
Gender Pay  
Report 2020

Proud to be passionate  
about fairness, equality  

and inclusion.



We’re pleased to share with you our Stagecoach 
Gender Pay report for 2020/21 which covers the 
period of 12 months to the 5 April 2020.

Here at Stagecoach, we’re committed to building 
on our position to be the UK’s favourite and most 
successful transport company, connecting everyone 
to the places and people that matter the most, 
and being representative of the customers and 
communities we serve.
 
We want to challenge the stereotypes and make  
sure that young women and girls see role models  
they can look up to in our industry, in every role  
across Stagecoach. 
 

I’m surrounded by a talented senior leadership  
team, nearly half of whom are women, and we  
now need to make sure that this is represented  
right across the workforce.
 
By working together as one team, we’re creating an 
inclusive workforce where we understand everyone’s 
differences and celebrate what those differences  
bring to the team.

2020 
Gender pay gap

Overall mean and median gender pay gap between men 
and women based on hourly rates of pay as at the snapshot 
date of 5 April 2020. 

2020 
Gender bonus gap

Mean and median bonus pay gap between men and women 
(based on bonuses paid in the 12 months to 5 April 2020):

2020 Gender split  
across the pay quartiles Mean Gender Pay Gap by Quartile

(as at snapshot date of 5 April 2020)

Proportion of colleagues receiving bonus pay  
(12 months to 5 April 2020):

Female

56.65%
Male

75.37%

Quartile 1 Quartile 2 Quartile 3 Quartile 4

81.06%
18.94%

Female           Male

90.20%
9.80%

89.37%
10.63%

Mean

-119.49%
Median

0%

Mean

2.97%
Median

4.58%

88.22%
11.78%

Message from  

Carla Stockton-Jones
UK Managing Director

We celebrate and encourage diversity across 
our business and during the year we’ve made 
great progress in improving our gender balance 
by increasing the number of women in senior 
leadership roles. 

We were delighted to be the first major private sector 
multi-modal transport business in the country to appoint 
a woman at its helm when Carla Stockton-Jones 
became our UK Managing Director.

We’ve also taken steps forward by increasing the 
number of female bus drivers at Stagecoach, showing 
people that careers in public transport are for everyone 

and celebrating all of the women that are fundamental 
to our success.

We’re proud of the progress we’ve made in closing our 
gender pay gap in the last 12 months, but we know that 
there’s still a lot more we can do. By creating better 
awareness of the opportunities available, improving 
the support that’s available to our female colleagues 
and helping everyone at Stagecoach to embrace the 
benefits of a more diverse workforce, we’re committed 
to taking the right steps to reduce our gender pay gap.

Message from  

Clare Burles
People Director
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All of our operating companies 
support our standardised driver 

recruitment process which helps 
us increase female diversity. Our 
pilot highlighted an increase in 
female applications by 34% 
which is very encouraging for 

both our future female diversity 
 and our gender pay gap. 

 

 
 

 
 

 

Continuing to track  the gender diversity of applications for all roles through our Application Tracking System (ATS)to monitor the response to recruitment campaigns, using more innovative and creative job adverts and broadening  our advertising approach to ensure we attract a diverse talent pool for all roles. 

Gender Pay Report 2020 
Understanding the gap

Across Stagecoach, which is made up of a portfolio  
of devolved public transport operating companies,  
our gender pay gap is 2.97% which is substantially lower 
than the UK average of 15.5%*. 

We recognise the importance of promoting diversity, equity 
and inclusion across the organisation and closing this gap, and 
we’re pleased to have made progress in the 12 months up to 5 
April 2020. 

We’re pleased to have a strong mix of talented females and 
males on our senior leadership team, including a female UK 
Managing Director leading our business – the first woman 
to head a major private sector multi-modal public transport 
operation in the UK – as well as a Regional Director, People 

Director, Health, Safety & Environment Director and a female 
Managing Director leading one of our individual bus companies. 

We’ve seen an increase in females joining our business, 
including into driving roles, with the number of female bus 
drivers having increased by 25% since 2014, improving 
the overall gender balance across Stagecoach. We’ve also 
promoted more females into middle management roles which 
has had a positive effect on the gender balance across our 
leadership teams. However, with many of our females being 
in driving or engineering roles this does impact the balance of 
pay here at Stagecoach which is generally consistent with the 
wider transport industry.

