay employees pay employees
Upper £49.96 66.7% £41.07 33.3% [7.8%
Upper Middle £34.49 100.0% -
Lower Middle £30.25 100.0% -
Lower £21.05 100.0% -
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6.8. Distribution by salary groups

The table below shows the distribution of full-pay relevant men and women in each of the equally
sized salary groups based on the spread of pay.

Table 44 — Docklands Light Railway distribution by salary groups

Salary grouping
I 2 3 4
e £33919 - £49,935 - £65,950 - £81,965-
£49,934 £65,949 £81,964 £97,974
Men - <5 <5 <5
Women <5 - <5 -

The difference between the lowest and highest salary is £64,055 when divided equally this
represents a £16,014 range per salary group.

6.9. Distribution by deciles

The table below shows the distribution of full-pay relevant men and women in £10,000 salary
bands.

Table 45 — Docklands Light Railway distribution by deciles

Decile Men Women
£30k - £40k <5
£40k - £50k <5
£50k - £60k <5
£60k - £70k <5
£70k - £80k <5 <5

£90k - £100k <5
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7. London Bus Services Limited

The following tables show the gender pay gap figures for the 298 employees in London Bus
Services Limited as at the 5 April 2022 snapshot date.

London Bus Services Limited is responsible for regulating the London bus network, including
planning bus routes and setting bus service levels. The company also monitors service quality. It is
responsible for providing bus infrastructure and for certain support services regarding the bus
network.

The overall gender split is 68.| per cent men and 3.9 per cent women.

London Bus Services is a small organisation and its structure does not represent the normal
hierarchy within a larger organisation.

The mean bonus gap is impacted by the greater proportion of male operational staff who do not
receive performance-based bonuses.

7.2. Hourly pay rates

The table below shows the overall median and mean comparison between the hourly rates of pay
for full-pay relevant men and women.

Table 46 — London Bus Services overall hourly pay rates

ey Ho:rly aI-Ioo;.lrlya
pay men pay pay 7 pay
women gap
Median £22.31 £21.86 2.1%
Mean £23.77 £24.60 -3.5%

7.3. Hourly pay rates (part-time and full-time)

The table below shows the median and mean comparison between the hourly rates of pay for full-
pay relevant men and women split out between full-time and part-time.

Table 47 — London Bus Services hourly pay rates

Hourly Hourly Hourly Hourly

pay full- | pay part- | pay full- | pay part-

time time time time

median median mean mean
Men £22.31 £28.93 £23.74 £28.93
Women £21.86 £19.51 £24.43 £29.49
Pay gap 2.1% 32.6% -2.9% -1.9%
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7.4. Single figure bonus pay gap

The table below shows the median and mean comparison between the bonuses paid to relevant

men and women.

Table 48 — London Bus Services single figure bonus pay gap

Bonus %
Bonus men Bonus women
pay gap
Median £30.00 £30.00 0.0%
Mean £519.48 £907.10 -74.6%

7.5. Proportion of employees receiving bonuses

The table below shows the proportion of relevant men and women receiving bonuses.

Table 49 — London Bus Services proportion of employees receiving bonuses

Men

Women

Proportion of employees

receiving bonus

39.4%

34.7%

7.6. Gender pay gap by payband

The tables below show the median and mean comparison between the hourly rates of pay for full-
pay relevant men and women split out by payband.

Table 50 — London Bus Services median gender pay gap by payband

Men Women
Hourly pay No of Hourly pay No of Hourly pay
median employees median employees | % pay gap
Director Redacted <5
Band 5 Redacted <5 Redacted <5 7.1%
Band 4 £46.96 <5 £38.01 <5 19.1%
Band 3 £28.56 26 £27.95 |6 2.1%
Band 2 £21.34 34 £20.92 30 [.9%
Band | Redacted <5 Redacted <5 9.0%
Operational £22.31 134 £20.82 36 6.7%
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Table 51 — London Bus Services mean gender pay gap by payband

Men Women
Hourly pay No of Hourly pay No of Hourly pay
mean employees mean employees | % pay gap
Director Redacted <5
Band 5 Redacted <5 Redacted <5 7.1%
Band 4 £49.84 <5 £38.12 <5 23.5%
Band 3 £29.62 26 £28.35 16 4.3%
Band 2 £21.91 34 £21.31 30 2.7%
Band | Redacted <5 Redacted <5 7.1%
Operational £22.33 134 £21.63 36 3.1%

7.7.

Distribution by quartiles

The tables below show the median and mean distribution of full-pay relevant men and women in

each of the pay quartiles.

Table 52 — London Bus Services median distribution by quartiles

Men Women
Median Propcc:frtlon Median Prop;:‘tlon Pay
hourly pay employees ALY 22 employees gap
Upper £27.93 63.0% £27.98 37.0% | -0.2%
Upper middle £22.31 84.3% £23.99 [5.7% | -7.5%
Lower middle £21.06 55.6% £21.02 44.4% 0.2%
Lower £20.61 63.0% £19.82 37.0% 3.8%
Table 53 — London Bus Services mean distribution by quartiles
Men Women
Mean hourly | Proportion of | Mean hourly Prop:;tlon ey e
pay employees pay el
Upper £30.87 63.0% £33.51 37.0% -8.6%
Upper middle £22.88 84.3% £23.80 [5.7% -4.0%
Lower middle £21.16 55.6% £21.32 44.4% -0.7%
Lower £20.18 63.0% £19.40 37.0% 3.8%
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7.8. Distribution by salary groups

The table below shows the distribution of full-pay relevant men and women in each of the equally
sized salary groups based on the spread of pay.

Table 54 — London Bus Services distribution by salary groups

Salary grouping
[ 2 3 4
R £26,375 - £64782- £103,190- £141,597-
ange £64,781 £103,189 £141,59 £180,000
Men |94 5 - -
Women 85 5 - I

The difference between the lowest and highest salary is £153,627, when divided equally this
represents a £38,407 range per salary group.

7.9. Distribution by deciles

The table below shows the distribution of full-pay relevant men and women in £10,000 salary
bands.

Table 55 — London Bus Services distribution by deciles

Decile Women Men
£20k - £30k <5
£30k - £40k 51 83
£40k - £50k 16 80
£50k - £60k |4 29
£60k - £70k <5 <5
£70k - £80k <5 <5
£90k - £100k <5 <5
£180k - £190k I
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8. London Buses Limited

The following tables show the gender pay gap figures for the 27| employees in London Buses
Limited as at the 5 April 2022 snapshot date.

London Buses Limited is responsible for London Dial-a-Ride, which provides door-to-door
transport for disabled people.

The overall gender split is 67.9 per cent men and 32.| per cent women.

London Buses is a small organisation with a large proportion of operational staff therefore its
structure does not represent the normal hierarchy within a larger organisation.

The proportion of employees receiving bonuses is low due to the large proportion of employees in
operational roles who do not receive performance-based bonuses.

8.2. Hourly pay rates

The table below shows the overall median and mean comparison between the hourly rates of pay
for full-pay relevant men and women.

Table 56 — London Buses overall hourly pay rates

ey | M o
pay men
women gap
Median £18.35 £17.78 3.1%
Mean £18.54 £17.77 4.1%

8.3. Hourly pay rates (part-time and full-time)

The table below shows the median and mean comparison between the hourly rates of pay for full-
pay relevant men and women split out between full-time and part-time.

Table 57 — London Buses hourly pay rates

Hourly Hourly Hourly Hourly

pay full- | pay part- | pay full- | pay part-
time time time time

median median mean mean
Men £18.35 £15.04 £18.61 £16.67
Women £17.78 £14.70 £17.74 £17.92
Pay gap 3.1% 2.3% 4.7% -7.5%
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8.4. Single figure bonus pay gap

The table below shows the median and mean comparison between the bonuses paid to relevant
men and women.

Table 58 — London Buses single figure bonus pay gap

Bonus %
Bonus men Bonus women
pay gap
Median £30.00 £45.00 -50.0%
Mean £524.26 £296.51 43.4%

8.5. Proportion of employees receiving bonuses

The table below shows the proportion of relevant men and women receiving bonuses.

Table 59 — London Buses proportion of employees receiving bonuses

Men

Women

Proportion of employees

receiving bonus

21.2%

39.1%

8.6. Gender pay gap by payband

The tables below show the median and mean comparison between the hourly rates of pay for full-

pay relevant men and women split out by payband.

Table 60 — London Buses median gender pay gap by payband

EVERY JOURNEY MATTERS

Men Women
Hourly pay No of Hourly pay No of aHo;rl);
median employees median employees P ygaopp y
Band 5 Redacted <5 -
Band 4 Redacted <5 Redacted <5 0.5%
Band 3 Redacted 7 Redacted <5 -1.5%
Band 2 £21.59 |5 £21.81 8 -1.0%
Band | £15.07 <5 £16.49 9 -9.4%
Operational £18.35 |55 £17.74 64 3.4%
Apprentices Redacted <5 -
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Table 6| — London Buses mean gender pay gap by payband

Men Women
Hourly pay No of Hourly pay No of Hourly pay %
mean employees mean employees pay gap

Band 5 Redacted <5 -
Band 4 Redacted <5 Redacted <5 0.5%
Band 3 Redacted 7 Redacted <5 -2.0%
Band 2 £21.99 |5 £22.13 8 -0.6%
Band | £15.30 <5 £15.97 9 -4.4%
Operational £17.57 55 £17.02 64 3.1%
Apprentices Redacted <5 -

8.7. Distribution by quartiles

The tables below show the median and mean distribution of full-pay relevant men and women in
each of the pay quartiles.

