
 

 
 
 
ClwydAlyn Gender Pay Gap Report 2019 
 
Organisations employing more than 250 people are required to publish their annual gender pay gap data, 
which is made available on the Government website as well as on our own website. 
 
In April 2019, Clwyd Alyn Housing Association merged with our parent company Pennaf Housing Group, 
therefore this report provides a snapshot of our gender pay information, incorporating the change in 
personnel brought about by the merger. 
  
This report includes the following information:  
 
1. The mean gender pay gap 
2. The median gender pay gap 
3. The mean bonus gender pay gap 
4. The median bonus gender pay gap 
5. The proportion of males and females receiving a bonus payment 
6. The proportion of males and females in each quartile band 

 
The Mean Gender Pay Gap 
 
Our mean gender pay gap is 18.16%. That is down from 20.24% across the group last year. This is 
calculated by adding all the men’s salaries and dividing that figure by the number of men in the 
organisation. This formula is repeated for female employees. 
 
The Mean Gender Pay Gap is the difference between those two figures. 

 

 
  



The Median Gender Pay Gap 
 
Our median gender pay gap is 11.39%. That is down from 14.54% across the group last year. This is 

calculated for each gender by listing all the salaries from highest to lowest and then selecting the 
number (or two numbers) in the middle of that list. The Median Gender Pay Gap is the difference 
between the middle figure(s) for women and for men. 

 

 
 
 

Bonus Gender Pay Gap 
 
ClwydAlyn Housing does not pay performance-related bonuses to employees, however during 2018/19, 
some employees have received recognition payments for completing qualifications.  In addition, we have 
a few staff who have received retirement gifts, as well as long service awards, staff awards and cash 
incentives for competition entry prizes.  
 
As a result, and in the interest of transparency, we are including this information in our report. 

 

Total 
Headcount 
(Male) 

Total 
Headcount 
(Female) 

Proportion 
of Males 
receiving a 
bonus 
payment  

Proportion 
of Females 
receiving a 
bonus 
payment 

Total 
Bonus 
Value 
(Male) 

Total 
Bonus 
Value 
(Female) 

215 538 62  
(28.84%) 

321  
(59.67%) 

£2,502 £11,529 

 

Female Mean £35.92 

Male Mean £40.35 

Mean Bonus Gap 11.00% 

  

Female Median £30.00 

Male Median £30.00 

Median Bonus Gap 0.00% 

 

 
 



 
 

Although more women than men received bonus payments, there was a higher proportion of men with 
higher-value bonus amounts, for example, long service awards and retirement gifts, which pushes up the 
mean value of the male bonus payments. 

 
The Proportion of Males and Females in each Quartile Band 
 
This is calculated by listing salaries of men and women from lowest to highest paid and splitting the list 
into four equal segments, known as quartiles. 

 

ClwydAlyn 
Quartile and 
hourly rate 

Example Roles Number of 
Staff 
(Female) 

Number of 
Staff 
(Male) 

Lower Quartile 
(up to £9.40) 
 

Catering and Domestic 
Staff, Cleaners, Laundry 
and Kitchen Assistants, 
Housekeepers, Day Care 
Practitioners, Apprentices 

 
157  

(81.77%) 
 

 
35 

(18.23%) 

Lower Middle 
Quartile 
(£9.41 - £10.58) 
 

Cooks, Wardens, Senior 
Day Care Practitioners, 
Night Care Practitioners,  
Relief Project Workers, 
Customer Services Advisors 

 
126  

(85.14%) 

 
22  

(14.86%) 

Upper Middle 
Quartile 
(£10.59 - £13.68) 
 

Senior Night Care 
Practitioners, Project 
Workers, Chefs, Finance 
roles, IT staff, trade roles 
including Tilers and Joiners 

 
105  

(63.64%) 

 
60  

(36.36%) 

Upper Quartile 
(£13.69 - £65.68) 
 

Housing roles, Nurses, trade 
roles including Electricians 
and Plumbers, managers 
and Executive Team 
Members 

95 

 (56.21%) 

 
74  

(43.79%) 

 
A Fresh Approach 
 
We are serious about tackling our gender pay gap – empowering women to take senior roles in the 
organization. Our 2019 figures show that the steps we are taking are working with both our mean and 
median pay gaps reduced.  



 
We have appointed two women to the Executive Team, including our Group Chief Executive and more 
widely within our Senior Leadership Team we have made three female appointments.  Two were external 
recruits and one was an internal promotion during this period.  
 
ClwydAlyn Housing is a very diverse business, operating in several different areas from Care and Extra 
Care to General Needs Housing, Finance and IT. 
 
As an organisation, we have more women than men working in our Care and Extra Care Services where 
salaries are typically lower. This is in line with national trends and is a recognised factor within these 
sectors, therefore it is not specific to ClwydAlyn Housing.  This year, we have moved the minimum hourly 
rate within the company to £9.00 per hour. 

 
How will we continue to address the differences? 
 
In addition to continuing to increase the number of female appointments at senior levels, we are actively 
raising the profile of careers for women with the organisation.   
 
We have been shortlisted in three categories for the Women in Social Housing Awards in 2019. 
 
As the company continues to grow, we are taking opportunities to re-organise work and broadening 
existing roles.  
 
What else will we do? 
 
Our 2019/20 Business Plan has a number of objectives that support both our employees and those away 
from employment who are looking to begin or re-start their career.  A number of our objectives will support 
us to address our gender pay gap.   

 
Flexible Staff Team Earning no Less that the Living Wage 

 
Our staff team is made up of 50% part-time staff.  Within our part-time workforce 
90% are female and 10% are male.  We want to ensure we are able to support 
part-time staff to broaden their skills and increase their earning potential. 

 
Therefore, we have become members of Working Families, the UK’s work-life 
balance organisation. We participated in the Working Families benchmark survey 
to understand best practice across the UK when looking at supportive working 
practices for parents and carers. 

 
As we embark on this work, we are piloting the use of more flexible employment 
arrangements such as annualised hours contracts and will be looking to offer a 
range of options moving forward.  

 

Feel part of the Community 

 

We are increasing the number of volunteer placements to enable those away from 
the jobs market to gain work experience with appropriate support.   

 

This is our second year of supporting the ‘We Mind the Gap programme’ which 
helps young women into employment.  We are looking at how we can extend this 
programme further next year. 

 
 



Retain Our Staff 
 

Our new approach to appraisals and career development supports a discussion 
with each member of staff to understand where they are in their career and how 
we can support their development.   
 
This enables us to identify those colleagues who are happy to remain in their 
current role and those who would like to take on broader responsibilities.  By acting 
on this we can begin to address staff turnover. 

 
 
 
 
 
 
 
 


