GENDER
PAY GAP
REPORT
2022

WHAT DO WE
NEED TO REPORT?
GENDER PAY
• The difference between the mean and median
hourly rate of pay for males and females in April 2021
(pay period) provided they were employed by us on
05 April 2021.
• Details of the different elements included in this
calculation are detailed in the Base Pay slide.
• We can exclude individuals that received less than their
normal full rate of pay during this pay period.

BONUS PAY
• The difference between the mean and median total
bonus pay received by males and females in between
06 April 2020 and 05 April 2021 (bonus period),
provided they were employed by us on 05 April 2021.
• The percentage of males and females employed on the
05 April that received a bonus in the bonus period.

PAY QUARTILES
• The proportion of relevant full pay males and
females in each quartile pay band based on their
gender pay calculation.

METHODOLOGY

EMPLOYEES
• In order to identify all relevant employees we used
the Countryside payroll file from April 2021. Only
employees employed on 5 April 2021 will be included.
• There is only one employing entity so all relevant
employees are included.
• All employees are paid on a monthly basis.
• The data file contains all employees employed by
Countryside in April 2021.
• The data file includes permanent employees, fixed-term
employees and any employee’s on a zero hour contract.
• There are no self-employed contractors being paid
directly by Countryside in April 2021.
• There are no inpats/expats.

BASE PAY

Bonuses
- Referral bonus are included if received in the snapshot period date.

Base Pay is calculated using Full Pay
Relevant employees and only looks
at the pay period that 05 April 2021
falls in.

- Site Bonus payments are quarterly and for those paid in April 2021,
they have been pro-rated and divided by 3.
- Commission is included as it is paid monthly.
- Productivity bonuses, standard and long service awards are included if
received in the snapshot period date.

Countryside shift premiums have been included.
The definition of total base pay for April 2021 is as follows:
Monthly salary for the month.
• After the deduction of salary sacrifice benefits including:
		 - Bike loans, childcare vouchers, critical illness cover, dental plan, travel
insurance, gym membership, health cash plan, additional holiday, life
assurance and pension.
• After other allowances have been taken into consideration.
		 - allowances added in - fuel replacement, travel allowance, company
car allowance, pension replacement, holiday sold.
		 - allowances taken out – any company car deductions (if the car
selected by the employee is a higher value than the car allowance
amount), life assurance credits (where the person has traded down
their benefit).

Back payments are not included.
P
 ay increases back-dated to the previous month
(or earlier) have not been included.
Overtime has not been included.
Reduced Pay in April 2021
S ickness & Statutory Leave (Maternity /Paternity/Shared
Parental Leave)
A
 nyone who received reduced pay in April 2021 due
to sickness maternity, unpaid leave or unauthorised
absence have been excluded from the calculations.
Starters & Leavers
F or starters and leavers during the month of April 2021,
the number of their actual working days in the month
and the actual amount paid has been used to calculate
their hourly rate

BONUS
Bonus - calculations
are completed using
Relevant Employees
ANNUAL BONUS
• The annual bonus is paid in December. For the
purposes of the April 2021 Gender Pay reporting
this is therefore based on the December 2020
bonus data.

PERIOD BONUS
• All bonus or commission payments paid throughout
the 12 months preceding April 5th 2021 (e.g. site
bonus, productivity, awards, commission and LTIP)
have been used.

OTHER BONUSES
• Any one-off payments paid throughout the
12 months preceding April 5th 2021 have also
been included
- Long service awards
- Referral bonuses

GENDER PAY
GAP FOR
APRIL 2021
(reporting by April 2022)

OUR GENDER PAY GAP

26%

The mean hourly pay for women is 26% lower
than that of men

28%

The median hourly pay for women is 28% lower
than that of men

OUR BONUS PAY GAP

70%

The mean bonus pay for women is
70% higher than that of men

283%

The median bonus pay for women is
283% higher than that of men

PROPORTION
OF EMPLOYEES
WHO RECEIVED
A BONUS

41%

of male employees
received a bonus

27%

of female employees
received a bonus

PAY
QUARTILES

HIGHEST PAID
Top Quartile

83%

17%
Upper Middle Quartile

71%

29%
Lower Middle Quartile

64%

36%
Lower Quartile

53%

47%
LOWEST PAID

GENDER
PAY GAP YEAR
ON YEAR
COMPARISON

HIGHEST PAID
MEAN PAY GAP
2021
26%

2020
27%

MEDIAN PAY GAP

2019
28%

2018
28%

2021
28%

2020
27%

2019
33%

2018
33%

BONUS
MEAN BONUS PAY GAP
2021
-70%

2020
50%

2019
43%

MEDIAN BONUS PAY GAP
2021
-283%

2018
39%

% OF FEMALES WHO RECEIVED BONUS
2021
27%

2020
86%

2019
92%

2020
49%

2019
36%

2018
51%

% OF MALES WHO RECEIVED BONUS

2021
41%

2018
84%

2020
77%

2019
87%

2018
77%

PAY QUARTILES
TOP (HIGHEST PAID)