Table 62 — London Buses median distribution by quartiles

Men Women
Median Prop:i:'tlon Median Prop:;tlon Pay
hourly pay employees hourly pay employees gap
Upper £21.20 69.7% £21.72 30.3% | -2.5%
Upper middle £18.35 81.9% £18.35 18.1% 0.0%
Lower middle £17.78 61.3% £17.06 38.7% 4.1%
Lower £14.81 61.2% £13.99 38.8% 5.6%
Table 63 — London Buses mean distribution by quartiles
Men Women
Mean hourly Propcc:frtlon Mean hourly Prop;:‘tlon Pay
pay employees pay employees gap
Upper £23.35 69.7% £22.83 30.3% 2.2%
Upper middle £18.37 81.9% £18.39 18.1% | -0.2%
Lower middle £17.35 61.3% £16.97 38.7% 2.2%
Lower £14.49 61.2% £14.32 38.8% [.2%
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8.8. Distribution by salary groups

The table below shows the distribution of full-pay relevant men and women in each of the equally

sized salary groups based on the spread of pay.

Table 64 — London Buses distribution by salary groups

Salary grouping
| 2 3 4
Ran £20,997 - £39,599 - £58,200 - £76,801 -
ange £39,598 £58,199 £76,800 £95,397
Men [67 5 <5 <5
Women 78 <5 <5 -

The difference between the lowest and highest salary is £74,400, when divided equally this
represents a £ 18,600 range per salary group.

8.9. Distribution by deciles

The table below shows the distribution of full-pay relevant men and women in £10,000 salary
bands.

Table 65 — London Buses distribution by deciles

Decile Women Men
£20k - £30k 57 140
£30k - £40k 21 27
£40k - £50k <5 10
£50k - £60k <5 5
£60k - £70k <5 <5
£90k - £100k <5
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9. London River Services Limited

The following tables show the gender pay gap figures for the 83 employees in London River
Services Limited as at the 5 April 2022 snapshot date.

London River Services Limited operates and manages eight piers on the River Thames. It licenses
boat services using those piers and subsidises multi-stop commuter services provided by a private
operator.

The overall gender split is 89.2 per cent men and 0.8 per cent women.

London River Services is a small organisation with a large proportion of operational staff therefore
its structure does not represent the normal hierarchy within a larger organisation. The bonus gaps

are impacted by some women transferring into operational roles within London River Services from
other parts of TfL where a performance award was paid in the previous |2 months.

9.2. Hourly pay rates

The table below shows the overall median and mean comparison between the hourly rates of pay
for full-pay relevant men and women.

Table 66 — London River Services overall hourly pay rates

Hourly H::;ly Hourly
pay men women | P& % pay
mean gap
mean
Median £20.27 £17.99 [1.3%
Mean £21.73 £19.75 9.1%

9.3. Hourly pay rates (part-time and full-time)

The table below shows the median and mean comparison between the hourly rates of pay for full-
pay relevant men and women split out between full-time and part-time.

Table 67 — London River Services hourly pay rates

Hourly Hourly Hourly Hourly

pay full- | pay part- | pay full- | pay part-

time time time time

median median mean mean
Men £20.27 - £21.73 -
Women £17.99 - £19.75 -
Pay gap [1.3% - 9.1% -

39

EVERY JOURNEY MATTERS




9.4. Single figure bonus pay gap

The table below shows the median and mean comparison between the bonuses paid to relevant
men and women.

Table 68 — London River Services single figure bonus pay gap

Bonus %
Bonus men Bonus women
pay gap
Median £30.00 £30.00 0.0%
Mean £3,783.75 £54.00 98.6%

9.5. Proportion of employees receiving bonuses
The table below shows the proportion of relevant men and women receiving bonuses.

Table 69 — London River Services proportion of employees receiving bonuses

Men Women

Proportion of employees

- 10.8% 55.6%
receiving bonus

9.6. Gender pay gap by payband

The tables below show the median and mean comparison between the hourly rates of pay for full-
pay relevant men and women split out by payband.

Table 70 — London River Services median gender pay gap by payband

Men Women
. No of Hourly pay No of Hour;ly
Hourly pay median . pay %
employees median employees
pay gap
Band 5 Redacted <5
Band 4 Redacted <5
Band 3 Redacted <5
Band 2 Redacted <5 Redacted <5 8.2%
Managers Redacted <5 Redacted <5 34.8%
Supervisors £23.26 10 -
Operational £16.20 55 £17.81 7 -9.9%
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Table 71 — London River Services mean gender pay gap by payband

Men Women
No of Hourly pay No of Hom;ly
Hourly pay mean pay %
employees mean employees
pay gap
Band 5 Redacted <5
Band 4 Redacted <5
Band 3 Redacted <5
Band 2 Redacted <5 Redacted <5 8.2%
Managers Redacted <5 Redacted <5 39.3%
Supervisors £23.49 10 -
Operational £18.67 55 £18.97 7 -1.6%

9.7. Distribution by quartiles

The tables below show the median and mean distribution of full-pay relevant men and women in
each of the pay quartiles.

Table 72 — London River Services median distribution by quartiles

Men Women
Median Proportion Median Proportion
hourly pa el hourly pa & Pay gap
y pay employees y pay employees
Upper £28.74 90.5% £29.90 9.5% -4.0%
Middle Upper £22.07 95.0% £19.93 5.0% 9.7%
Middle Lower £17.41 66.7% £17.90 33.3% -2.8%
Lower £15.49 93.1% £13.65 6.9% [ 1.8%
Table 73 — London River Services mean distribution by quartiles
Men Women
Mean hourly Proportion Mean hourly Proportion
a of a of Pay gap
pay employees pay employees
Upper £33.87 90.5% £29.90 9.5% [1.7%
Middle Upper £21.84 95.0% £19.93 5.0% 8.8%
Middle Lower £17.25 66.7% £17.68 33.3% -2.5%
Lower £14.44 93.1% £13.65 6.9% 5.5%
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9.8. Distribution by salary groups

The table below shows the distribution of full-pay relevant men and women in each of the equally
sized salary groups based on the spread of pay.

Table 74 — London River Services distribution by salary groups

Salary grouping
I 2 3 4
Range £21,211 - £47,160 - £73,109 - £99,057-
& £47,159 £73,108 £99,056 £125,000
Men 60 10 <5 <5
Women 8 <5 - -

The difference between the lowest and highest salary is £103,789, when divided equally this
represents a £25,947 range per salary group.

9.9. Distribution by deciles

The table below shows the distribution of full-pay relevant men and women in £10,000 salary
bands.

Table 75 — London River Services distribution by deciles

Decile Women Men
£20k - £30k 5 13
£30k - £40k <5 34
£40k - £50k <5 20
£50k - £60k <5
£80k - £90k <5

£120k - £130k <5
42

EVERY JOURNEY MATTERS



0. London Transport Museum Limited

The following tables show the gender pay gap figures for the 120 employees in London Transport
Museum Limited as at the 5 April 2022 snapshot date.

London Transport Museum Limited was incorporated in 2008 and has charitable status. It runs the
London Transport Museum in Covent Garden.

The overall gender split is 39.2 per cent men and 60.8 per cent women.

London Transport Museum is a small organisation responsible for the day-to-day running of the
museum with both front of house and back-office staff.

The mean bonus gap is impacted by the greater proportion of women in lower banded roles either
not being eligible for performance awards or receiving lower percentage awards than higher grades.

10.2. Hourly pay rates

The table below shows the overall median and mean comparison between the hourly rates of pay
for full-pay relevant men and women.

Table 76 — London Transport Museum overall hourly pay rates

Houtly | | pay

Paymen | \omen gap
Median £18.18|  £18.66 2.6%
Mean £19.65|  £20.59 _4.8%

10.3. Hourly pay rates (part-time and full-time)

The table below shows the median and mean comparison between the hourly rates of pay for full-
pay relevant men and women split out between full-time and part-time.

Table 77 — London Transport Museum hourly pay rates

Hourly Hourly Hourly Hourly

pay full- | pay part- | pay full- | pay part-

time time time time

median median mean mean
Men £18.4| £13.96 £20.13 £15.74
Women £19.16 £18.08 £20.80 £19.65
Pay gap -4.1% -29.5% -3.3% -24.9%
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10.4. Single figure bonus pay gap

The table below shows the median and mean comparison between the bonuses paid to relevant
men and women.

Table 78 — London Transport Museum single figure bonus pay gap

Bonus %
Bonus men Bonus women
pay gap
Median £30.00 £60.00 | -100.0%
Mean £2,693.32 £1,687.46 37.3%

10.5. Proportion of employees receiving bonuses

The table below shows the proportion of relevant men and women receiving bonuses.

Table 79 — London Transport Museum proportion of employees receiving bonuses

Men Women

Proportion of employees

- 19.1%
receiving bonus

19.2%

10.6. Gender pay gap by payband

The tables below show the median and mean comparison between the hourly rates of pay for full-
pay relevant men and women split out by payband.

