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Introduction 
Brandon Trust is a registered charity providing individualised support to 
adults, young people and children with a learning disability or autism. 

We believe that everyone should be free to live their life in the way 
they choose, and our job is to support them to make this happen. 

At Brandon, we are committed to creating an equitable, diverse, and 
inclusive workplace. 

Our mission is to empower individuals with learning disabilities and 
autism, and this extends to ensuring fairness within our own workforce. 

As part of our commitment to transparency, we present this Gender 
Pay Gap Report, outlining pay distribution, workforce demographics, 
and key areas for action to maintain and improve gender equity. 



Report highlights 

Female 
Employees 

1,414 (68.26%) 

Male 
Employees    
656 (31.74%) 

Total 
Employees 

2,070 

Mean Gender Pay Gap 
Women earn 3.28% 

more than men 

Median Gender Pay Gap 
Women earn 1.38% 

more than men 

Bonus Gender Pay Gap 
No bonuses received 



The Mean Pay Gap 
The mean (average) hourly pay gap for women at Brandon Trust is up 
0.58%, at 3.28%, from 2.70% in 2024 and is higher than that of men: 

Mean Hourly Pay for Men: £13.50 up from £13.00 
Mean Hourly Pay for Women: £13.95 up from £13.35 

The Median Pay Gap 
The median pay gap compares the middle earnings point for men and 
women. At Brandon, the median hourly pay for women in 2024 was 
2.09% lower than for men. In 2025, women is 1.38% higher. 

Median Hourly Pay for Men: £12.64 up from £12.27 
Median Hourly Pay for Women: £12.81 – up from £12.01 

Summary 
While the overall pay distribution remains balanced, and women’s 
median pay has improved, this is an area for further analysis, 
particularly in mid-tier roles. 



Pay quartiles 
Brandon’s gender distribution is consistent across all pay quartiles, with 
women representing the majority at every level. 

We have divided our full-pay relevant employees into four equal 
quartiles based on their hourly pay to assess gender distribution across 
different pay levels: 
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Year-on-year analysis 
This year’s gender pay gap data continues to reflect Brandon’s overall 
workforce composition, with a significantly higher proportion of 
women (68.26%) across the organisation. Encouragingly, both mean 
and median hourly pay have increased for men and women, and the 
gender pay gap trends show improvement overall. 

The mean gender pay gap now shows that women earn 3.28% more 
than men, an increase from 2.70% in 2024. This suggests that, on 
average, women's earnings have grown slightly faster than men's and 
reflects the continued presence of women in higher-paid roles across 
the organisation. 

The median gender pay gap, which is typically a more stable measure 
of pay distribution, shows that women now earn 1.38% more than 
men, a reversal from the previous year when women earned 2.09% 
less. This shift is a positive sign and may indicate more equitable 
representation in mid-level roles, or that structural changes and pay 
progression mechanisms are beginning to take effect. 

The pay quartile breakdown demonstrates a relatively even 
distribution of women across all pay levels, with a continued presence 
of women in the upper quartiles. Interestingly, male representation is 
slightly higher in the lower quartile this year, which may indicate more 
men entering lower-paid operational roles, or changes in how those 
roles are recruited and filled. 

Together, these metrics suggest that Brandon continues to move in a 
positive direction towards gender pay equity. However, they also 
signal the importance of maintaining a focus on role design, 
progression pathways, and access to leadership opportunities for all 
genders. 



Next Steps 
As we prepare to implement a comprehensive pay framework in 2026, 
this data serves as a valuable benchmark. It will help ensure our future 
approach is both inclusive and evidence-led, embedding equity into 
how we define, measure, and reward work at Brandon. 

A comprehensive pay framework will be introduced in 2026. This 
framework will be built on clear, consistent principles that support 
fairness, transparency, and progression, and will be informed by: 

Our evolving competency and behaviours framework, which will 
define the expectations and accountabilities for every role; 
The performance development and appraisal framework, which will 
support clarity around how contribution is measured and rewarded; 
Our work to strengthen the Employee Value Proposition, ensuring 
that reward, recognition, and development align with our 
organisational values. 

Alongside this, pay harmonisation is a key strategic priority. Our aim is 
to ensure that individuals in similar roles are rewarded fairly and 
consistently, regardless of geography, legacy pay arrangements, or 
service structure. This will require detailed benchmarking, engagement 
with teams, and a data-informed approach to address inequalities. 



Conclusion 
The 2025 Gender Pay Gap data reflects meaningful progress in our 
efforts to create a more equitable workplace. While the results are 
positive - particularly in terms of the median gap reversing in favour 
of women - this is not a time for complacency. 

We must continue to address systemic barriers, challenge bias, and 
support equitable access to development and leadership 
opportunities. 

This report provides the foundation for a stronger, more inclusive pay 
strategy, and reinforces our commitment to driving sustainable, 
values-led equity across Brandon. Our next steps will be critical in 
shaping a fairer future for all our colleagues. 
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