
Gender Pay Gap Report 2024

This report shares our gender pay gap data for the 12 months to 5th April 2024 and is 

calculated using the pay data for 192 full pay relevant colleagues. 2024 is the second year 

we have reported Gender Pay Gap Data. 

 5th April 2024
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Supporting Narrative in helping close the Gender Pay Gap 

As Managing Director of Thorncliffe Building Supplies Ltd it is my responsibility to ensure that we cultivate a workplace culture 

that champions equality, diversity, and inclusion. Recent statistics in the Gender pay gap reporting 2024 have illuminated an 

undeniable truth: women, on average, are still paid less than their male counterparts for the same work across many industries, 

including ours. This is not only unjust but also detrimental to our collective success.

Firstly, let us recognize the talent and potential that every employee brings to our organization, regardless of gender. Talent is 

distributed evenly across demographics, yet opportunity and recognition have not been. When we fail to close the gender pay 

gap, we undermine both the value of our female employees and the innovative spirit of our company. Diverse perspectives foster 

creativity and adaptability—qualities that are essential in today’s challenging environment. By ensuring equitable pay, we not 

only affirm our commitment to diversity but also enhance our competitive edge.

Furthermore, let us consider the broader implications of equal pay on employee engagement and retention. A workforce that 

feels valued and compensated is more likely to be motivated, loyal, and productive. When our employees know that their 

contributions are acknowledged without bias or disparity, we build a culture of trust and collaboration. It is simple: when people 

feel supported, they perform at their best. 

I am proud of the initiatives we have implemented thus far to promote equality in our workplace, from flexible work 

arrangements to professional development opportunities aimed at empowering women in leadership roles. However, we must 

go further and take actionable steps to address them. This includes implementing transparent pay practices and providing 

training and development opportunities to recruit women into our key HGV roles as an example and not just administrative roles. 

Closing the gender pay gap will require commitment from all levels of our organisation. We must hold ourselves accountable and 

engage in ongoing conversations about gender equity, ensuring that our practices reflect our values.

In moving forward, we will prioritise initiatives that promote transparency and accountability, track our progress, and celebrate 

our successes as milestones in our journey toward equality. Together, we can create a workplace where every employee feels 

valued, empowered, and fairly compensated for their contributions. Let us be leaders in this endeavour and set an example that 

echoes throughout our industry. The time for change is now, and I am committed to leading this charge alongside each of you. 

Together, we can close the gender pay gap and build future for our company. 

Tim Harper

Director



Understanding how we calculate our gender pay and bonus gap

What is the Gender Pay Gap?

• The gender pay gap is the difference between the average pay of men and women in an organisation, regardless of their roles.

• Under UK legislation all companies with 250 or more employees are required to publish gender pay gap information.

• The gender pay gap and equal pay both deal with pay disparity at work, but they are not the same.

• Equal pay means that men and women performing equal work, or work of equal value, must receive equal pay.

• Gender pay gap measures the difference between men and women’s average earnings in an organisation. This is therefore impacted by the number of

men and women at different levels of seniority throughout the organisation.

What do we measure: 

1. Pay quartiles Pay quartiles represent the percentage of men and women in four equally sized groups, ranked from highest to lowest hourly pay. If the

figures show a negative percentage, it means that men have lower pay or bonuses than women. If the percentage is positive, it shows that women

have lower pay or bonuses than men.

2. Mean average pay gap The mean gender pay gap is the difference between the average hourly rate of pay for women, compared to the average

hourly rate of pay for men. Median average pay gap The median represents the middle point of our pay range when we rank each gender group from

highest to lowest pay.

3. Bonus Proportions - The proportions of male and female relevant employees who were paid bonus pay during the relevant period

4. Mean/Median Bonus Gap – The difference between the median bonus pay paid to male relevant employees and that paid to female relevant

employees.

A zero percentage shows that there is equal pay or bonuses between men and women the organisation



Quartile Pay Bands - Percentage of male and 

female full pay relevant employees in lower, lower 

middle, upper middle and upper quartile pay bands. 
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Commentary:

In Thorncliffe, women occupy 11.48% of the 

highest paid jobs and 26.22% of the lowest 

paid jobs 

Our highest paid roles are HGV driving roles 

and machine driver roles. 

Key factors to consider here are the outcome 

of economic, cultural, societal and educational 

factors in the choice of roles differing between 

men and women. 



Mean and Median gender pay gap using hourly pay

Mean – The difference between the mean hourly 

rate of pay of male full –pay relevant employees and 

that of female full pay relevant employees 

Median- The difference between the median hourly 

rate of pay of male full pay relevant employees and 

that of female full pay relevant employees 

8.24%

11.51%

Pay gap using hourly pay

Mean gender pay gap using hourly pay Median gender pay gap using hourly pay

Commentary:

In Thorncliffe women earn 90p for every £1 

that men earn when comparing median hourly 

pay. 

Women's Median hourly pay is 11.5% lower 

than men’s 

When comparing Mean (Average) hourly pay, 

women's mean hourly pay is 9.7% lower than 

men’s 



Bonus Proportions –The proportions of male and female relevant employees who were paid bonus pay during the

relevant period 

Percentage of men and women who 
received bonus pay 

Men Women

Commentary:

We provide Picking Bonus and phone 

allowance bonus based on job role. We 

offer no other bonus based on 

performance.

In Thorncliffe 0% of women we employ 

received a Bonus Payment compared to 

8.65% of men who did receive a bonus 

payment.  

This is due to the nature of the job roles 

completed by genders. 



Mean/Median Bonus Gap – The difference between the 

median bonus pay paid to male relevant employees and that 

paid to female relevant employees 

Commentary:

In Thorncliffe, women earn 0p for every pound 

that men earn when comparing median bonus 

pay. Their median and mean bonus pay is 

100% lower than men’s 

This is due to the different nature of the job 

roles they do. 
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2024 Action plan to reduce gender pay gap

1. We have completed all our action points from 2023 Gender Pay gap reporting.

2. We will review the Office of National Statistic gender pay gap data in line with ours to see where the opportunities are.

3. We will conduct a review of our pay structures and policies each year to identify any gender-based inequities.

4. We will promote recruitment strategies to attract a diverse talent pool in our driver roles.

5. We will foster a more inclusive work environment continuing to encourage promotion from within the work force equally by 

advertising all roles internally and have a robust recruitment and training process in place to support this. 

6. We will strive for pay parity and equal reward by regularly reviewing and adjusting salaries/bonus/reward process to 

eliminate any discrepancies. This commitment will ensure that employees are compensated fairly for their contributions, 

irrespective of gender.

7. We will enhance transparency by publishing data on our progress in closing the gender pay gap each year on our web site

and government portal. This transparency will hold us accountable and allow us to learn from our successes, challenges and

implement further strategy on opportunities for the future.

Thorncliffe Building Supplies Ltd 

Allt-y-Graig

Meliden Road 

Dyserth 

LL18 6DE
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