GENDER PAY GAP REPORTING:

Background:

In April 2017 the ‘Equality Act 2010 (Gender Pay Gap Information) Regulations 2017’ for
private and voluntary-sector employers came into force. It requires all private and
voluntary-sector employers with 250 or more employees to publish prescribed information
about their gender pay gap results.

We are required to publish that information on our website in a publicly accessible manner
along with a signed statement that the information is accurate accompanying the results and
the results must remain on the website for at least three years

We are also required to upload the gender pay gap analysis results onto the Government’s
reporting website.

This information is set out below, with the 2017, 2018, 2019 and 2020, 2021 figures inserted
for comparative purposes, along with a brief commentary about the data for April 2022.
Please note that the data has been posted on the HMG website and the APG website in the
same format as last year.

The prescribed information:

To remind the Board, the data analysed is that of employees in the Group as of 5" April 2022
which includes workers as well as some sessional staff.

There are six calculations which must be made which show:

The average gender pay gap as a mean average;

The average gender pay gap as a median average;

The average bonus gender pay gap as a mean average;

The average bonus gender pay gap as a median average;

The proportion of males receiving a bonus payment and proportion of females
receiving a bonus payment; and

6. The proportion of males and females when divided into four groups ordered from
lowest to highest pay.
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APG Results:

One of the benefits of introducing MyHR, the new HR Database, has been the capture and
analysis of our headcount alongside our payroll data which enables us to meet our legal
obligations and comply with the Equality Act 2010.

In partnership with a specialist agency we have been able to assess the data which has
resulted in the following -


http://www.xperthr.co.uk/faq/which-employers-will-be-covered-by-the-gender-pay-gap-reporting-duty/157398/?cmpid=ILC%7cPROF%7cHRPIO-2013-110-XHR_free_content_links%7cptod_article&sfid=701w0000000uNMa
http://www.xperthr.co.uk/faq/which-employers-will-be-covered-by-the-gender-pay-gap-reporting-duty/157398/?cmpid=ILC%7cPROF%7cHRPIO-2013-110-XHR_free_content_links%7cptod_article&sfid=701w0000000uNMa
https://www.gov.uk/report-gender-pay-gap-data
https://www.gov.uk/report-gender-pay-gap-data

2017 | 2018 2019 (2020 2021 2022

Mean gender pay gap 16.5% | 17.1% 16% 17.3% 18.9% 22.93%

Median gender pay gap 14.8% | 16.4% |13.6% |13.3% | 13.6% [11.74%

Mean gender bonus gap 21.8% | -21.3% | 0% -58.3% | -156.5 |-642.82
% %

Median gender bonus gap 62.5% | -100% | 0% -375% | -53.5% |-794.74

%

% male staff receiving a 3.6% |2.3% 0% 3.4% 0.8% 0.81%

bonus

% female staff receiving a 12% |1.5% 0.5% |1.4% 0.8% 0.55%

bonus

The mean gender pay gap has increased by 4.03% during the last year to 22.9% and the

median gender pay gap has decreased by almost 1.9%. In real terms the mean hourly rate

for males is £26.55 per hour and £20.47 per hour for females which is an actual difference of

£6.08 per hour. The median hourly rate is £22.32 per hour for males and £19.70 per hour
for females which is an actual difference of £2.62 per hour.

The pay quartiles percentages (number of employees in each band) are:

2017 2018 2019 2020 2021 2022
Band . -
M% |F% |M% |F% M% |[F% |M% |F% [M% |F% [M% F%
D 23.7 | 763|252 |[74.8 | 25 75 46.6 | 53.4 | 45.6 | 54.4 | 46.56 | 53.44
C 28 72 269 [73.1 | 292 |708 |323 |67.7 | 29.7 | 70.3 | 32.06 | 67.94
B 316 |68.4 326 [67.4 | 335 |66.5 |285 |715 (324 [67.6 355 64.5
A 45.1 549 | 45.4 | 54.6 | 45.6 54.4 | 25.1 | 749 | 23.3 | 76.7 | 24.05 | 75.95

The mean and median pay gaps have remained broadly similar although the % of males in

the higher pay quartiles continues to be disproportionate to the number of male to female
breakdown in the organisation. Overall approximately 66% of the workforce is female and
34% male (413 males and 793 females).

The main cause of the gender pay gap within Alpha Plus Group is the high proportion of

females in the lowest pay quartile (Band A) which has almost 76% of females with only 24%

of males in the lower quartile. This has increased from 54.9% in 2017 to 75.95% in 2022
which is an increase of just over 21%.

In the highest pay quartile (Band D) the proportion of males to females is roughly equal with
53.4% females and 46.5% males in the higher earnings group. However, this is

disproportionate to the breakdown of 66% female employees and has actually reduced by
1% on the previous year and by almost 23% in 2017.

Bonus breakdown




The figures for bonus pay gap are showing as negative as during the assessment period the
mean and median bonus for females were higher than the mean and median bonus for
males. The mean female bonus figure in 2022 was £7,729 against a male bonus figure of
£1,040 which is a real difference of -£6,689. The median bonus for males was £950 against a
median female bonus of £8,500 which is a real difference of -£7550.

Bonuses are not widely awarded within the Alpha Plus Group hence the low figures of 0.6%
of females receiving a bonus and 0.8% of males receiving a bonus. The proportion of males
and females receiving a bonus this year is the roughly the same as previous years with 4
female staff receiving a bonus and 3 male members of staff receiving a bonus during
2021/22.



