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Gender Pay Gap Report
Issued: April 2026

1. Introduction
Partners for Inclusion (PFI) is required to publish annual gender pay gap information under the Equality Act 2010 (Specific Duties and Public Authorities) Regulations 2017. This report presents our gender pay gap data based on the statutory snapshot month of April 2025, covering 309 employees across the organisation.
The gender pay gap measures the difference in average hourly pay between all men and all women in the workforce, regardless of role. This is different from equal pay, which concerns men and women being paid the same for performing equal or similar work.  PFI remains committed to transparency, fairness and ensuring that our approach to pay reflects our person‑centred values and the essential work carried out across our services.
2. Pay Gap Result
[bookmark: _1836114341][bookmark: _1836115633]Two measures are required under the regulations: the mean (average) and the median (middle) hourly pay gap.  These figures summarise overall gender pay equality and reflect the structure of PFI’s workforce.
	
	
	
	
	Mean
	Median

	
	
	
	
	(average)
	(middle)

	Gender Pay Gap
	
	0.6%
	0.0%



3. Gender Distribution Across Pay Quartiles
To understand workforce structure, all employees are ranked by hourly pay and divided into four equal groups, known as quartiles.  This shows the representation of men and women across lower, middle and higher‑paid roles within the organisation.

Proportion of males and females in each pay quartile April 2025
	
	       Mean pay £
	Number of staff in each quartile
	% of staff gender in each quartile

	Quartile
	Males
	Females
	Males
	Females
	Males
	Females

	Lower hr rate
	£12.60
	£12.60
	28
	49
	36%
	64%

	Lower middle
	£12.60
	£12.60
	34
	44
	44%
	56%

	Upper middle
	£12.60
	£12.60
	36
	41
	47%
	53%

	Upper hr rate
	£16.24
	£15.85
	32
	45
	42%
	58%

	
	
	
	130
	179
	
	











The quartile distribution shows a stable and balanced workforce profile. Women continue to be the majority at every level of the organisation, including the upper quartile, reflecting the structure of our services and the opportunities available across PFI.  As with previous years, there is no evidence of gender‑related barriers to progression or pay. Representation aligns closely with the roles required to deliver our person‑centred support.
4. Our Commitment
PFI is committed to maintaining a fair, inclusive and supportive working environment where every colleague has the opportunity to contribute, develop and succeed.  As an organisation rooted in person‑centred practice, we recognise that equity in recruitment, development and reward is fundamental to providing high‑quality support.

Our 2025 gender pay results show strong gender parity, and we are committed to preserving this through continued good practice. Over the coming year, we will:
· Maintain fair and consistent pay practices across all roles.
· Support learning, development and progression, ensuring that opportunities are accessible to everyone.
· Promote inclusive and transparent recruitment processes so that our workforce reflects the diversity of the individuals and communities we work alongside.
· Monitor our gender pay position annually, engaging openly with colleagues about our findings.
· Sustain a culture where fairness, respect and inclusion are embedded, and where gender is never a barrier to contribution or progression within PFI.
Partners for Inclusion remains committed to ensuring that our workplace continues to be one where all colleagues are valued and supported to thrive.

Rod Leach
Chief Executive Officer
Published 13 April 2026
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Description automatically generated]Issued March 2025
Any employer with over 250 employees must formally report their gender pay gap data.  PFI employ 301 staff and information is taken for the month of April 2024 being where the Government’s “snapshot date” falls.
The median gender pay gap is the % difference between the “middle point” hourly rate of pay of all male full-pay relevant employees and that for females.  For example, if there were 100 employees ordered by their hourly rate, then the median point would be the rate for the 50th employee.
The median hourly rate for both males and females for the snapshot month is £12.00 – so the gap on this basis is 0.0%
The mean (average) gender pay gap is the percentage difference between the average hourly rate of full-pay relevant male employees with that of females.
The mean gender pay gap in hourly pay is -1.6%. This means that, on average for the month, female colleagues were paid 1.6% more than male colleagues, across the whole organisation of 301 staff.  This is due to a higher number of females employed in more senior roles and we are seeing this gap decrease over the past three years.  Next year will likely see the mean difference swing to a small positive reflecting a change in two senior roles.
Proportion of males and females in each pay quartile April 2024
	
	       Mean pay £
	Number of staff in each quartile
	% of staff gender in each quartile

	Quartile
	Males
	Females
	Males
	Females
	Males
	Females

	Lower hr rate
	£12.00
	£12.00
	36
	39
	48%
	52%

	Lower middle
	£12.00
	£12.00
	22
	54
	29%
	71%

	Upper middle
	£12.00
	£12.00
	34
	41
	45%
	55%

	Upper hr rate
	£15.23
	£16.04
	31
	44
	41%
	59%

	
	
	
	123
	178
	
	



PFI ensures that men and women are paid fairly and equally for the same or similar roles.  This is borne out with a low average gap and identical salaries on a median basis.

