
 

 

InHealth Group Ltd Gender Pay Report 
1st April 2018 to 31st March 2019 

 

This is the third year InHealth that has issued the Gender Pay Gap Report, with data from 31st 
March 2019. The tables from 2017 and 2018 are also included within this report, as they 
demonstrate a continued positive impact in our Gender Pay Gap over the past two years. 

 

 

 

 
 

  2019 Data  Mean Median 

1 Pay Gap  9.8% 3.0% 

2 Bonus Gap  -27.8% 54.8% 

    Males Females 

3 % of employees receiving bonus  2.63% 1.5% 

 % of employees in each pay quartile   Males Females 

4 Q4 (Pay Band 4 – highest band)  
424 employees in band 

 
31.9% 67.7% 

5 Q3 (Pay Band 3)  
426 employees in band 

 
37.8% 62.2% 

6 Q2 (Pay Band 2)  
426 employees in band   

 
39.9% 60.1% 

7 Q1 (Pay Band 1 – lowest band)  
426 employees in band 

 
24.4% 75.6% 

  2018 Data (Published April 2019)  Mean Median 

1 Pay Gap  14.6% 5.8% 

2 Bonus Gap  51.8% 43.8% 

    Males Females 

3 % of employees receiving bonus  11% 7.2% 

 % of employees in each pay quartile   Males Females 

4 Q4 (Pay Band 4 – highest band)  
386 employees in band 

 
34.3% 65.2% 

5 Q3 (Pay Band 3)  
388 employees in band 

 
38.4% 61.6% 

6 Q2 (Pay Band 2) 
388 employees in band   

 
38.9% 61.1% 

7 Q1 (Pay Band 1 – lowest band)  
388 employees in band 

 
21.9% 78.1% 

  2017 Data (published April 2018)  Mean Median 

1 Pay Gap  24.1% 18.4% 

2 Bonus Gap  28.5% 22.5% 

    Males Females 

3 % of employees receiving bonus  12% 7.5% 

 % of employees in each pay quartile   Males Females 

4 Q4 (Pay Band 4 – highest band)  
350 employees in band 

 
40% 60% 

5 Q3 (Pay Band 3)  
350 employees in band 

 
42% 58% 

6 Q2 (Pay Band 2)  
350 employees in band   

 
31% 69% 

7 Q1 (Pay Band 1 – lowest band)  
350 employees in band 

 
19% 81% 



 

 

InHealth Gender Pay report data context 
 

The mean average shows that on average, men are paid 9.8% more than women. This shows 
a 60% decrease over the last two years from 24.1% in 2017 and 14.6% last year. The median 
average has also decreased by 84% and is now 3%.  
The higher (pay band 4) average pay for men at InHealth correlates with the higher distribution 
of men in senior roles, with 7.5% more men and 8% less women in the upper pay quartile (Pay 
band 4) than in the lowest pay quartile.  
 

There is an 8% increase in women in the upper quartile band over the past two years and a 
continuance of a more balanced split of men and women in the other quartiles.  
 

Eligibility to bonus was restricted to senior management roles from April 2019 and this explains 
the reduction in % receiving a bonus. Of those remaining, 1.1% more men received bonuses. 
This data includes commission payments linked to business development roles, of which 
87.5% are held by men.  
 

Our Leadership Academy introduced in 2016 aims to improve the quality of leadership and 
management at InHealth. We have focussed our places on female staff and 65% of our 
graduates over the past four years are female. We also have a 60% female cohort on our 
Management Level 3 programme - this will see over 30 upcoming Managers and Leaders 
graduate in the summer of 2020. We hope that our training focus will bring more women into 
senior management roles at InHealth in the future.   
 

InHealth Intelligence Gender Pay Report 

    Mean Median 

1 Pay Gap 21.6% 14.7% 

2 Bonus Gap 58.1% 0% 

    Males Females 

3 % of employees receiving bonus 65.6% 61.9% 

  % of employees in each quartile Males Females 

4 Q4 (highest band)  
121 employees in band 

34% 66% 

5 Q3 120 employees in band 19% 81% 

6 Q2 120 employees in band 15% 85% 

7 Q1 (lowest band)  
121 employees in band 15% 85% 

 

The mean average at InHealth Intelligence shows men are paid 21.6% more than women 
(reported 30.2% at April 2018). The higher average pay for men at InHealth Intelligence 
correlates with the higher proportion of men in senior roles, with 19% more men and 19% 
less women in the upper pay quartile than in the lowest pay quartile. 
 

1.8% more men receive bonuses at InHealth Intelligence (down from 13.1% reported at April 
2018). This data includes sales commission payments, of which the single eligible role is 
held by a man.   
 

Bonuses for men are on average 58.1% higher at InHealth Intelligence than those for 
women. This is distorted by Directors bonuses, of which two in receipt were male and one 
female. InHealth Intelligence bonuses during this period are linked to the performance of the 
business at the end of the Company financial year - all employees who were not employed 
at this point were not in receipt of a bonus. 
 



 

 

The overall percentage of roles split by male and female employees at InHealth Intelligence 
is 21.2% and 78.8% respectively. 


