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Introduction
Since 6 April 2017 employers in Great Britain, with more than 
250 staff, and all public bodies are required by law to publish 
figures relating to their salaries for male and female employees 
and how they compare, i.e. what is the gender pay gap?

This is not the same as equal pay, as gender pay reporting 
shows the difference in the average pay between all men and 
women in the workplace, whilst equal pay deals with any pay 
differences between men and women who are carrying out the 
same, similar or comparable roles in an organisation. CIAT is 
an equal opportunities employer, and pays all staff based on the 
roles they perform and in line with the Equality Act 2010.

CIAT had fewer than 250 staff on the snapshot date in April 
2017 therefore this report is voluntary. At the snapshot date, 
CIAT had 22 employees, eight males and fourteen females.

Calculations
The calculations required are:
1. Gender pay gap — hourly rate (mean and median).
2. Gender bonus gap (mean and median).
3. Proportion of men and women in each hourly rate pay 

quartile.
4. Proportion of men and women receiving bonuses.

1. Gender Pay Gap — hourly rate

Mean gender pay gap in hourly earnings: -5.3%

This figure was reached by working out the hourly rate for all 
female employees, taking the average and then comparing it to 
the equivalent figure of the male employees. It shows that on 
average, the fourteen female employees are paid 5% more than 
the eight male employees.

Median gender pay gap in hourly earnings: 20.5%

This figure was reached by putting the hourly rates of the 
female employees in ascending order, and then taking the 
middle value, i.e. the median value, and then  comparing it to 
the equivalent figure for male employees. It shows that the 
mid-point salary for the male employees is 20.5% higher than 
those of the female employees.

2. Bonus Gender Pay Gap

Mean bonus gender pay gap: -13.6%

This figure was reached by working out the average bonus paid 
to the female employees, and then comparing it to the average 
bonus paid to male employees. It shows that on average the 
fourteen female employees were paid bonuses worth 14% 
more than the eight male employees. The bonuses included 
were all performance related.

Median bonus gender pay gap: 15.6%

This figure was reached by putting the total bonuses of the 
female employees in ascending order, and then taking the 
middle value, i.e. the median value, then comparing it to the 
equivalent figure for male employees. It shows that the mid-
point salary for the male employees is 16% higher than those 
of the female employees.



3a. Proportion of men and women in 
lower and lower middle hourly rate pay 
quartile

Six of CIAT’s 22 employees at the snapshot date made up the 
lower quartile based on hourly pay. The split between males 
and females is even, with three of each gender making up the 
six.
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All of the five employees who fall into the lower middle pay 
quartile are female.

3b. Proportion of men and women in 
upper middle and upper hourly rate 
pay quartile

Six of CIAT’s 22 employees at the snapshot date made up the 
upper middle quartile based on hourly pay. The split between 
males and females is even, with three of each gender making up 
the six. This mirrors the lower pay quartile.
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Of the five employees making up the upper quartile, two are 
male and three female.
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3c. Males and females split by quartile

Of the eight male employees, 38% are in the lower pay quartile, 
none in the lower middle, 38% in the upper middle and 25% in 
the upper quartile.

In comparison, 21% of females are in the lower, 36% in the 
lower middle, 21% in the upper middle and 21% in the upper 
quartile.
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4. Proportion of men and women 
receiving bonuses

In 2017, all fourteen female and all eight male employees 
received the same number of bonuses. 

Conclusions
The mean hourly rate gender pay gap shows that on average 
CIAT pays its female employees 5.3% more than its male 
counterparts. This difference is down to CIAT having more 
female employees in each of the pay quartiles than males. This 
is reflected in the mean gender bonus gap.

The median gender pay gap shows that the mid-point of 
male salaries is 20.5% higher than the female employees. 
The reason for this is down to the distribution of male and 
female employees across the different quartiles. 63% of male 
employees are in the upper and upper middle quartiles, whilst 
43% of female employees are in the upper two quartiles. This 
would skew the list of hourly rates when put in order for the 
male employees, but would result in a more even split when 
looking at female employees. This is reflected in the median 
gender bonus gap.

There are no pay quartiles which contain more male than 
female employees, with the lower and upper middle quartiles 
containing the same proportion. What this means is that there 
are no areas of the company where men are paid more than 
women, which is in keeping with CIAT’s policy of being an 
equal opportunities employer.
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