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At Hales Group, we are committed to providing equal opportunities, fair pay, and a workplace where
colleagues can develop and progress based on their skills, experience and contribution.

This report sets out Hales Group's Gender Pay Gap information for the reporting period based on the snapshot
date of 5 April 2026. The data has been calculated in accordance with the Equality Act 2010 (Gender Pay Gap
Information) Regulations 2017.

A gender pay gap differs from equal pay. Equal pay relates to men and women receiving equal pay for the
same or equivalent work. The gender pay gap measures the difference between average earnings of men
and women across the whole organisation, regardless of role.

Niche Care Ltd is not required to submit a Gender Pay Gap return and is therefore excluded from this report.

HALES GROUP GENDER PAY GAP REPORT 2026
Snapshot Date: 5 April 2026

Introduction

Workforce Profile

At the snapshot date, Hales Group
employed 1,872 colleagues.
The composition of our workforce reflects the
demographics typically seen across the health and
social care sector, where female representation is
significantly higher than male representation. 
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Workforce Gender Split
Hales Group Workforce Profile (April 2026)
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Commentary
The 2026 data shows that Hales Group does not have a gender pay gap that disadvantages women. Both the
mean and median calculations indicate that female employees earn slightly more than male employees on
average across the organisation.

This position is influenced by the significant proportion of women employed across the organisation and the
strong representation of women throughout all pay quartiles, including senior and higher-paid positions.

The mean gender pay gap is -2.63%, meaning that on average women earn
slightly more than men across the organisation. 

The median gender pay gap is -4.28%, meaning that the middle-paid
female employee earns more than the middle-paid male employee. In
practical terms, women earn £1.04 for every £1.00 earned by men based on
median hourly pay. 
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Pay Quartiles

The workforce is divided into four equal pay quartiles based on hourly pay rates.

Women are well represented throughout all pay quartiles and account for 69.66% of employees in the highest-paid quartile.
This compares with 51.71% of employees in the lowest-paid quartile, demonstrating that women are strongly represented
across both operational and leadership roles within the Group.

Key Finding

Women are strongly represented throughout the
organisation and represent:

69.66% of employees in the highest-paid quartile
73.29% of employees in the upper-middle quartile
64.10% of employees in the lower-middle quartile
51.71% of employees in the lowest-paid quartile

This demonstrates that female representation is
maintained across all levels of the business, including
higher-paid and senior positions. 

Bonus Pay Gap

During the reporting period, a very small number of employees received bonus payments.

The reported bonus pay gap reflects the fact that bonus payments were made only to a very limited number of female
employees, while no male employees received bonus payments during the reporting period. As such, the bonus figures are
not considered representative of pay practices across the wider workforce and should be interpreted with caution. 
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*the male bonus comparator is nil because no men received bonuses

Sector Benchmark
The health and social care sector is characterised by a predominantly female workforce, and many
organisations continue to report gender pay gaps that favour men due to occupational segregation and the
under-representation of women in some senior and higher-paid roles. By contrast, Hales Group's 2026 results
show a mean gender pay gap of -2.63% and a median gender pay gap of -4.28%, indicating that women earn
slightly more than men on average across the organisation. Women represent 64.69% of the workforce and
69.66% of employees in the highest-paid quartile, demonstrating strong female representation at all levels of
the business, including senior and higher-paid positions.

These results compare positively with many organisations across the wider care sector, where women often
remain under-represented within higher-paid pay quartiles and median pay gaps continue to favour men.
Hales Group's workforce profile reflects not only the demographics of the sector but also the organisation's
commitment to providing equal opportunities for development, progression and reward regardless of gender.



Our Ongoing Commitments
While Hales Group's 2026 results demonstrate that women are well represented across all levels of the
organisation and that our gender pay gap is not disadvantaging women, we remain committed to maintaining
fair, transparent and inclusive employment practices.

To support this commitment, we will:

Monitor gender pay gap data annually, including pay quartile distribution, recruitment, promotion and
retention trends, to ensure equitable outcomes across the business.
Maintain transparent pay and reward processes, ensuring that pay decisions are based on role
requirements, skills, experience and performance, regardless of gender.
Support career progression at all levels, providing development opportunities, apprenticeships,
professional qualifications and leadership pathways to enable colleagues to progress within the
organisation.
Promote inclusive recruitment and succession planning, ensuring opportunities are accessible to all and
that diverse talent is represented throughout the organisational pipeline.
Continue to support flexible and family-friendly working practices, helping colleagues balance work and
personal commitments while pursuing career development opportunities.
Review bonus and recognition arrangements periodically to ensure they remain fair, transparent and
aligned with organisational objectives.
Foster an inclusive culture, where colleagues are valued, respected and able to contribute fully to the
success of the organisation.

We recognise that gender pay gap reporting provides an important opportunity to review workforce trends and
maintain accountability. We will continue to monitor our position and take appropriate action to ensure equality
of opportunity remains embedded throughout Hales Group.

Summary
Hales Group's 2026 Gender Pay Gap data demonstrates a workforce that is predominantly female, with women
representing 64.69% of all employees. Women are strongly represented across all pay quartiles, including the
highest-paid positions within the organisation. The Group's mean pay gap is -2.63% and median pay gap is
-4.28%, indicating that women earn slightly more than men on average. These results demonstrate that Hales
Group does not have a gender pay gap that disadvantages women and continues to maintain fair and
equitable pay practices across the business.

Director Declaration
I confirm that the information contained within this Gender Pay Gap Report is accurate and has been
calculated in accordance with the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017.

Nicola Mewse
Managing Director, Hales Group Previous Reports: 2025 2024 2023  2022  2021  2020  2019  

https://halescare.co.uk/wp-content/uploads/2025/04/Hales-Group-Gender-Pay-Gap-Report-2025.pdf
https://halescare.co.uk/gender-pay-gap-report-2024/
https://halescare.co.uk/gender-pay-gap-report-2023/
https://halescare.co.uk/gender-pay-gap-report-2022/
https://halescare.co.uk/gender-pay-gap-report-2021/
https://halescare.co.uk/gender-pay-gap-report-2020/
https://halescare.co.uk/gender-pay-gap-report-2019/
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