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Introduction 

Our legacy organisations published their first gender pay gap reports last year and 
Notting Hill Genesis (NHG) is proud to now publish our first annual gender pay gap 
report as a merged organisation. The information included in this report represents a 
snapshot taken on 5 April 2018 and was calculated using the methods set out in the 
gender pay gap reporting legislation. 

What is the gender pay gap? 

The gender pay gap is a way of measuring the difference in average pay for men 
and women within an organisation. Generally speaking, it reflects the proportion of 
men and women employed in more and less senior roles. The gender pay gap is 
different to equal pay, which is where men and women doing the same job must be 
paid the same. 

The Government requires organisations employing over 250 people to publish 
information on their gender pay gaps. The aim is to promote transparency around 
pay and to prompt organisations to consider why a gender pay gap may be present, 
and what action they can take to close it. There are four elements to the gender pay 
gap; the mean, median, and bonus pay gaps, and the distribution of men and women 
across pay quartiles. These four measures, and NHG’s results for each one, are 
explained in this report. 

Our gender pay gap is heavily impacted by our workforce profile, as 42% of our staff 
are employed in our care and support business areas, where salaries are generally 
lower across the employment market, and 82% of those staff are women. The high 
proportion of women in these roles is consistent across the sector and reflects the 
general preference among customers for female carers. As with other roles across 
NHG, the salaries we pay our care staff are in line with the market median for the 
type of work being done. Due to the significant impact that these roles have on our 
pay gap, we are reporting on our gender pay gap for the whole of NHG, for our care 
and support business on its own, and for our workforce excluding care and support.  
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Mean gender pay gap 

The mean gender pay gap is calculated by adding together all the men’s salaries and 
dividing by the number of men in the organisation, then adding together all the 
women’s salaries and dividing by the number of women. The mean gender pay gap 
is the difference between these two numbers. The mean gender pay gap at NHG is 
21.66%. 

 

 

The mean gender pay gap at GHA was 19.81% and at NHH it was 25.8%, so we’re 
pleased that the gap at NHG is much closer to the lower of these two figures.  

When looking at the organisation excluding care and support, our mean gender pay 
gap is significantly lower, at 6.59%, and the gap within care and support is lower still, 
at 3.20%. 

Median gender pay gap 

The median gender pay gap is calculated by listing all the men’s salaries by size and 
selecting the middle salary, then listing all the women’s salaries by size and 
selecting the middle salary. The median gender pay gap is the difference between 
these two figures. The median gender pay gap for NHG is 28.59%. 
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The median gender pay gap at GHA was 28.55% and at NHH it was 19.8%. 

When looking at the organisation excluding care and support, our median gender 
pay gap is significantly lower, at 5.71%, and within care and support there’s a lower, 
negative gap, of -11.51%. 

Bonus gender pay gap 

Our two legacy organisations had different approaches to bonus, with only NHH 
paying an annual bonus. This bonus was paid at a flat-rate, meaning that all staff, 
whether chief executive or domiciliary care officer, received the same amount, on a 
pro-rata basis linked to their hours and length of time in post over the past year. 
GHA did not pay a bonus that would qualify for reporting, but did pay a long-term 
service award of £200 in vouchers, which was received by 10 members of staff in the 
reporting period. We have included this award in our calculations of the bonus 
gender pay gap. The mean bonus gap is 11.16% and the median bonus gap is 
3.96%. The proportion of men who received a bonus was 41% and the proportion of 
women who received a bonus was 48%. 

Because all qualifying staff received the same level of bonus, our bonus pay gap 
reflects the fact that the bonus at NHH was calculated on a pro-rata basis, and more 
women than men work part time at NHG. The gap between the proportion of men 
and women who received the bonus reflects the different approaches to bonus at the 
two legacy organisations and the fact that NHH had a more female workforce than 
GHA. 

Representation across quartiles 

To calculate representation across quartiles, we list all the men’s and women’s 
salaries by size and then divide them into four equal groups, from the lowest paid 
quartile to the highest paid quartile. We then look at the proportion of men and 
women in each quartile. NHG’s workforce is 66% female and 34% male, and is split 
into the following quartiles: 

 

 

To gain a more detailed understanding of how the distribution of staff impacts our 
gender pay gap, we’ve looked closely at each quartile to see which roles fall within it. 
The lower three quartiles each include a fairly small salary range, whereas the upper 
quartile includes a large range and a great variety of different roles. In this report 
we’ve included examples of roles that fall into each quartile, to help give a clearer 
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picture of the distribution. Some roles, such as housing officer, appear in more than 
one quartile. This is because the role includes a progression pathway with different 
pay levels, and some of the levels fall into different quartiles.  

Lower quartile (the lowest paid 25%): 76% female and 24% male 

Examples of jobs that sit within this quartile are bank worker, customer service 
advisor, project worker, cleaner, support assistant, domiciliary care officer, 
Apprentice. 

Lower middle quartile (the next 25%): 77% female and 23% male 

Examples of jobs that sit within this quartile are customer service advisor, lead 
project worker, finance assistant, neighbourhood assistant, service co-ordinator, 
office services officer. 