Table 80 — London Transport Museum median gender pay gap by payband

Men Women

o | oot [P ot | B

median employees median employees P
Band 5 Redacted <5 -
Band 4 £33.71 <5 £41.81 5 -24.0%
Band 3 £25.61 7 £26.35 | 4 -2.9%
Band 2 £19.16 |7 £19.04 29 0.7%
Band | £14.24 19 £13.74 22 3.5%
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Table 81 — London Transport Museum mean gender pay gap by payband

Men Women
Hourly No of Hourly No of :lo;rl);
pay mean | employees | pay mean | employees P ygaopp y
Band 5 Redacted <5 _
Band 4 £33.71 <5 £41.76 5 -23.9%
Band 3 £26.14 7 £26.12 |4 0.1%
Band 2 £19.66 |7 £19.21 29 2.3%
Band | £14.17 9 £14.06 22 0.8%

10.7.Distribution by quartiles

The tables below show the median and mean distribution of full-pay relevant men and women in

each of the pay quartiles.

Table 82 — London Transport Museum median distribution by quartiles

Men Women
Median Prop:frtlon Median Prop:frtlon Pay
L7 [ employees L7 [ employees gap
Upper £25.74 37.9% £27.71 62.1% | -7.7%
Upper middle £19.34 37.9% £19.99 62.1% | -3.3%
Lower middle £17.57 37.9% £17.10 62.1% 2.7%
Lower £13.42 44.8% £13.23 55.2% [.4%
Table 83 — London Transport Museum mean distribution by quartiles
Men Women
Mean Prop;:frtlon Mean Prop;:frtlon Pay
AR [P employees AR [P employees gap
Upper £29.65 37.9% £30.77 62.1% | -3.8%
Upper middle £19.92 37.9% £20.68 62.1% | -3.9%
Lower middle £17.17 37.9% £17.00 62.1% [.0%
Lower £13.06 44.8% £13.05 55.2% 0.1%
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10.8. Distribution by salary groups

The table below shows the distribution of full-pay relevant men and women in each of the equally
sized salary groups based on the spread of pay.

Table 84 — London Transport Museum distribution by salary groups

Salary grouping
I 2 3 4
Range £16,000 - £34,835 - £53,670 - £72,504 -
g £34,834 £53,669 £72,503 £91,333
Men 28 | 4 <5 <5
Women 37 26 <5 <5

The difference between the lowest and highest salary is £75,333, when divided equally this
represents a £ 18,833 range per salary group.

10.9. Distribution by deciles

The table below shows the distribution of full-pay relevant men and women in £10,000 salary
bands.

Table 85 — London Transport Museum distribution by deciles

Decile Women Men
£10k - £20k <5
£20k - £30k 23 |4
£30k - £40k 24 20
£40k - £50k 4 5
£50k - £60k <5 <5
£60k - £70k <5 <5
£70k - £80k <5
£80k - £90k <5
£90k - £100k <5
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| I.London Underground Limited

The following tables show the gender pay gap figures for the 16,799 employees in London
Underground Limited as at the 5 April 2022 snapshot date.

London Underground Limited (LU) is responsible for operating the London Underground train
network and owns (in whole or in part) more than 250 stations.

The overall gender split is 8 1.4 per cent men and [8.6 per cent women.

The demographics of LU are very different to TfL and the pay gaps are largely influenced by the
greater proportion of men, especially as many of them are in the higher paid roles.

The part-time pay gaps within LU are low due to the fact that the majority of part-time employees
work in similar roles as part of the spot rate population where there is a fixed rate for the role but
they are influenced by the differing proportions between men and women in higher paid roles.

The pay gaps within band 2 are a result of part of the population receiving an element of shift
allowance consolidated into their base pay so the basis for comparison is not the same. The pay

gap within the operational roles is due to the wide variety of roles and the prevalence of men in the
higher paid operational roles.

[ 1.2.Hourly pay rates

The table below shows the overall median and mean comparison between the hourly rates of pay
for full-pay relevant men and women.

Table 86 — London Underground overall hourly pay rates

Hourly pay Hourly pay Hourly pay
men women % pay gap
Median £31.65 £26.30 16.9%
Mean £30.08 £26.71 [1.2%
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[ 1.3.Hourly pay rates (part-time and full-time)

The table below shows the median and mean comparison between the hourly rates of pay for full-

pay relevant men and women split out between full-time and part-time.

Table 87 — London Underground hourly pay rates

Hourly pay Hourly pay Hourly pay Hourly pay
full-time part-time full-time part-time
median median mean mean
Men £31.72 £19.68 £30.36 £24.82
Women £28.73 £19.68 £27.32 £23.67
Pay gap 9.4% 0.0% 10.0% 4.7%

I 1.4.Single figure bonus pay gap

The table below shows the median and mean comparison between the bonuses paid to relevant
men and women.

Table 88 — London Underground single figure bonus pay gap

Bonus %
Bonus men Bonus women
pay gap
Median £30.00 £30.00 0.0%
Mean £239.29 £250.05 -4.5%

I 1.5.Proportion of employees receiving bonuses

The table below shows the proportion of relevant men and women receiving bonuses.

Table 89 — London Underground proportion of employees receiving bonuses

Men

Women

Proportion of employees
receiving bonus

26.5%

33.5%
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[ 1.6. Gender pay gap by payband

The tables below show the median and mean comparison between the hourly rates of pay for full-
pay relevant men and women split out by payband.

Table 90 — London Underground median gender pay gap by payband

Men Women
Hourly

Hourly pay No of 21y No of Hourly pay
median employees median employees 7% pay gap
Director Redacted <5 | Redacted <5 5.6%
Band 5 £53.01 9 £52.02 [0 [.9%
Band 4 £44.90 70 £41.51 21 7.5%
Band 3 £37.74 679 £35.20 153 6.7%
Band 2 £34.98 2,533 £31.65 488 9.5%
Band | £20.51 67 £21.12 187 -3.0%
Apprentices £12.38 85 £11.82 6 4.4%
Managers Redacted 26 | Redacted <5 [1.6%
Supervisors £26.16 [,I18 £28.73 423 -9.8%
Operational £30.90 8,792 £20.09 |,687 35.0%

Table 91 — London Underground mean gender pay gap by payband

Men Women
Hourly pay mean No of Hourly No of I;|ourly pay
employees pay mean employees 7% pay gap
Director Redacted <5 | Redacted <5 26.8%
Band 5 £57.74 19 £55.43 10 4.0%
Band 4 £45.23 70 £43.82 21 3.1%
Band 3 £38.11 679 £35.06 |53 8.0%
Band 2 £35.19 2,533 £31.27 488 [1.1%
Band | £21.39 67 £21.36 |87 0.2%
Apprentices £13.15 85 £12.68 16 3.6%
Managers Redacted 26 | Redacted <5 14.1%
Supervisors £26.63 118 £26.80 423 -0.6%
Operational £28.42 8,792 £24.91 [,687 12.4%
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[ 1.7.Distribution by quartiles

The tables below show the median and mean distribution of full-pay relevant men and women in
each of the pay quartiles.

Table 92 — London Underground median distribution by quartiles

Men Women
Median Propoofrtlon Median Prop;)fr tion Pay
hourly pay employees hourly pay employees gap
Upper £35.68 88.2% £37.28 [1.8% | 4.3%
Upper middle £32.29 85.1% £32.29 14.9% | 0.0%
Lower middle £25.04 84.9% £26.25 [5.1% | 4.6%
Lower £19.68 69.9% £19.68 30.1% 0.0%
Table 93 — London Underground mean distribution by quartiles
Men Women
Mean Prop:;tlon Mean Prop:i:'tlon Pay
hourly pay employees hourly pay employees gap
Upper £38.58 88.2% £37.50 [1.8% 2.8%
Upper middle £31.92 85.1% £32.02 14.9% | -0.3%
Lower middle £26.35 84.9% £25.78 [5.1% 2.2%
Lower £18.96 69.9% £18.92 30.1% 0.2%

| 1.8.Distribution by salary groups

The table below shows the distribution of full-pay relevant men and women in each of the equally
sized salary groups based on the spread of pay.

Table 94 — London Underground distribution by salary groups

Salary grouping
I 2 3 4
Range £21,590 - £61,195 - £100,798 - £140,402 -
£61,194 £100,797 £140,401 £180,000
Men 10,078 3,298 |4 2
Women 2,608 376 <5 I

The difference between the lowest and highest salary is £158,410, when divided equally this
represents a £39,603 range per salary group.
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[ 1.9.Distribution by deciles

The table below shows the distribution of full-pay relevant men and women in £10,000 salary

bands.

Table 95 — London Underground distribution by deciles

Decile Women Men
£20k - £30k 215 484
£30k - £40k 922 2,116
£40k - £50k 407 1,620
£50k - £60k 1,057 5,627
£60k - £70k 252 2,048
£70k - £80k 105 [,155
£80k - £90k 13 242
£90k - £100k I3 82

£100k - £1 10k <5 7

£110k - £120k <5 <5

£120k - £130k <5

£130k - £140k <5

£170k - £180k

£180k - £190k 2
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| 2. Rail for London (Infrastructure) Limited

The following tables show the gender pay gap figures for the 322 employees in Rail for London

(Infrastructure) Limited as at the 5 April 2022 snapshot date.

Rail for London (Infrastructure) Limited (RfLI) is a wholly owned subsidiary of Transport Trading
Ltd. It will be the infrastructure manager for the Elizabeth line central operating section and will
grant access to rail operators.