*ONS Annual Survey of Hours and Earnings 2020 – 22 April 2020

Taking steps to reduce 
the gender pay gap

We’re committed to taking steps to improve the gender 
balance at Stagecoach and are proud that we now have a 
more equal balance of senior females leading our businesses 
demonstrated by a higher proportion of females in our higher 
pay quartiles. We’ve also continued to remain focused on 

creating a more inclusive culture throughout the Covid-19 
pandemic. There’s still a lot of work for us to do, and our 
approach to strengthening diversity and inclusion across  
our organisation is focused on three key areas.

Better awareness of career  
opportunities for current and 
future female employees 

We’re committed to 
recruiting and retaining 
the very best people in 
our business. To ensure 
we achieve this, we’re 
appealing to the widest 
possible talent pool 
through the following 
actions: 

Improved support for our female colleagues

We’re growing and developing our female networks, including 
the introduction of ‘Women@Stagecoach’, to raise the profile of 
women in our business and support them to further progress 

their careers, as well as creating an employee network to support 
parents and carers. We continue to promote 

flexible and part-time 
working arrangements to 
encourage employees to 

stay with Stagecoach.

Development and training 

We regularly showcase  

our female engineers 

showing the 

opportunities available 

and demonstrating our 

commitment to  

encouraging more  

females into  

this currently  

male- 
dominated  

profession.

In our local businesses,  
we continue to work with selected 

partner schools to develop initiatives 
to promote the bus industry as an 
attractive career choice for young 
people, changing the perception of 
gender stereotypical roles such as 

engineers and bus drivers.

We actively encourage internal 

progression and we’ve had two senior 

leader appointments filled internally 

by our own talented female leaders 

through succession planning.

In 2020, 13% of all applications 

were from females and 12% 

of trainee bus drivers were 

female. While there was reduced 

recruitment activity during the 

pandemic we focused on using 

our own career pages, in the 

future we plan to use job boards 

to promote vacancies and further 

attract a more diverse range of 

applicants.

We’ve continued to be recognised by Northern Power Women for our contributions to raising awareness of gender equality;  we’ve had two senior female leaders join the power list celebrating women who challenge the norm and use their influence and power for good, and one female leader join The Future List recognising the leaders and change makers of the future who are already making a difference in  their environments and communities.

All our female talent have the 
opportunity to be mentored and 
we’ll widen this further. We’ll be 
introducing a reverse mentoring 
programme where everyone has 

the opportunity to share their skills 
and ask for a mentor to support 

their own development and 
career. We’ll be encouraging our 
female leaders to mentor others 
and we’ll also encourage women 
who don’t currently have people 

leader experience to be mentored 
to help build their confidence  

to take their first step to  
leading a team.We’ll raise awareness among our people 

leaders to help reduce unconscious 
bias during the recruitment process as 
part of our commitment to developing 
recruitment skills capability.

We’ll strengthen our focus on how we 
develop our supervisors and managers 
of the future and we’ll be positively 
encouraging our female drivers, 
engineers and supervisors to develop 
their career further too, increasing the 
gender balance within this important  
and influential people leader population. 

We’ll be continuing to make sure that 
there’s no gender bias in any of our 
training and development initiatives, 
and everyone has the same access to 
development relevant to their roles.

We’re simplifying and modernising 
our approach to performance 
management and offering people 
the chance to have a career 
conversation as part of this new 
process. We’ll actively promote 
and encourage females to take  
up this opportunity and help  
build their confidence to  
approach their managers  
and talk about their careers.

We’re introducing a new approach to talent management 
and succession planning, making sure we welcome 
more female successors into our talent pools at all levels 
of our business. We’ll offer stretching and challenging 
development opportunities to support them in reaching 
their full potential here at Stagecoach and we’ll also 
monitor their progress and provide access to a mentor  
to support them in their careers.
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Gender Pay Report 2020 
Our figures

Male Female

Mean 
Hourly Pay 

Diff 
%

Median 
Hourly Pay 

Diff 
%

Men 
Receiving 

Bonus 
% of

Women 
Receiving 

Bonus 
% of

Mean 
Difference 
in Bonus 

%

Median 
Difference 
in Bonus 

%

Lower 
Quartile 

Men 
%

Lower 
Quartile 
Women 

%

Lower 
Middle 
Quartile 

Men 
%

Lower 
Middle 
Quartile 
Women 

%

Upper 
Middle 
Quartile 

Men 
%

Upper 
Middle 
Quartile 
Women 

%

Top Quartile 
Men 

%

Top Quartile 
Women 

%

Bluebird Buses Limited 438 93 6.23 2.41 76.14 55.91 -6.51 8.33 66.92 33.08 87.27 12.73 87.27 12.73 88.76 11.24 

