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Calculating the mean gender pay gap
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Calculating the median gender pay gap
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To complete this report, we were required to calculate the gender-based
percentage differences in mean and median hourly pay, bonuses, benefits
and quartiles. Our snapshot date for this year’s report was June 27th, 2025.
The data we used covered the 12 months prior to this snapshot date.

All employees are split across four pay quartiles, which also included the
percentage of men and women per quartile.

Mean and Median

To obtain the mean percentage we first gathered the hourly rate of pay for

all men and all women in the organisation. We added the total hourly pay

for women and divided that by the number of women in employment; we
followed the same steps for male employees. The mean gap is the percentage
gap between the two figures.

The median gap is calculated by the percentage difference between the
male and female average pay.

Bonuses

This calculation looked at the difference in total bonus payments between all
men and women in the organisation. Again, looking at the mean and median
percentage and the proportion of men and women who received a

bonus payment.

Benefits

The proportion of men and women who received a benefit in kind is shown
as a percentage of all men and women in the organisation.

Pay Quartiles

The pay quartiles measure how many men and women are represented in
each quarter of the business when all men and women’s hourly pay is stacked
from lowest in the Lower Quartile to the highest in the Upper Quartile.
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Of the 72 employees included in the data for this report, 27 are

male and 45 are female. Mean hourly pay gap is a reflection of
having a considerably larger proportion of female employees to male
employees populating the Lower, Lower Middle and Upper Middle
Pay quartiles. We see the biggest gap between men and women in
administrative roles.

Median pay gap is affected by having 62.5% female staff. When
you consider the middle value from the hourly remuneration list, the
hourly rate for females largely comes from the Lower Middle Pay
quartile. In comparison, the male hourly rate is coming from Upper
Middle Pay Quartile.

The gap in the bonuses received would be largely due to the bonus
structure and sales targets for Business Development Managers.
There is a higher rate of men in this area, which effects the
distribution.

0% Median Bonus gap indicates that, outside of bonus related sales
targets, on average our female and male employees are receiving
equal bonuses.

There is a wide range of BIK in place that is accessible to all
permanent employees. These supports are communicated to
employees on an ongoing basis and employees may choose, at their
discretion, whether to make use of them.

The number of employees working part time is too low to obtain any
meaningful data, it is not possible to complete the calculations for
this cohort of employees.
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