The overall gender split is 86.6 per cent men and |3.4 per cent women.

12.1.Hourly pay rates

The table below shows the overall median and mean comparison between the hourly rates of pay

for full-pay relevant men and women.

Table 96 — Rail for London (Infrastructure) Limited overall hourly pay rates

oty || O pay

Paymen | women gap
Median £27.66| £26.45 4.4%
Mean £28.48 | £26.94 5.4%

12.2. Hourly pay rates (part-time and full-time)

The table below shows the median and mean comparison between the hourly rates of pay for full-

pay relevant men and women split out between full-time and part-time.

Table 97 — Rail for London (Infrastructure) Limited hourly pay rates

Hourly Hourly Hourly Hourly

pay full- | pay part- | pay full- | pay part-

time time time time

median median mean mean
Men £27.66 - £28.48 -
Women £26.34 £28.12 £26 .91 £28.12
Pay gap 4.7% - 5.5% -
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[2.3.Single figure bonus pay gap

The table below shows the median and mean comparison between the bonuses paid to relevant

men and women.

Table 98 — Rail for London (Infrastructure) Limited single figure bonus pay gap

Bonus %
Bonus men Bonus women
pay gap
Median £60.00 £30.00 50.0%
Mean £2,618.12 £2,723.57 -4.0%

12.4. Proportion of employees receiving bonuses
The table below shows the proportion of relevant men and women receiving bonuses.

Table 99 — Rail for London (Infrastructure) Limited proportion of employees receiving bonuses

Men Women

Proportion of employees

- 16.3%
receiving bonus

7.9%

12.5. Gender pay gap by payband

The tables below show the median and mean comparison between the hourly rates of pay for full-
pay relevant men and women split out by payband.

Table 100 — Rail for London (Infrastructure) Limited median gender pay gap by payband

Men Women
Hourly pay men No of Hourly pay No of Hou:ly
median employees women employees pay %
median pay gap
Band 5 Redacted <5 -
Band 4 £45.17 9 £49.80 <5 -10.2%
Band 3 £32.31 108 £32.16 12 0.5%
Band 2 £24.87 [46 £22.71 23 8.7%
Band | £16.02 <5
Apprentices £12.18 12 £12.42 <5 -2.0%
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Table 101 — Rail for London (Infrastructure) Limited mean gender pay gap by payband

Men Women

Hourly pay men No of Hourly pay No of Hom;ly

mean employees women mean | employees Y

pay gap
Band 5 Redacted <5 -
Band 4 £47.24 9 £49.30 <5 -4.4%
Band 3 £32.77 108 £32.63 |2 0.4%
Band 2 £25.04 | 46 £23.27 23 7.0%

Band | £16.02 <5

Apprentices £12.45 [2 £12.42 <5 0.2%

12.6.Distribution by quartiles

The tables below show the median and mean distribution of men and women in each of the pay
quartiles.

Table 102 — Rail for London (Infrastructure) Limited median distribution by quartiles

Men Women
Median Propc?frtlon Median Propgfrtlon B3y
ALY [P employees ALY [ employees gap
Upper £35.63 88.2% £36.44 [1.8% | -2.3%
Upper middle £29.84 89.3% £30.22 10.7% | -1.3%
Lower middle £25.26 94.4% £26.56 56% | -5.1%
Lower £21.66 77.0% £20.44 23.0% 5.6%
Table 103 — Rail for London (Infrastructure) Limited mean distribution by quartiles
Men Women
Mean hourly Prop;:;tlon Mean hourly Prop:frtlon Pay
pay employees pay employees gap
Upper £37.74 88.2% £39.61 [1.8% | -5.0%
Upper middle £29.92 89.3% £29.95 10.7% | -0.1%
Lower middle £25.52 94.4% £26.51 5.6% | -3.9%
Lower £20.63 77.0% £19.98 23.0% 3.2%
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12.7.Distribution by salary groups

The table below shows the distribution of men and women in each of the equally sized salary
groups based on the spread of pay.

Table 104 — Rail for London (Infrastructure) Limited distribution by salary groups

Salary grouping
| 2 3 4
R £20.181 - | £45741- | £71300- | £96,858 -
ange £45.740 £71.299 £96,857 £122,412
Men 197 70 7 <5
Women 31 8 <5 -

The difference between the lowest and highest salary is £102,23 |, when divided equally this
represents a £25,558 range per salary group.

12.8. Distribution by deciles

The table below shows the distribution of men and women in £10,000 salary bands.

Table 105 — Rail for London (Infrastructure) Limited distribution by deciles

Decile Men Women
£20k - £30k |7 <5
£30k - £40k [35 20
£40k - £50k 68 [0
£50k - £60k 27 <5
£60k - £70k 18 <5
£70k - £80k 8 <5
£80k - £90k <5 <5
£90k - £100k <5

£120k - £130k <5
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|3.Transport for London

The following tables show the gender pay gap figures for the 7,536 employees in Transport for
London as at the 3| March 2022 snapshot date.

TfL consists primarily of the corporate functions such as finance, human resources and marketing
as well as most of our Surface Transport business including Road Space Management and
Enforcement & On-Street Operations.

The overall gender split is 64.2 per cent men and 35.8 per cent women.

The overall pay gaps exist due to the broad spectrum of roles covered within this employing entity,
the impact of occupational segregation and the need to adopt differing market salaries to attract
talent.

The bonus gaps are influenced by the greater proportion of men in the higher paybands who have a
greater performance bonus potential than those in the lower paybands where there are a greater
number of women.

3.1.Hourly pay rates

The table below shows the overall median and mean comparison between the hourly rates of pay
for full-pay relevant men and women.

Table 106 — Transport for London overall hourly pay rates

Hourly Ho:rly :Io;rl);
pay men pay pay 7 pay
women gap
Median £29.29 £26.45 9.7%
Mean £30.22 £28.08 7.1%

[3.2. Hourly pay rates (part-time and full-time)

The table below shows the median and mean comparison between the hourly rates of pay for full-
pay relevant men and women split out between full-time and part-time.

Table 107 — Transport for London hourly pay rates

Hourly pa el RO Hourly pa
full-t);nF:ey paz/i:;rt- pat)ilnit;ll- part-zir?wey
median R mean
median mean
Men £29.31 £28.27 £30.22 £29.86
Women £26.28 £27.43 £28.09 £28.03
Pay gap 10.3% 3.0% 7.1% 6.1%
56

EVERY JOURNEY MATTERS




13.3.Single figure bonus pay gap

The table below shows the median and mean comparison between the bonuses paid to relevant
men and women.

Table 108 — Transport for London single figure bonus pay gap

Bonus %
Bonus men Bonus women
pay gap
Median £60.00 £60.00 0.0%
Mean £1,964.90 £1,578.01 19.7%

3.4. Proportion of employees receiving bonuses
The table below shows the proportion of relevant men and women receiving bonuses.

Table 109 — Transport for London proportion of employees receiving bonuses

Men Women

ProF{ortlon of employees 47.0% 46.0%
receiving bonus
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13.5. Gender pay gap by payband

The tables below show the median and mean comparison between the hourly rates of pay for full-
pay relevant men and women split out by payband.

Table | 10 — Transport for London median gender pay gap by payband

Men Women
Hourl
pj;l:;leyn No of pay ’ No of p:)l,o;’ r|l3yay
median employees women employees .
median
Board £142.86 [ £142.86 7 0.0%
Director £101.65 24 £80.53 |4 20.8%
Band 5 £55.03 96 £54.21 4| [.5%
Band 4 £41.62 54| £40.52 266 2.6%
Band 3 £32.15 2,182 £29.78 985 7.4%
Band 2 £21.77 [,159 £21.25 788 2.4%
Band | £16.97 178 £16.82 229 0.9%
Graduates £14.78 85 £14.78 35 0.0%
Apprentices £12.12 (4] £12.31 81 -1.6%
Managers £35.96 5 -
Supervisors £23.58 <5 £29.21 <5 -23.9%
Operational £21.33 292 £19.86 (01 6.9%
Table | | | — Transport for London mean gender pay gap by payband
Men Women
Hourl
p:I;l:‘:lgn No of pay ’ No of p:lci’zréyay
mean employees | women | employees o
mean
Board £149.69 [ £141.10 [7 5.7%
Director £121.04 24 £91.42 [ 4 24.5%
Band 5 £57.71 96 £58.48 4] -1.3%
Band 4 £42.65 541 £41.79 266 2.0%
Band 3 £32.49 2,182 £30.53 985 6.0%
Band 2 £22.13 [,159 £21.47 788 3.0%
Band | £19.91 178 £17.63 229 [1.4%
Graduates £15.04 85 £14.98 35 0.4%
Apprentices £12.43 [4] £12.56 81 -1.0%
Managers £35.44 5 -
Supervisors £21.64 <5 £29.21 <5 -35.0%
Operational £20.54 292 £20.11 (01 2.1%
58

EVERY JOURNEY MATTERS



[3.6. Distribution by quartiles

The tables below show the median and mean distribution of men and women in each of the pay
quartiles.