Upper middle quartile (the next 25%): 62% female and 38% male 

Examples of jobs that sit within this quartile are housing officer, neighbourhood 
manager, HR advisor, property management officer, team co-ordinator, contract 
officer, office services officer, finance officer, PA. 

Upper quartile (the highest paid 25%): 48% female and 52% male 

Examples of jobs that sit within this quartile are housing officer, housing operations 
manager, legal caseworker, senior project manager, client project manager, 
performance analyst and all of our department heads, directors, and executive 
board.  

Addressing our gender pay gap 

As mentioned, the biggest contributor to our gender pay gap is the impact of the pay 
and staff profile within our care and support businesses. Although the amount we 
pay our care and support staff is somewhat constrained by how much local 
authorities are able to pay for care, we are committed to paying a fair wage to this 
group of staff and pay higher hourly rates than many other employers; we pay the 
London/National Living Wage wherever possible.  

As we go through integration, our gender pay gap and the distribution of staff will be 
impacted by the changing nature of our organisation. For example, as we withdraw 
from providing care and support services in East Anglia, we will see a change in the 
profile of our workforce. However, in other ways, changes to our staff profile will be 
limited by the approach we are taking to recruitment throughout integration. In our 
Staff Promise, our commitment to staff as we go through integration and beyond, we 
said: 

“Our inclusive approach to recruitment and retention will give you opportunities to 
progress your career. We’ll fill vacancies through internal appointment wherever 
possible, identify and develop talent, and provide leadership support to help you 
discover and achieve your career goals. 

We will make every effort to keep compulsory redundancies to a minimum as a result 
of the merger, and throughout the co-creation and integration process.” 

These commitments mean that we expect to carry out a limited amount of external 
recruitment in the next year or two, and so our goal of achieving a more 
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representative distribution of staff throughout the organisation will mainly rely on 
internal movement of staff. We will monitor the number of roles we’re able to fill with 
internal candidates, and which staff members secure promotions or internal 
secondments, or become redeployees. This will allow us to analyse the impact that 
integration and departmental restructures have on our diversity. 

Achieving a more balanced spread of men and women across the four quartiles 
would reduce our gender pay gap and improve representation of different groups 
across the organisation. It would also help us to fulfil our Staf f Promise commitment 
that “diversity, inclusion and equal opportunity will be at the heart of how we work 
together, enabling us to celebrate and respect differences and cultures”. We see the 
representation of different groups throughout the organisation as important in itself, 
and there are several steps we can take in order to impact this distribution. These 
steps will form part of the Diversity and Inclusion Action Plan that we’re currently 
producing for our new organisation.  

We want this plan to be inclusive and to reflect the priorities of our staff, so we’ll be 
consulting with staff, including via our staff networks, union reps and staff forum. 
Because the actions relating to closing the gender pay gap are linked to career 
progression, it’s important to remember that it will take time for us to see results. 
NHG is committed to long term change, so the action plan will take us through the 
next five years, with each year being an opportunity to review our progress and 
make improvements to the plan. 

These are the actions we have identified so far that will be included in our Diversity 
and Inclusion Action Plan, which will contribute to closing our gender pay gap:  

• Career progression is being considered as each department goes through 
integration following our recent merger. This means that, where possible, job 
roles are being designed with clear next steps in mind, which should make it 
easier for staff to progress to more senior roles. 

• Succession planning will form part of directorate business plans. This means 
that directors will consider what development opportunities or other forms of 
support would help prepare staff at all levels within their directorates for a 
more senior role. 

• As a merged organisation, our learning and development team looked at the 
different workstreams from the two legacy organisations and developed the 
NHG learning and development offer, which includes support for business as 
usual, staff development, and integration skills. The offer covers in-house 
courses and programmes such as Emerging Leaders, Managing Myself and 
Others, and Change Management Conversations. Through our corporate 
memberships, staff are also able to access events, seminars, workshops and 
participate in programmes such as the Future of London programme, Housing 
Diversity Network mentoring, and the Chartered Institute of Housing 
mentoring. 

• We will continue to look at relevant development programmes for specific 
groups, such as providing support for front line care staff to complete their 
Diploma in Health and Social Care, and offering places on our Stepping 
Stones programme. 

• We will continue to promote equality of access to development opportunities, 
for example by ensuring that all staff are aware of what is available to them.  

• We will celebrate the achievements of a diverse range of staff and promote a 
culture of role modelling, so that others can be inspired by their  leaders and 
peers. 
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• We will continue to work with our existing staff networks, to ensure that the 
views of their members are reflected in the way the organisation is run, and to 
empower them to meet the objectives in their own action plans. 

• We will consult with staff to identify whether any other groups would benefit 
from the creation of a staff network. 

• As each department goes through integration, we will compare the ‘before’ 
and ‘after’ pictures in relation to diversity. 

• As the organisation goes through integration, we will report, by diversity 
strand, on who moves into a different role. We will look at who becomes a 
redeployee/is made redundant/secures a secondment, promotion or acting up 
opportunity, etc. Some of this work will be deferred until systems integration 
allows us to accurately report. 

Consultation with staff will begin in spring 2019 and our Diversity and Inclusion 
Action Plan will be published shortly after. We look forward to reporting on the 
progress made at the end of the first year of our plan. 

 

 


