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2026 Gender Pay Gap Report

Executive Summary:

The Gender Pay Gap Report for acuity care provides a detailed analysis of our gender pay
gaps, covering hourly pay, bonus pay, quartile distribution, and internal workforce structure.
This report complies with the Equality Act 2010 (Gender Pay Gap Information) Regulations
2017.

Our Commitment

acuity care remains committed to creating an inclusive and equitable workplace where
people can develop and progress regardless of gender. We will continue to monitor our data,
take action where needed, and create opportunities for all colleagues to thrive.

1. Key Metrics: mean and median pay gaps

e Mean gender pay gap: 6.15% (in favour of males).
Greater male representation in specialist, or senior managerial roles.
Higher pay levels attached to roles predominantly held by men.

e Median gender pay gap: 3.65% (in favour of females).
Females are more strongly represented in stable middle-band roles.
Males are more widely dispersed across the pay distribution.

2. Bonus Pay Gap Analysis:

e Mean bonus gap: 86.47% (driven by high-value male bonuses).

e Median bonus gap: 76.34%.

 Bonus recipients: 4.4% of men vs 4.08% of women of the entire employee population.
A small number of senior male employees received significantly higher bonus awards,
widening the gap.

3. Pay Quartiles:

Quartile Female Male
Lower 73% 27%
Lower Middle 73% 27%
Upper Middle 84% 16%
Upper 70% 30%

Total workforce 71% 29%
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Our workforce is dominated by females at all levels. This indicates the workforce structure
is stable and consistent by gender. However, there is slightly higher male representation at
the very top - male representation rises slightly (from 27% in lower quartiles to 30% in the
upper). This reflects a small number of high earning senior male roles.

Understanding the Gender Pay Gap Figures

Our gender pay gap results should be viewed in the context of our workforce, which is 71%
female. Women are strongly represented across all pay quartiles, including 70% of our
highest-paid roles. This distribution closely mirrors our overall gender profile,
demonstrating that women progress through our organisation and access senior roles.

Our mean gender pay gap of 6.15% in favour of men is driven by a small number of higher-
paid male roles. However, the median gender pay gap is 3.65% in favour of women, showing
that the typical female employee earns slightly more than the typical male employee.

Taken together, the data indicates that our gender pay gap arises from the distribution of
roles rather than unequal pay for equal work. Female colleagues are well represented across
all pay levels, and we remain committed to supporting balanced progression and
representation in senior position

Action Plan
We will:

* Continue to review gender representation in senior and specialist posts.

* Promote fair access to development, training and progression opportunities.
* Encourage diverse shortlists for leadership and technical roles.

* Review promotion patterns annually to ensure fairness.

* Review bonus outcomes annually to ensure fairness and transparency.

* Train managers in objective performance assessment.

Declaration:

This report is accurate and has been produced in accordance with UK statutory regulations.