Table | 12 — Transport for London median distribution by quartiles

Men Women
Mean hourly | Proportion of | Mean hourly | Proportion of | Pay
pay employees pay employees gap
Upper £39.42 73.1% £39.73 26.9% | -0.8%
Upper middle £31.11 69.6% £30.45 304% | 2.1%
Lower middle £24.32 60.2% £24.63 39.8% | -1.3%
Lower £18.62 56.4% £18.62 43.6% | 0.0%

Table | |3 — Transport for London mean distribution by quartiles

Men Women
Mean hourly | Proportion of | Mean hourly | Proportion of | Pay
pay employees pay employees gap
Upper £43.59 73.1% £46.61 26.9% | -6.9%
Upper middle £31.24 69.6% £30.72 30.4% | 1.7%
Lower middle £24.53 60.2% £24.70 39.8% | -0.7%
Lower £17.67 56.4% £17.86 43.6% | -1.0%

13.7.Distribution by salary groups

The table below shows the distribution of men and women in each of the equally sized salary
groups based on the spread of pay.

Table | 4 — Transport for London distribution by salary groups

Salary grouping
| 2 3 4
R £16,000- | £100,752- | £185,503- | £270,254 -
ange £100,75I £185,502 | £270.253 | £355,000
Men 4,639 68 4 6
Women 2,523 33 3 -
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The difference between the lowest and highest salary is £339,000, when divided equally this
represents a £84,750 range per salary group.

13.8. Distribution by deciles

The table below shows the distribution of men and women in £10,000 salary bands.

Table | |5 — Transport for London distribution by deciles

Decile Women Men
£10k - £20k 5 <5
£20k - £30k 225 334
£30k - £40k 733 1,073
£40k - £50k 448 606
£50k - £60k 588 1,050
£60k - £70k 265 898
£70k - £80k 137 364
£80k - £90k 71 83
£90k - £100k 31 74

£100k - £1 10k 6 25
£110k - £120k 6 |8
£120k - £130k 8 10
£130k - £140k 7 10
£140k - £150k <5 <5
£150k - £160k I 3
£160k - £170k 2
£170k - £180k I 3
£180k - £190k 2 I
£200k - £210k I I
£220k - £230k I 2
£230k - £240k I I
£280k - £290k 2
£290k - £300k I
£300k - £310k 2
£350k - £360k I
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| 4. Transport Trading Limited

The following tables show the gender pay gap figures for the 365 employees in Transport Trading
Limited as at the 5 April 2022 snapshot date.

Transport Trading Limited is the holding company for all the operating transport companies owned
by us. It also carries out certain other trading activities. It receives the revenues from the sales of
Travelcards in connection with all forms of transport operated by us. By law, we cannot carry out

certain activities except through a limited liability company which is a subsidiary of ours or which
we formed or joined with others in forming.

The overall gender split is 57.5 per cent men and 42.5 per cent women.

14.1.Hourly pay rates

The table below shows the overall median and mean comparison between the hourly rates of pay
for full-pay relevant men and women.

Table [ 16 — Transport Trading overall hourly pay rates

Houtly || PO o pay

pay men women gap
Median £19.87 £19.32 2.8%
Mean £24.19 £21.93 9.4%

| 4.2. Hourly pay rates (part-time and full-time)

The table below shows the median and mean comparison between the hourly rates of pay for full-

pay relevant men and women split out between full-time and part-time.

Table | |7 — Transport Trading hourly pay rates

Hourly Hourly Hourly Hourly

pay full- | pay part- | pay full- | pay part-

time time time time

median median mean mean
Men £19.88 £16.65 £24.27 £21.96
Women £19.40 £17.05 £22.57 £19.96
Pay gap 2.4% -2.4% 7.0% 9.1%
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[4.3.Single figure bonus pay gap

The table below shows the median and mean comparison between the bonuses paid to relevant
men and women.

Table | 18 — Transport Trading single figure bonus pay gap

Bonus %
Bonus men Bonus women
pay gap
Median £267.51 £240.00 10.3%
Mean £1,626.03 £1,277.21 21.5%

| 4.4. Proportion of employees receiving bonuses
The table below shows the proportion of relevant men and women receiving bonuses.

Table | |9 — Transport Trading proportion of employees receiving bonuses

Men Women

Proportion of employees

" 44.8% 36.8%
receiving bonus

14.5. Gender pay gap by payband

The tables below show the median and mean comparison between the hourly rates of pay for full-
pay relevant men and women split out by payband.

Table 120 — Transport Trading median gender pay gap by payband

Men Women
Hourly pay No of Hourly pay No of Hourly pay %
median employees median employees pay gap
Director Redacted <5
Band 5 £52.57 5 -
Band 4 £42.77 5 £40.12 8 6.2%
Band 3 £31.35 47 £29.90 27 4.6%
Band 2 £21.33 43 £20.22 36 5.2%
Band | £16.82 98 £16.90 78 -0.5%
Supervisors Redacted <5 -
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Table 12| — Transport Trading mean gender pay gap by payband

Men Women
Hourly pay No of Hourly pay No of Hourly pay
mean employees mean employees | % pay gap

Director Redacted <5
Band 5 £55.34 5 -
Band 4 £42.78 |5 £41.16 8 3.8%
Band 3 £31.92 47 £30.29 27 5.1%
Band 2 £21.29 43 £20.40 36 4.2%
Band | £17.31 98 £17.10 78 1.3%
Supervisors Redacted <5 -

[ 4.6. Distribution by quartiles

The tables below show the median and mean distribution of full-pay relevant men and women in
each of the pay quartiles.

Table 122 — Transport Trading median distribution by quartiles

Men Women
Median Propgfrtlon Median Prop;rtlon Pay
AR [P employees ALY [ employees gap
Upper £34.53 67.4% £33.51 32.6% 3.0%
Upper middle £22.32 54.9% £22.22 45.1% 0.4%
Lower middle £18.70 52.8% £18.01 47.2% 3.7%
Lower £16.24 57.8% £15.69 42.2% 3.4%
Table 123 — Transport Trading mean distribution by quartiles
Men Women
Mean hourly Propoofrtlon Mean hourly Prop;);tlon Pay
pay employees pay employees gap
Upper £37.18 67.4% £35.71 32.6% 4.0%
Upper middle £22.81 54.9% £22.78 45.1% 0.2%
Lower middle £18.53 52.8% £17.94 47.2% 3.2%
Lower £15.66 57.8% £14.90 42.2% 4.9%
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14.7.Distribution by salary groups

The table below shows the distribution of full-pay relevant men and women in each of the equally
sized salary groups based on the spread of pay.

Table 124 — Transport Trading distribution by salary groups

Salary grouping
I 2 3 4
Range £22,486 - £50,617 - £78,746 - £106,876 -
& £50,616 £78,745 £106,875 £135,000
Men 151 48 8 <5
Women 18 30 <5 <5

The difference between the lowest and highest salary is £1 12,514, when divided equally this
represents a £28,129 range per salary group.

1 4.8. Distribution by deciles

The table below shows the distribution of full-pay relevant men and women in £10,000 salary
bands.

Table 125 — Transport Trading distribution by deciles

Decile Women Men
£20k - £30k 28 31
£30k - £40k 77 93
£40k - £50k 13 26
£50k - £60k 15 25
£60k - £70k 12 15
£70k - £80k <5 9
£80k - £90k <5 <5
£90k - £100k <5
£100k - £110k <5
£110k - £120k <5
£130k - £ 140k <5
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[5.TTL Properties Limited

The following tables show the gender pay gap figures for the 179 employees in TTL Properties
Limited as at the 5 April 2022 snapshot date.

TTL Properties Limited manages the commercial development business area responsible for our
commercial revenue streams such as advertising deals and property development

The overall gender split is 55.9 per cent men and 44.| per cent women.

TTL Properties Limited is a small organisation with specialist roles in property development
therefore its structure does not represent the normal hierarchy within a larger organisation.

15.1.Hourly pay rates

The table below shows the overall median and mean comparison between the hourly rates of pay
for full-pay relevant men and women.

Table 126 — TTL Properties overall hourly pay rates

outy | "0 | pay ko

Paymen | women gap
Median £33.53 £34.59 -3.1%
Mean £37.62 £33.09 12.0%

[5.2. Hourly pay rates (part-time and full-time)

The table below shows the median and mean comparison between the hourly rates of pay for full-

pay relevant men and women split out between full-time and part-time.

Table |27 — TTL Properties hourly pay rates

Hourly Hourly Hourly Hourly

pay full- | pay part- | pay full- | pay part-

time time time time

median median mean mean
Men £33.54 £20.56 £37.81 £20.56
Women £34.59 £33.40 £33.45 £29.99
Pay gap -3.1% -62.4% [1.5% -45.9%
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15.3.Single figure bonus pay gap

The table below shows the median and mean comparison between the bonuses paid to relevant

men and women.

Table 128 — TTL Properties single figure bonus pay gap

Bonus %
Bonus men Bonus women
pay gap
Median £120.00 £3,234.00 | -2595.0%
Mean £9,748.63 £4,346.33 55.4%

15.4. Proportion of employees receiving bonuses
The table below shows the proportion of relevant men and women receiving bonuses.

Table 129 — TTL Properties proportion of employees receiving bonuses

Men Women

Proportion of employees

" 60.0%
receiving bonus

53.2%

15.5. Gender pay gap by payband

The tables below show the median and mean comparison between the hourly rates of pay for full-
pay relevant men and women split out by payband.

