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OUR COMMITMENT TO
DIVERSITY AND INCLUSION
During the Crossrail project’s lifecycle, a commitment
to diversity and inclusion has instigated a wide variety
of initiatives designed to increase the representation of
women in the workplace:
•

Comprehensive equality and diversity training
was undertaken for all Crossrail employees –
including unconscious bias training

•

Over 1,000 apprentices were given opportunities
on the Crossrail project, of which around 13%
were women. Apprentices were trained in a
range of professions from civil engineering and
business administration to railway systems and
mechanical and electrical engineering.

•

A strategic partnership was developed
with Women into Construction, a specialist
community interest company devoted to
working with employers to increase gender
representation within the construction sector.
This resulted in over 45 women placed into
employment, within our supply chain.

•

The Crossrail graduate programme was
introduced in 2013, which focused on engineering
graduates. 15% of graduates commencing the
programme were women.

•

The Young Crossrail programme engaged with
over 44,000 parents, teachers and young people;
43% of students completing the Young Crossrail
Work Experience Programme were girls.

•

20,000 people received training at the
Tunnelling and Underground Construction
Academy in Ilford, which has now been taken on
by Transport for London and more than 5,000
unemployed and local people employed thanks
to a partnership between Crossrail contractors
and Jobcentre Plus.

•

Crossrail marks International Women’s Day each
year with a series of staff events held across the
project.

•

The promotion of women working on Crossrail
was utilised on Crossrail’s website, careers
website and through media opportunities to
encourage women considering the organisation
and the industry, for the next step in their
careers.

THE REGULATIONS
Our Gender Pay Gap Report has been calculated
using the approach set out in the Equality Act 2010
(Gender Pay Gap Information) Regulations 2017 (“the
Regulations”).
These Regulations place an obligation on Crossrail
Ltd, an employer with more than 250 employees, to
publish information relating to the gender pay gap in
our organisation.

WHAT IS GENDER PAY GAP REPORTING?
Under the Regulations, the gender pay gap is a
measure of the difference between men’s and
women’s average earnings across an organisation. It is
expressed as a percentage of men’s earnings.
The Gender Pay Gap is not the same as Equal Pay.
Equal Pay is where men and women in the same
or similar employment, performing equal work, are
entitled to receive equal pay.
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HOW CROSSRAIL LTD
IS ORGANISED
The Crossrail project is made
up of many workers employed
by different employers. At the
reporting date there were around
880 people working as part of the
management team to deliver the
project, with an extensive supply
chain. Of these, 301 were Crossrail
Ltd employees.
The gender pay gap report does
not include agency or temporary
workers, those employed by
Transport for London, the Project
Delivery Partner, the Programme
Partner or contractors within our
supply chain.
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Other
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The Crossrail programme organisational
structure 31 March 2019
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WHAT IS INCLUDED IN OUR
CALCULATIONS?

HOW HAVE WE CALCULATED
OUR GENDER PAY GAP?
As at March 2019, Crossrail Ltd had 301
Relevant Employees and 301 Full-Pay
Relevant Employees. The following
calculations are applied to this data
according to the criteria in the Gender
Pay regulations:

•	Difference between the mean and
median hourly rate of pay of male and
female employees.

The calculations are based on payroll data as at 31 March 2019 only.
The data includes ordinary pay and bonus data. Calculation of mean and median bonus
pay is based on bonuses paid during the twelve months prior to 31 March 2019.

•	Difference between the mean and
median bonus paid to male and female
employees.

•	Ordinary pay includes basic pay, allowances and pay for leave. It
only includes money payments, so anything that is not money
(such as benefits in kind) is excluded.

•	Proportion of male and female
employees who were paid bonus pay.

•	Bonuses include anything that relates to pay for productivity,
performance, and incentives. Bonus pay is received in the form
of cash.

•	Proportion of male and female
employees arranged in four equally sized
quartile bands.
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Pay gap and bonus gap
between men and women

OUR RESULTS
2019
Crossrail Ltd employed 301 relevant employees,
and 301 full-pay relevant employees who are within
the scope of the gender pay report during the year
ending 31 March 2019. Of the relevant employees,
68.1% were male and 31.9% female. Of the full-pay
relevant employees 68.1% were male and 31.9%
female.
Men are disproportionately represented at more senior
levels of the Crossrail Ltd workforce, reflecting the
historical base of the construction, engineering and
rail sectors from which most of our employees are
recruited.

Median

Hourly ordinary pay gap

31.7%

36.7%

Bonus pay gap

67.0%

41.9%

The bonus payment
relates to bonuses paid in
the twelve months prior
to 31 March 2019.

Crossrail Ltd has proportionally fewer women in higher
paid roles (the upper and upper middle quartiles) than
lower paid roles (lower and middle quartiles).

% Relevant
Employees
receiving bonus
Male

93.7%

Female

89.6%

Proportion of male and female employees
in each pay quartile
0%

Predominantly, those employed in the three lower
quartiles receive the majority of their remuneration
as ‘ordinary pay’. This means that their income is
guaranteed and not dependent on factors that are
variable.

20%

Upper

Quartile

The upper quartile is predominantly male. This
quartile is remunerated with between 10 and 40% of
remuneration as a variable bonus payment. Bonuses
are awarded subject to performance and productivity.
These factors give rise to the high bonus pay disparity.

Mean

60%

80%

91%		

Upper middle

100%
9%

81%		

Lower middle
Lower

40%

57%		

19%
43%

43%

57%
Male

Female
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CONCLUSION
Crossrail Ltd has a higher proportion of men (68.1%)
than women (31.9%) employees. This is broadly
in line with the construction, engineering and rail
sectors.
However, we have not met our ambition to see men
and women more equally represented at all levels
within our organisation.
Initiatives to inspire the next generation, train our
people, and develop our employees, were all positive,
but did not affect the change we would have liked to
see within the parameters of the project’s life cycle.
As a country, we simply must encourage more
women into construction, engineering and related
industries and support them through their careers
into senior roles.
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