Buways Travel Services Limited 892 87 1.08 1.72 80.00 48.28 -20.22 0.00 84.49 15.51 91.86 8.14 95.93 4.07 92.27 7.73 

Cambus Limited 466 69 1.29 5.33 66.52 39.13 -184.34 12.50 81.34 18.66 85.07 14.93 94.78 5.22 87.31 12.69 

Cheltenham & Gloucester Omnibus Company 
Limited

751 120 2.76 2.95 66.62 46.28 -127.95 9.09 74.31 25.69 88.10 11.90 89.47 10.53 93.14 6.86 

Cleveland Transit Limited 226 33 9.37 4.21 73.57 60.61 -2.74 -9.09 69.23 30.77 93.87 6.13 96.93 3.07 89.27 10.73 

East Kent Road Car Company 1,048 187 4.48 2.06 71.28 51.60 -94.61 0.00 72.82 27.18 91.92 8.08 88.36 11.64 86.42 13.58 

East London Bus & Coach Company Limited 1,714 177 6.01 14.02 79.25 72.32 -152.77 0.00 84.78 15.22 91.13 8.87 92.82 7.18 93.88 6.12 

Fife Scottish Omnibus Limited 1,110 169 7.65 7.96 74.41 43.79 -21.50 0.00 72.19 27.81 91.56 8.44 91.56 8.44 91.88 8.13 

Glenvale Transport Limited 985 106 5.25 4.44 78.52 66.98 -49.01 0.00 85.71 14.29 89.03 10.97 92.32 7.68 94.15 5.85 

Greater Manchester Buses South Limited 1,879 204 6.70 6.80 85.59 73.04 -27.58 0.00 82.53 17.47 91.95 8.05 92.33 7.67 94.06 5.94 

Highland Country Buses Limited 279 36 7.05 7.71 66.67 58.33 17.04 0.00 83.54 16.46 86.21 13.79 92.48 7.52 92.48 7.52 

Lincolnshire Road Car Company Limited 1,121 186 5.60 5.20 74.98 47.59 -0.91 0.00 72.17 27.83 92.07 7.93 89.63 10.37 89.32 10.68 

Midland Red (South) Limited 917 146 9.66 6.58 72.22 41.38 -4.78 18.18 74.06 25.94 87.22 12.78 93.98 6.02 89.85 10.15 

Red & White Services Limited 724 99 1.86 2.06 76.62 59.18 18.10 9.09 81.07 18.93 90.31 9.69 91.77 8.23 88.86 11.14 

South East London & Kent Bus Company Limited 1,042 125 5.39 8.68 83.54 68.00 -6.69 1.66 84.25 15.75 88.04 11.96 92.49 7.51 92.49 7.51 

Stagecoach Devon Limited 1,037 134 1.84 0.10 74.66 72.39 18.39 8.33 87.71 12.29 88.06 11.94 89.77 10.23 88.75 11.25 

Stagecoach Services 206 161 37.79 26.51 32.04 25.47 30.72 18.00 32.61 67.39 52.17 47.83 67.39 32.61 72.83 27.17 

Stagecoach (North West) Limited 604 95 5.23 2.55 73.31 58.95 65.16 0.00 76.57 23.43 88.05 11.95 88.62 11.38 92.60 7.40 

Stagecoach (South) Limited 1,072 167 8.15 2.89 78.58 64.29 0.06 -254.02 79.03 20.97 86.81 13.19 87.77 12.23 92.60 7.40 

Thames Transit Limited 460 59 0.22 2.65 77.83 68.33 -79.11 7.69 83.08 16.92 86.95 13.05 93.09 6.91 91.55 8.45 

Western Buses Limited 790 105 2.95 4.72 74.05 47.66 -330.07 4.55 75.45 24.55 94.65 5.35 90.65 9.35 92.43 7.57 

The Yorkshire Traction Company Limited 971 132 -3.14 0.88 73.94 62.41 -149.62 8.33 83.33 16.67 90.59 9.41 90.23 9.77 88.05 11.95 

Stagecoach Supertram 245 58 14.01 19.01 40.16 70.18 27.73 -3.22 69.74 30.26 77.85 22.15 86.97 13.03 89.58 10.42 
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Contact us

Stagecoach Group Head Office
10 Dunkeld Road
Perth
PH1 5TW 

T 01738 442111
E info@stagecoachgroup.com

stagecoach.com
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