Table 130 — TTL Properties median gender pay gap by payband

Men Women

Hourly pay No of Hourly pay No of Hourly pay

median employees median employees | % pay gap

Director Redacted <5 Redacted <5 13.7%
Band 5 Redacted 5 Redacted <5 3.8%
Band 4 £46.54 21 £43.18 24 7.2%
Band 3 £32.26 49 £33.11 30 -2.6%
Band 2 £21.03 [0 £22.51 [ -7.0%
Band | £16.81 5 -
Apprentices £13.45 <5 £13.3] 5 [.0%
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Table 131 — TTL Properties mean gender pay gap by payband

Men Women
Hourly pay No of Hourly pay No of Hoourly

mean employees mean employees payg:ppay
Director Redacted <5 Redacted <5 12.0%
Band 5 Redacted 5 Redacted <5 3.1%
Band 4 £46.79 21 £42.56 24 9.0%
Band 3 £32.13 49 £32.67 30 -1.7%
Band 2 £21.52 10 £22.19 [ -3.01%
Band | £17.02 5 -
Apprentices £13.38 <5 £13.23 5 [.2%

15.6. Distribution by quartiles

The tables below show the median and mean distribution of full-pay relevant men and women in
each of the pay quartiles.

Table 132 — TTL Properties median distribution by quartiles

Men Women
Median Propgfrtlon Median Prop;rtlon Pay
AR [P employees ALY [ employees gap
Upper £49.28 61.9% £45.12 38.1% 8.4%
Upper middle £35.93 44.2% £36.80 55.8% | -2.4%
Lower middle £31.58 64.1% £30.03 35.9% 4.9%
Lower £21.73 48.9% £20.51 51.1% 5.6%
Table 133 — TTL Properties mean distribution by quartiles
Men Women
Mean hourly Propoofrtlon Mean hourly Prop;);tlon Pay
pay employees pay employees gap
Upper £57.57 61.9% £48.83 38.1% | 15.2%
Upper middle £36.93 44.2% £37.39 558% | -1.2%
Lower middle £31.17 64.1% £30.23 35.9% 3.0%
Lower £21.96 48.9% £19.40 501% | 11.6%
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15.7.Distribution by salary groups

The table below shows the distribution of full-pay relevant men and women in each of the equally
sized salary groups based on the spread of pay.

Table 134 — TTL Properties distribution by salary groups

Salary grouping
I 2 3 4
Range £21,417 - £62,315 - £103,212 - £144,108 -
& £62,314 £103,211 £144,107 £185,000
Men 50 33 6 <5
Women 39 36 <5 <5

The difference between the lowest and highest salary is £163,583, when divided equally this
represents a £40,896 range per salary group.

15.8. Distribution by deciles

The table below shows the distribution of full-pay relevant men and women in £10,000 salary
bands.

Table 135 — TTL Properties distribution by deciles

Decile Women Men
£20k - £30k 7 <5
£30k - £40k 5
£40k - £50k 13 7
£50k - £60k 3 20
£60k - £70k 16 21
£70k - £80k [ 5
£80k - £90k 9 [2
£90k - £100k <5 5

E£110k - £120k <5

£120k - £130k <5 <5

£130k - £140k <5

£150k - £160k |

£170k - £180k I

£180k - £190k I
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16.Victoria Coach Station Limited

The following tables show the gender pay gap figures for the 62 employees in Victoria Coach
Station Limited as at the 5 April 2022 snapshot date.

Victoria Coach Station Limited operates Victoria Coach Station, which is responsible for providing
an arrival and departures facility for coaches in London.

The overall gender split is 64.5 per cent men and 35.5 per cent women.

Victoria Coach Station is a small organisation with a large proportion of operational staff therefore
its structure does not represent the normal hierarchy within a larger organisation.

The bonus gap figures are influenced by the higher proportion of males in this population who

received a percentage-based bonus due to the differing eligibility for operational and non-
operational roles.

16.1.Hourly pay rates

The table below shows the overall median and mean comparison between the hourly rates of pay
for full-pay relevant men and women.

Table 136 — Victoria Coach Station overall hourly pay rates

Houry | "0 ey ooy

pay men women gap
Median £21.03| £16.60| 21.1%
Mean £20.85| £18.5] 11.2%

16.2.Hourly pay rates (part-time and full-time)

The table below shows the median and mean comparison between the hourly rates of pay for full-
pay relevant men and women split out between full-time and part-time.

Table 137 — Victoria Coach Station hourly pay rates

Hourly Hourly Hourly Hourly
pay full- | pay part- | pay full- | pay part-
time time time time
median median mean mean
Men £21.03 £20.85
Women £16.50 £17.62 £18.55 £17.62
Pay gap 21.6% [1.0%
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16.3.Single figure bonus pay gap

The table below shows the median and mean comparison between the bonuses paid to relevant

men and women.

Table 138 — Victoria Coach Station single figure bonus pay gap

Bonus %
Bonus men Bonus women
pay gap
Median £30.00 £90.00 -200.0%
Mean £371.41 £96.92 73.9%

16.4. Proportion of employees receiving bonuses

The table below shows the proportion of relevant men and women receiving bonuses.

Table 139 — Victoria Coach Station proportion of employees receiving bonuses

Men Women

Proportion of employees

" 59.1%
receiving bonus

67.5%

16.5. Gender pay gap by payband

The tables below show the median and mean comparison between the hourly rates of pay for full-
pay relevant men and women split out by payband.

Table 140 — Victoria Coach Station median gender pay gap by payband

Men Women
Hourly pay No of Hourly pay No of Hourly pay
median employees median employees | % pay gap
Band 5
Band 4 Redacted <5 -
Band 3 Redacted <5 Redacted <5 3.6%
Band 2 £20.99 <5 £23.93 <5 -14.0%
Band | £17.87 <5 -
Operational £21.03 33 £16.18 |5 23.1%
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Table 141 — Victoria Coach Station mean gender pay gap by payband

Men Women
Hourly pay No of Hourly pay No of aHo;rlya
mean employees mean employees P ygaopp y
Band 5
Band 4 Redacted <5 .
Band 3 Redacted <5 Redacted <5 3.6%
Band 2 £20.90 <5 £23.96 <5 Z14.7%
Band | £17.87 <5
Operational £19.86 33 £16.75 15 15.6%

16.6.Distribution by quartiles

The tables below show the median and mean distribution of full-pay relevant men and women in

each of the pay quartiles.

Table 142 — Victoria Coach Station median distribution by quartiles

Men Women
Median Prop:frtlon Median Prop:frtlon Pay
hourly pay employees hourly pay employees gap
Upper £24.18 66.7% £23.93 33.3% 1.0%
Upper middle £21.03 100.0%
Lower middle £16.50 33.3% £16.79 66.7% | -1.8%
Lower £15.79 50.0% £16.18 50.0% | -2.5%
Table 143 — Victoria Coach Station mean distribution by quartiles
Men Women
Mean hourly Prop:i:'tlon Mean hourly Prop:i:'tlon Pay
pay employees pay employees gap
Upper £26.56 66.7% £24.70 33.3% 7.0%
Upper middle £20.70 100.0%
Lower middle £17.07 33.3% £17.10 66.7% | -0.2%
Lower £15.89 50.0% £16.04 50.0% | -0.9%
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16.7.Distribution by salary groups

The table below shows the distribution of full-pay relevant men and women in each of the equally

sized salary groups based on the spread of pay.

Table 144 — Victoria Coach Station distribution by salary groups

Salary grouping
| 2 3 4
Range £28,628 - £38,558 - £48,487 - £58,416 -
ang £38,557 £48,486 £58,415 £68,340
Men 34 <5 <5 <5
Women 20 - <5 -

The difference between the lowest and highest salary is £39,7 12, when divided equally this

represents a £9,928 range per salary group.

16.8. Distribution by deciles

The table below shows the distribution of full-pay relevant men and women in £10,000 salary

bands.

Table 145 — Victoria Coach Station distribution by deciles

Decile Women Men
£20k - £30k I5 16
£30k - £40k 5 19
£40k - £50k <5 <5
£50k - £60k <5
£60k - £70k <5

