
 

 

Pennaf Housing Group Gender Pay 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. 
 
Within the Pennaf Housing Group, Clwyd Alyn Housing Association employs more than 250 
people, so this report provides a snapshot of our gender pay information, as of April 5 2018. 
 
While we are only required by law to publish the data for Clwyd Alyn Housing Association, 
we are proud to be an open and transparent organisation and have also included our Group-
wide data. 
 
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 

 
 
Gender Pay Vs Equal Pay 
 
It is important to note that there is a difference between equal pay and gender pay. This 

report looks at the difference in the average pay of men and women in an organisation. 
This is not the same as equal pay, which is where men and women are paid the same 
salary for doing the same job. 
 
 
The Mean Gender Pay Gap 
 
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. 
 

 Mean Hourly Rate 
(Female) 

Mean Hourly Rate 
(Male) 

Mean Pay Gap 

Clwyd Alyn £10.57 £12.19 13.29% 

Group-wide £10.84 £13.59 20.24% 

 
 
The Median Gender Pay Gap 
 

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. 
 

 Median Hourly 
Rate (Female) 

Median Hourly 
Rate (Male) 

Median Pay Gap 

Clwyd Alyn £9.64 £10.87 11.32% 

Group-wide £9.64 £11.28 14.54% 



 
 

 
Bonus Gender Pay Gap 
 
The Pennaf Housing Group does not pay performance-related bonuses to employees, 
however during 2017/18, we did give employees £10 vouchers at Christmas, and some 
employees have received recognition payments for completing qualifications or as a 
retirement gift. As a result, and in the interest of transparency, we are including this 
information in our report. 
 

 
 

Mean Bonus 
Gender Pay 
Gap 

Median Bonus 
Gender Pay 
Gap 

Proportion 
of Males 
receiving a 
bonus 
payment  

Proportion 
of Females 
receiving a 
bonus 
payment 

Clwyd Alyn 9% 0.00% 145 365 

Group-wide -1.25% 0.00% 207 479 
 

 

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. 

Clwyd Alyn 
Quartile and 
hourly rate 

Example Roles Number of Staff 
(Female) 

Number of Staff 
(Male) 

Lower Quartile 
(up to £8.77) 
 

Apprentices, care 
home staff, 
cleaners, domestic 
staff 

 
120 (83.92%) 

 

 
23 (16.08%) 

Lower Middle 
Quartile 
(£8.78 - £9.85) 
 

Cooks, night care 
practitioners 

 
87 (84.47%) 

 
16 (15.53%) 

Upper Middle 
Quartile 
(£9.86 - £11.62) 
 

Project workers, 
senior care staff, 
contact centre 
staff, maintenance 
staff 

 
76 (62.81%) 

 
45 (37.19%) 

Upper Quartile 
(£11.63 - £26.73) 
 

Housing roles, 
nurses, managers, 
skilled 
maintenance staff 

69 (56.56%) 
 

53 (43.44%) 

 

 

 



 
 

Group-wide 
Quartile and 
hourly rate 

Example Roles Number of Staff 
(Female) 

Number of Staff 
(Male) 

Lower Quartile 
(up to £8.77) 

Apprentices, care 
home staff, 
cleaners, café and 
catering staff, 
domestic staff 

 
135 (82.32%) 

 
29 (17.68%) 

Lower Middle 
Quartile 
(£8.78 - £10.11) 

Senior care staff, 
night care 
practitioners, 
cooks, customer 
services staff 

 
122 (76.25%) 

 
38 (23.75%) 

Upper Middle 
Quartile 
(£10.12 - £13.28) 

Project workers, 
specialist admin 
roles, finance and 
maintenance staff 

 
90 (62.94%) 

 
53 (37.06%) 

Upper Quartile 
(£13.29 - £54.79)  

Nurses, mangers, 
technical roles, HR 
advisors, skilled 
operatives, 
directors 

 
82 (52.90%) 

 
73 (47.10%) 

 

Why is there a difference? 

Pennaf Housing Group is a very diverse organisation, operating in several different areas 

from Care and Extra Care to General Needs Housing and Finance. 

Inevitably salaries vary depending on the nature of the role and in regards to what other 

organisations are paying for similar roles. The amount paid by those commissioning our 

services also has an impact.  

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 Pennaf Housing Group. 

How are we addressing the differences? 

Over the past year we have taken a number of positive steps to address our Gender Pay 

Gap and we anticipate these actions will be evidenced in our future Gender Pay Gap 

Reports. 

Historically, the majority of our senior roles, and therefore higher salary roles, were occupied 

by men, however we do have a female Chief Executive Officer, a female Executive Director 

and two new senior female managers, which were put in post after 5 April 2018 and this will 

be evidenced in next year’s report. 

In line with national trends, the majority of lower paid roles such as those in the Care 

Services are occupied by women. However, we have increased our lowest hourly rate to 

£8.50, with further increases planned for 2019. Therefore those on the lowest salaries will 

receive the highest increases. 



 
 

We have joined ‘Working Families’ – the UK’s work-life balance organisation which helps 

employers to support staff to find a better balance between responsibilities at home and in 

the workplace. We are committed to supporting our staff and improving the working 

environment, so as part of this initiative we are identifying areas where we can improve our 

family policies.  

We have recently completed an Employee Perceptions survey to gauge staff opinion and 

feedback on a variety of areas including pay, health and wellbeing, role flexibility and 

working practices. We are using those results to shape our policies and improve the 

workplace for all. 

 

What else will we do? 

A key cause of Gender Pay Gap originates outside of the workplace, owing to society’s 

stereotypical representations of what roles should historically be fulfilled by men and women. 

We are committed to providing equal opportunities for men and women, and we are working 

hard to help address this through our recruitment process, actively promoting opportunities 

to under-represented groups, in order to create a more diverse workforce. 

We are reviewing our job role profiles and job adverts to determine whether they contain any 

language that has a gender bias, and that language will be changed in accordance with 

recommended good practice.  

We have also recently created a number of case studies for roles that are traditionally filled 

by a certain sex, highlighting positive examples that go against the stereotype. For example, 

female trade staff and male care workers. We hope this campaign will highlight the 

opportunities open to men and women with our organisation.  

The group actively encourages employee self-development and is working hard to raise 

awareness of the internal opportunities available to our workforce. Our target for 2018/19 is 

for 15% of vacancies to be filled internally.  

This Gender Pay Gap Report guides us to where we can continue to improve our working 

environment, personal growth for employees and customer service, which we will always 

strive to do. 

 
 