UPPER MID

LOWER MID

LOWER (LOWEST PAID)

Male

Female

Male

Female

Male

Female

Male

Female

2021

83%

17%

71%

29%

64%

36%

53%

47%

2020

87%

13%

71%

29%

63%

37%

56%

44%

2019

84%

16%

71%

29%

68%

32%

47%

53%

SUMMARY

PAY GAP CHANGES
EXPLANATION

The percentage of women within the highest paid quartile increased by 33% (from 12.9%
to 17.2%). There was slight growth in female representation across all of the quartiles
(apart from the lower middle).

MEDIAN GAP

3 9% of our Trainees in April 2021 were female. It is encouraging to see strong female
representation within these roles as their development over the coming years will hopefully
see them develop into more senior roles within our business, helping to close the gap.

The median gap has increased to 28%. This is due mainly to recruitment demographics
in the 12 months prior to 05 April 2021.

BONUS GAP

Whilst 32.8% of people recruited were female, almost 40% of these new starters
joined the business in administrative/support roles whilst a larger proportion of males
joined the business in typically higher-paid roles.

Business performance in FY20 was heavily impacted by the effects of Covid. As a result,
the group paid far lower bonuses during the April 2021 pay gap reporting year than in
years previously.

5 % of new females starting with the business joined at Director level, compared to
8.6% of males.

The total amount paid out in the bonuses (for those employed on the 05 April snapshot
date) during the bonus period prior to April 2021 fell by almost 65% compared to the
year before.

The significant median improvement last year was due mainly to the males and female
TUPE’d in to Countryside from Westleigh, where the majority of the male workforce
worked in lower paid manual roles.

MEAN GAP
The mean gap has decreased to 26%. Although this may seem at odds with the
median increase, this is common and there are good reasons why it can happen.
The mean figure is a comparison of the average male and females rates and can be
more distorted by individuals on high/low salaries.
Strong sales performance in helped reduce our mean gender pay gap. We have a
high representation of women within our sales teams, and whilst some of the large
commission payments made to females in April 21 had little impact on the female
median hourly rate, they had a far greater impact on the mean hourly rate.
We have made some senior female appointments in the 12 months prior to
05 April 2021, helping to raise the mean hourly rate for females.

The most heavily impacted bonus schemes were the Annual Bonus and LTIP. Commission
remained fairly unchanged, if not boosted in some areas, given the healthy housing market
during the pandemic.
Of the females to receive a bonus, 72% received Commission whilst only 7% of male bonus
receivers were on a Commission based scheme.
 he vast majority of males that received a bonus received a Site Bonus (59%) or a
T
Production Bonus (15%). These typically pay out at lower levels than commission.
The result of these circumstances has been dramatic:
• The male median bonus has dropped 9% without the payment of annual bonuses whilst
the female median has increased by 675%.
• The mean male bonus has almost halved on the previous year whilst the mean female
bonus has almost doubled.
- As a result we now have a positive gender bonus gap.

ACTIONS WE HAVE TAKEN:
• Fifty per cent of our Board of Directors are female,
and improving inclusion and diversity remains on the
Board agenda.
• 30% of our ExCo are female.
• Launched our Diversity, Equity & Inclusion Strategy.
• Focus on female nominations for our Leadership
Development programmes.
• Reviewing our succession plans and focusing on
ensuring a balance between male & female.
• Embedding our values and culture with the launch of a
Diversity & Inclusion strategy.
• Bi annual Equal Pay Report completed to highlight any
issues and pro-active actions taken.
• Introduced employee driven / led affinity groups –
Female / Menopause / Race / LGBT.
• A Countryside seat on WISH (Women in Social
Housing) London board.

ACTIONS TO TAKE:
• Continue to participate and highlight national and
international events such as International Womens Day,
Women into Construction.
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