72

EVERY JOURNEY MATTERS




| 7.Index of tables

Table | —Summary of consolidated TfL gender pay and bonus gaps ..........cceeeeermiiiiiiiiiieeeinnnnnininn. 8
Table 2 — Summary of all employing entity gender Pay Zaps ... ..ceeeeerrrriiiiiiiieeeeenniiiiiiieeeeeeeeeeeiiiians 8
Table 3 — Proportion of women in each Payband 2020 vs 2021 ...cccooviiiiiiiiiiiiiiiniiiiiiiiceceeeeeis 9
Table 4 — Summary of consolidated TfL pay QUartiles..........uuviiiiiiiiiiiiiiiiiiiceiie e 10
Table 5 — Consolidated TfL overall annual pay rates...........uuvveiiieiimiiiiiiiiieeeeiiiiiiiiieeceeeeeeee |2
Table 6 — Consolidated TfL overall hourly pay rates .......ccuuvvviiiiiiimiiiiiiiiiiiceeiiiiieeccceeee 13
Table 7 — Consolidated TfL hourly pay rates..........cccieiiiiiiiiiiiiiiiiiiiiiicceeeeieec e 13
Table 8 — Consolidated TfL single figure bonus pay gap.........ceeeeeeermiiiiiiiiiiiiiiniiiiiiiieccceeeee 13
Table 9 — Consolidated TfL proportion of employees receiving bonuSES .....ccoeeveveeeieeeeieeeieeeeeennn. | 4
Table 10 — Consolidated TfL median gender pay gap by payband ........ccoooeeiiiiiiiiiiiiiiiiiiiiiiiieeeee, | 4
Table | | —Consolidated TfL mean gender pay gap by payband ......cccooeeeiiiiiiiiiiiiiiiiiiiieiieeeeeeeeeee, |5
Table |2 — Consolidated TfL median distribution by quartiles ........cooeeeeeeeeieieieiiieiieieeeeieeeeeeeeeeee |5
Table |3 — Consolidated TfL mean distribution by qUartiles .......coeeeeeeeeeeeeiieiiieieieeeeeeceeeeeeeeeeeee 16
Table 14 — Consolidated TfL distribution by salary groups.........cccceevvviiiiiiiiiiiiimnniiiieeeeeeeeies 16
Table 15— Consolidated TfL distribution by deciles ........c.uviiiiiiiiiiiiiiiiieeceeeees |7
Table |6 — Non-operational overall hourly pay rates ..........eeeeeeiiiiiiiiiiiiiiiiiiin 18
Table |7 —Non-operational hourly Pay rates..........eeueeeiiiiiiiiiiiiiiiiiiiii 19
Table 18 — Non-operational single figure bonus Pay gap..........eeeeieimiiiiiiiiiiieieiiiiiiiiieeee e 19
Table 19 — Non-operational proportion of employees receiving bonuUSES .......cccevuviiiiiieiiiiinniiinnn. 19
Table 20 — Non-operational median gender pay gap by payband ...........cceiiiiiiiiiiiiiicciniis 20
Table 2| — Non-operational mean gender pay gap by payband .........cccciiiiiiiiiiniiiiiiiiiiinniis 20
Table 22 — Non-operational median distribution by quartiles ..........coccovviiiiiiiiiiiiiiiieniis 21
Table 23 — Non-operational mean distribution by quartiles .........ccooovviiiiiiiiiiiiiiiienis 21
Table 24 — Non-operational distribution by salary Sroups.........ccccovviiiiiiiiiiiiinniiiiiieeee 21
Table 25 — Non-operational distribution by deciles ............uvviiiiiiiiiiiiiiiiiiiieee 22
Table 26 — Operational overall hourly pay rates........ccooviiiiiiiiiiiiiiiiiiiieec e 23
Table 27 — Operational hourly Pay rates ....ccoouiiiiiiiiiiiiiiiiiiieeee e 23
Table 28 — Operational single figure bonus pay gap ......cooouuiiiiiiiiiiiiiiiiiiiie e 24
Table 29 — Operational proportion of employees receiving bONUSES .....ccoeevveveeeivieiiiiieieeeeeeeeeeeen, 24
Table 30 — Operational median gender pay gap by employee group......ccceeeeeeeeeeeeeeeieieeieeeeeeeeeeeenne 24
Table 3| — Operational mean gender pay gap by employee group ...ccoeeeeeeeeeeeeiieeeeeieeeeeceeeeeeeeeeenenn 25
Table 32 — Operational median distribution by qUArtiles.......cooeeeeeeeeieeeiiiieeiieeeeeeeeeeeeeeeeeeee e, 25
Table 33 — Operational mean distribution by qUArtilesS.......cooeeveeieeeeiieiieeeeeeeeeeeeeeeeeeeeeee e, 25
Table 34 — Operational distribution by salary roups .........evvviiiiiiiiiiiiiiiiiieeeeeeee e 26
Table 35 — Operational distribution by deciles.........cccoiriiiiiiiiiiiiiiiiiieeeeeeee e 26
Table 36 — Docklands Light Railway overall hourly pay rates............eeeeeeiiiiiiiiiiiiiiiiiiiiiiiiiiiiiie 27
Table 37 — Docklands Light Railway hourly pay rates ...........eeeeeeiiiiiiiiiiiiiiiiiiiiiie 27
Table 38 — Docklands Light Railway single figure bonus pay ap «...ccooevviiiiiieeeeriniiiiiiiieeeeeeeeiis 28
Table 39 — Docklands Light Railway proportion of employees receiving bonuses..........cccccoevvunnnnn. 28
Table 40 — Docklands Light Railway median gender pay gap by payband.......ccccoooiiiiiiiiiiiiinnnninnnn. 28
Table 4| — Docklands Light Railway mean gender pay gap by payband..........ccccoooviiiiiiiiiiiiiiiiiinnnn. 29
Table 42 — Docklands Light Railway median distribution by quartiles..........cccccoovvriiiiiiiiiiiinnnnnnnnnn. 29
Table 43 — Docklands Light Railway mean distribution by quartiles............cccovvoviiiiiiiiiiiiiiiiiiiiiinee 29
Table 44 — Docklands Light Railway distribution by salary groups ........cccoeeeviiiiiiiiiiiiiiiiiiiiii. 30
Table 45 — Docklands Light Railway distribution by deciles..........eveviiiiiiiiiiiiiiiiiiiiiiiiieiee e, 30
Table 46 — London Bus Services overall hourly pay rates ..........cccoovvviiiiiiiiiiiiinniiiiiiicceeeeniae 31
73

EVERY JOURNEY MATTERS



Table 47 — London Bus Services hourly Pay rates ....oceeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeee e 31

Table 48 — London Bus Services single figure bonus pay ap ..oooeeeeeeeeeeeeeeeieiieeieeeeceeeeeeeeeeeeeeeeeeee 32
Table 49 — London Bus Services proportion of employees receiving bonuses...........cccccceevevvvnnnnns 32
Table 50 — London Bus Services median gender pay gap by payband..........cccccvvviiiiiiieiieinnnniinnn. 32
Table 51 — London Bus Services mean gender pay gap by payband...........ccccccevvviiiiiiiiiiiiiinnnnnnnn. 33
Table 52 — London Bus Services median distribution by quartiles...........cccceeeeeiiiiiiiiiiiieiiinnnniin, 33
Table 53 — London Bus Services mean distribution by quartiles..............eeeeiiiiinniiiiiiiieeiiinniniinnn. 33
Table 54 — London Bus Services distribution by salary groups .........ccccuviviiiiiiiininiiiiiieeeeenniiians 34
Table 55 — London Bus Services distribution by deciles............ccccovriiiiiiiiiiiiiiiniiiiiiceennis 34
Table 56 — London Buses overall hourly pay rates ...........eeeeeeeeiiiiiiiiiiiiiiiiiiiiiiiiiiie 35
Table 57 — London Buses hourly pay rates ..........eeeeeeeiiiiiiiiiiiiiiiiiiiiiiiiiiiii e 35
Table 58 — London Buses single figure bonus pay gap ......cvvvveieeeiiiiiiiiiiiiiiiceiniiieeeeeeees 36
Table 59 — London Buses proportion of employees receiving bonuses........cccoovvuiiiiiiiiiieinnnnnnnne. 36
Table 60 — London Buses median gender pay gap by payband...........ccccviiiiiiiiiiiiiiiin. 36
Table 6 — London Buses mean gender pay gap by payband.......ccccoooiiiiiiiiiiiiniiiiiniie, 37
Table 62 — London Buses median distribution by quartiles.........cccoooeiiiiiiiiiiinnniiiiiini 37
Table 63 — London Buses mean distribution by quartiles..........coooooiiiiiiiiiiiii, 37
Table 64 — London Buses distribution by salary groups .....ceeeeeeeeeeeeeeeiieieieeeeeeeeeeeeeeeeeeeeeeee e 38
Table 65 — London Buses distribution by deciles......cooeeeeeeeeiiiiieiiieeeeeeeeeeeee e 38
Table 66 — London River Services overall hourly pay rates .....ccceeeeeeeeeeeeeieeeieiieeeeeeeceeeeeeeeeeeeeeeeeeeeen 39
Table 67 — London River Services hourly Pay rates ...oeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeee e 39
Table 68 — London River Services single figure bonuS pay gap ...cooeeeeeeeeeeeerieeieeieeeeeeeeeeeeeeeeeeeeeeeeenn 40
Table 69 — London River Services proportion of employees receiving bonuses.............ccceeevevunnnnne 40
Table 70 — London River Services median gender pay gap by payband.........cccccovviiiiiiiiiiiinnnnnin. 40
Table 7| — London River Services mean gender pay gap by payband..........ccccccovvviiiiiiiiiiiinnnnnnnnnn. 4]
Table 72 — London River Services median distribution by quartiles ............ccccccevvviiiiiiiieieiinnnnnnnn. 4]
Table 73 — London River Services mean distribution by quartiles..........ccccveeeiiiiiiiiiiiiieieiiiniii, 4]
Table 74 — London River Services distribution by salary groups .........ccccvviiiiiiiiniiiiiiiiinniis 42
Table 75 — London River Services distribution by deciles...........ccccovviiiiiiiiiiiiiiiiiiiniis 42
Table 76 — London Transport Museum overall hourly pay rates............eeeeeeeeeieeiiiiiiiiiiiiiiiiiiiiiiiiaeens 43
Table 77 — London Transport Museum hourly pay rates ...........eeeeeeeeiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiieaees 43
Table 78 — London Transport Museum single figure bonus pay gap .........ceeeeeeeeminiiiiiiieeeeeennnniinnns 44
Table 79 — London Transport Museum proportion of employees receiving bonuses ..................... 44
Table 80 — London Transport Museum median gender pay gap by payband............cccccccceevnnnnnine. 44
Table 81 — London Transport Museum mean gender pay gap by payband ...........cccceeiiiiinnnnnnnnne. 45
Table 82 — London Transport Museum median distribution by quartiles......ccccooeciviiiiiiiiinnnnne. 45
Table 83 — London Transport Museum mean distribution by quartiles........cccccoeviiiiiiiiiiiinnnnnne. 45
Table 84 — London Transport Museum distribution by salary groups .....cceeeeeeeeeeeeeeeieiieiieeeeeeeeeeennne 46
Table 85 — London Transport Museum distribution by deciles.......cooeeveeviiiiiiiiiiiiiiieieieiieeeeeeeeeee 46
Table 86 — London Underground overall hourly pay rates.....coooeeeeeeeeeeeeeeeeeeeeieeeeeeeeeeeeeeceeeeeeeeeeeeen 47
Table 87 — London Underground hourly Pay rates ....coeeeeeeeeeeeeeeeeieeeeeeeeeeeeeeeeeee e 48
Table 88 — London Underground single figure bonus pay gap ....coeeeeeeeeeeeeeeieeieieeeeeeeeeeeeeeeeeeeeeeeeeenn 48
Table 89 — London Underground proportion of employees receiving bonuses ...........ccccceeevvvnnnnns 48
Table 90 — London Underground median gender pay gap by payband..........ccccooevoiiiiiiiiiiiinnnninnn. 49
Table 91 — London Underground mean gender pay gap by payband ..........cccccooviviiiiiiiiiiiinnnnnnnn. 49
Table 92 — London Underground median distribution by quartiles............ccccccevvvviiiiiiiiiiiinnnniinnn. 50
Table 93 — London Underground mean distribution by quartiles.............oveieiiiiiniiiiiiieiiiinniiinn. 50
Table 94 — London Underground distribution by salary groups ........ccccuvviiiiiiiiininiiiiiieeceinnniinas 50
Table 95 — London Underground distribution by deciles............ccccooviiiiiiiiiiiiiiiniiiiiiiiniis 51
Table 96 — Rail for London (Infrastructure) Limited overall hourly pay rates .........ccccccevvvevvveeveennnenn 52
74