We do not pay bonuses but do pay an on-call allowance.  The figures above include that allowance.

Previous years’ reports are given undernoted.

Gamal Haddou
Director of Finance & IT

Published 7 March 2025

[image: Graphical user interface, text, application

Description automatically generated]April 2023
Any employer with over 250 employees must formally report their gender pay gap data.  PFI employ 284 staff and hence information is taken as at the month of April 2023 being where the “snapshot date” falls.
The median gender pay gap is the % difference between the “middle point” hourly rate of pay of all male full-pay relevant employees and that of female full-pay relevant employees.  For example, if there were 100 employees ordered by their hourly rate, then the median point would be the rate for the 50th employee.
The median hourly rate for both males and females for the month is £10.90 – so the gap on this basis is zero.
The mean gender pay gap is the percentage difference between the average hourly rate of pay of male full-pay relevant employees and that of female full-pay relevant employees.
The mean gender pay gap in hourly pay is -4.3%. This means that, on average for the month, female colleagues were paid 4.3% more than male colleagues, across the whole organisation of 284 staff.  This is due to a higher number of females employed in more senior roles and is a reduction from last year.
Proportion of males and females in each pay quartile April 2023 for relevant staff
	
	
	Numbers
	Percentages
	

	Quartile
	
	Males
	Females
	Males
	Females
	

	Lower 
	
	29
	42
	41%
	59%
	

	Lower Middle
	
	29
	42
	41%
	59%
	

	Upper Middle
	
	29
	42
	41%
	59%
	

	Upper 
	
	29
	42
	41%
	59%
	

	
	
	116
	168
	
	
	

	
	
	
	
	
	


In relation to pay quartiles, women represent over 50% in each quartile.  We are committed to ensuring that men and women are paid fairly and equally for the same or similar roles.

Partners for Inclusion does not pay bonuses and therefore has no figures in relation to these.
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Description automatically generated]April 2022
MEDIAN GENDER PAY GAP IN HOURLY PAY
The median gender pay gap is the % difference between the “middle point” hourly rate of pay of all male full-pay relevant employees and that of female full-pay relevant employees. For example, if there were 99 employees, ordered by hourly rate, then the median point would be the rate for Employee 50.
The median hourly rate for both males and females for the period is £10.02 – so the gap on this basis is zero.

MEAN GENDER PAY GAP IN HOURLY PAY
The mean gender pay gap is the % difference between the average hourly rate of pay of male full-pay relevant employees and that of female full-pay relevant employees.
The mean gender pay gap in hourly pay is -7.5%. This means that, on the average hourly pay for the period, female colleagues were paid -7.5% less than male colleagues, across the whole organisation of 325 staff.
 Proportion of males and females in each pay quartile April 2022 for relevant staff
	
	
	Numbers
	Percentages

	Quartile
	
	Males
	Females
	Males
	Females

	Lower 
	
	28
	42
	40%
	60%

	Lower Middle
	
	27
	42
	39%
	61%

	Upper Middle
	
	27
	43
	39%
	61%

	Upper 
	
	27
	42
	39%
	61%

	
	
	109
	169
	
	

	
	
	
	
	



In relation to pay quartiles, women represent well over 50% in each quartile. We are committed to ensuring that men and women are paid fairly and equally for the same or similar roles.
Partners for Inclusion Group does not pay bonuses and therefore has no figures in relation to mean or median bonus pay gaps or the proportion of males and females receiving a bonus payment.

Gender Distribution per Pay Quartile  %

Males	Lower hr rate	Lower middle	Upper middle	Upper hr rate	0.36363636363636365	0.4358974358974359	0.46753246753246752	0.41558441558441561	Females	Lower hr rate	Lower middle	Upper middle	Upper hr rate	0.63636363636363635	0.5641025641025641	0.53246753246753242	0.58441558441558439	
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