EVERY JOURNEY MATTERS



Table 97 — Rail for London (Infrastructure) Limited hourly pay rates .......c..coocveevvreeiienieeeiieeniiennnn 52

Table 98 — Rail for London (Infrastructure) Limited single figure bonus pay gap ........ccceevvveenviennnnn 53
Table 99 — Rail for London (Infrastructure) Limited proportion of employees receiving bonuses.... 53
Table 100 — Rail for London (Infrastructure) Limited median gender pay gap by payband............... 53
Table 101 — Rail for London (Infrastructure) Limited mean gender pay gap by payband.................. 54
Table 102 — Rail for London (Infrastructure) Limited median distribution by quartiles.................... 54
Table 103 — Rail for London (Infrastructure) Limited mean distribution by quartiles............c.......... 54
Table 104 — Rail for London (Infrastructure) Limited distribution by salary groups ........ccccccevvvenen. 55
Table 105 — Rail for London (Infrastructure) Limited distribution by deciles.........cccceovvvevverrirennnenn 55
Table 106 — Transport for London overall hourly pay rates........cccoovvviiiiiiiiiiiiiminiiiiiieceeeeeeias 56
Table 107 — Transport for London hourly pay rates .......ceoeeiiiiiiieiiiiiiiiiiiiiiccceeeeiieeeceeeeeee 56
Table 108 — Transport for London single figure bonus pay gap ......ccooouiiiiiiiiiiiiniiiiiiiiiiccienis 57
Table 109 — Transport for London proportion of employees receiving bonuses ..........cccceeeuuennnee. 57
Table | 10 — Transport for London median gender pay gap by payband.......cccccoooviiiiiiiiiiiinnnnne. 58
Table | I'| = Transport for London mean gender pay gap by payband ........cccccoovviiiiiiiiiiiinnnnnnnne. 58
Table | 12 — Transport for London median distribution by quartiles...........cccccevviiiiiiiiiiiinnnnnnn.. 59
Table | I3 — Transport for London mean distribution by quartiles...........cccccccevviiiiiiiiinnnn. 59
Table | 4 — Transport for London distribution by salary groups .....ccceeeeeeeeeeeieieeeeeieieeeeieeeeeeeeeeee 59
Table | |5 —Transport for London distribution by deciles.......ccooeeveeieiiiiiiieiiiiiiieieieeceeeeeeeeeeeeeeeee 60
Table | |6 — Transport Trading overall hourly Pay rates.....cooeeeeeeeeeeeeieieeeeieeeeeeeeeeeeeeeee e 6|
Table | |7 — Transport Trading hourly Pay rates ... ..eeeeeeeeeeeeeeeeeeeeeeeeeeee e 6|
Table | |8 — Transport Trading single figure bonUS Pay AP .oeoeeeeeeeereerieieieeeeeeeeeeeeeeeeeeeeeeee e 62
Table | 19 — Transport Trading proportion of employees receiving bonuses ...........ccceeeeeeeernninnn. 62
Table 120 — Transport Trading median gender pay gap by payband..........cccccceevvvviiiiiiiieieiinnnniinnn. 62
Table 121 — Transport Trading mean gender pay gap by payband ...........ccccceeeeiiiiiiiiiiiiiiiiniii, 63
Table 122 — Transport Trading median distribution by quartiles...........ccvvveieiiiiiiiiiiiiieieiiiniiis 63
Table 123 — Transport Trading mean distribution by quartiles..........cccccvviiiiiiiinniiiiieiens 63
Table 124 — Transport Trading distribution by salary groups ........ccceeeeiiiiiiiiiiiinniiiiiiieeceeeneiis 64
Table 125 — Transport Trading distribution by deciles.............oeiiiiiiiiiiiiiiiiiiiiiiiiiiieceeees 64
Table 126 — Transport Trading overall hourly pay rates............ccceieimiiiiiiiiiiiiiiiiiiiiiiieeee e 65
Table 127 — Transport Trading hourly pay rates ........cccooviiiiiiiieeiiiiiiiiiiiieeeeeeeeieee e e 65
Table 128 — Transport Trading single figure bONUS Pay ap .. .vveeeeteiriiiiiiiiiiiiiieiniiiiiieeeee e 66
Table 129 — Transport Trading proportion of employees receiving bonuses .......ccoeeeeeeeeeeeeeeeeeeennn. 66
Table 130 — Transport Trading median gender pay gap by payband...........ccccccovvviiiiiiiiiiiinnnnnnnne. 66
Table 131 — Transport Trading mean gender pay gap by payband ...........cccccccevviiiiiiiiiiiiiinnnnnnnn. 67
Table 132 — TTL Properties median distribution by quartiles ..........cccccviiiiiiiiiniiiiiiiin 67
Table 133 — TTL Properties mean distribution by quartiles .........ccooooviiiiiiiiiiiiniiiiiiiinie, 67
Table 134 — TTL Properties distribution by salary groups......cccoeeeeeeeeeeeeeieeiiieieeeeeeeeeeeeeeeeeeeeeeeeeeeen 68
Table 135 —TTL Properties distribution by decCiles ......cooeeeeeeeeieieieeeeeeeeeeeeeeeee e 68
Table 136 — Victoria Coach Station overall hourly pay rates......ccooeeeeeeeeeeeeieiiiieieieeeeeeeeeeeeeeeeeeeeee 69
Table 137 — Victoria Coach Station hourly pay rates .....ccceeeeeeeeeeieieiieeeeeeeeeeeeeeeeeeeeeeeeeeee e 69
Table 138 — Victoria Coach Station single figure bonus pay gap ....ccoeeeeeeeeeeiieeiieeieeeeeeeeeceeeeeeeeeeee 70
Table 139 — Victoria Coach Station proportion of employees receiving bonuses ..........cccccoevvnnnni. 70
Table 140 — Victoria Coach Station median gender pay gap by payband ........cccoeeeviiiiiiiiiiiinnniinnn. 70
Table 141 — Victoria Coach Station mean gender pay gap by payband .........cccccoevviiiiiiiiiiinnnnninnn. 71
Table 142 — Victoria Coach Station median distribution by quartiles..........ccccccovvvviiiiiiieieinnnnninnn. 71
Table 143 — Victoria Coach Station mean distribution by quartiles ...........ccccccevvvriiiiiiiieierinnniinnn. 71
Table 144 — Victoria Coach Station distribution by salary groups.........ccceeeeeeiiimiiiiiiiiieeieinnniinans 72
Table 145 — Victoria Coach Station distribution by deciles .........cccoovviiiiiiiiiiiiiniiiiiiiiiiinis 72
75

EVERY JOURNEY MATTERS



© Transport for London
5 Endeavour Square

London
E20 IJN

March 2023

tfl.gov.uk



	1. About this report
	2. Summary
	3. Consolidated TfL view
	4. Non-operational roles
	5. Operational roles
	6. Docklands Light Railway Limited
	7. London Bus Services Limited
	8. London Buses Limited
	9. London River Services Limited
	10. London Transport Museum Limited
	11. London Underground Limited
	12. Rail for London (Infrastructure) Limited
	13. Transport for London
	14. Transport Trading Limited
	15. TTL Properties Limited
	16. Victoria Coach Station Limited
	17. Index of tables

