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Introduction 
 
PCI College is fostering an equitable, diverse and inclusive workplace and is delighted to present its 
2025 Gender Pay Gap Report. 
 
This is the college’s first annual Gender Pay Gap Report, the purpose of which is to comply with its 
legal obligation under The Gender Pay Gap Information Act 2021 and to publish information on the 
college’s gender pay gap - specifically, gender based differences in mean and median hourly 
remuneration, mean and median bonus payments and the percentage of employees paid a bonus or 
benefits in kind.  
 
As such, whilst still recognising there is work to be done, PCI College is pleased to provide a positive 
report in respect of the above reflecting the college’s commitment to building a work environment 
which is inclusive and one where all can succeed. 
 
The college would like to acknowledge the commitment of its staff for their continued engagement 
and support and looks forward to working together to further reduce the gender pay gap.  
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Gender pay gap  
 
PCI Counselling Limited, trading as PCI College, (‘the college’ or ‘the company’) is committed to 
building a diverse team and providing equal pay for people performing the same or equivalent work. 
The company focuses on attracting diverse candidates, and has processes that support hiring those 
most qualified and best suited to each role. 
 

What is the gender pay gap?  
 
The gender pay gap measures the difference in the average (mean) and midpoint (median) hourly and 
bonus pay of male and female employees. The gender pay gap is not the same as equal pay - it is a 
different but connected issue. Equal pay is the legal obligation that requires employers to give 
employees equal pay if they are employed to do like work, irrespective of gender. 
 

Why is the company reporting?  
 
Regulations were introduced in 2025 which placed reporting and publication obligations on both 
private and public sector employers with 50 or more employees to disclose their gender pay gap. PCI 
Counselling Limited welcomes the introduction of these regulations and is pleased to comply with its 
requirements under the regulations.  
 
Under the regulations, the company is required to choose a snapshot date in June as the basis of its 
reporting. The chosen snap date is 27 June 2025. This report includes all relevant employees of PCI 
Counselling Limited on this date.  
 
On 27th June 2025, the company employed a total of 77 people with females representing 66% of the 
workforce. Of the 77 employees, 51 were female and 26 were male. 
 

The company’s gender pay gap data 
 
 The overall 2025 mean gender pay gap is 26.78% in favour of females. The overall 2025 median 

gender pay gap 35.06% also in favour of females. PCI Counselling Limited employs more females 
of which 79.5% hold higher positions resulting in a gender pay gap in favour of females. 

 For part-time employees, the company has 12 males and 13 female employees. The mean gender 
pay gap is 11.44% in favour of females and the median pay gap is a low 0.27%. This gap is due to 
some female managers contracted to work part-time. 

 For temporary employees, the company has 9 males, and 25 female employees giving a mean 
gender pay gap of 22.47% in favour of females with a median pay gap of 34.62% also in favour of 
females. The gender pay gap among temporary staff reflects the project-based nature of 
employment rather than any systemic pay inequality. The business in which the company operates 
is female dominated resulting in higher average compensation for female temporary employees.  
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The table below illustrates the gender balance within each of PCI Counselling Limited’s pay quartiles 
as at the 2025 snapshot date. To calculate this data, the company arranged all employees in order of 
lowest to highest salary and then divided them into four equal parts. Each group represents a quartile.  
 

 
Pay Quartile 

 
Male 

 
Female 

 
Lower Quartile 

 
42% 

 
58% 

Lower Middle Quartile 53% 47% 
Upper Middle Quartile 21% 79% 
Upper Quartile 20% 80% 

 
 

Key observations 
 

• In 2025, females occupy 79.5% of roles in the upper two quartile demonstrating strong female 
representation at senior levels. 

• PCI Counselling Limited has a relatively balanced distribution of males and females across the 
company’s lower middle quartile.  

 Females occupy 58% of the lower quartile, reflecting the nature of their work.  
 

Bonus remuneration and Benefit-in-Kind 
 

  
% of Males 

 
% of Females 

 
% Receiving BIK 

 
61.54% 

 
50.98% 

% Receiving bonus 73.08% 
 

50.98% 
 

 

Key observations 
 

 All company full-time and part-time employees receive both bonuses and benefits-in-kind and are 
treated equally regardless of gender. 

 Temporary staff do not receive either bonuses or BIKs. Excluding temporary staff from bonuses 
and BIKs is standard practice that reflects different employment relationships, administrative 
complexity, and the fact that temporary workers typically receive higher base compensation in 
lieu of benefits. 

 
Bonus remuneration – mean and median 
 

 
Mean Bonus Gap  

 
42.58% in favour of females 

Median Bonus Gap 8.63% in favour of females 
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Key observations 
 

 Higher level of bonuses were paid to female employees in senior positions taking on additional 
responsibilities. All other staff are treated equally. 

 

Reasons for gender pay gap 
 
The gender pay gap at PCI Counselling Limited can be attributed to the following factors: 
 
 Higher proportion of females in senior positions: The report shows that 79.5% of employees in 

the upper two quartiles are female. As such females occupy the majority of higher-paying 
managerial and senior roles.  

 Workforce composition: 66% of the total workforce (51 out of 77 employees) is female, giving 
females greater representation across all levels.  

 Career progression: Females have progressed to leadership positions within the company, while 
male employees are more concentrated in lower quartiles.  

 Female-dominated profession: The sector in which the company operates i.e. counselling, 
psychology, and therapeutic services are traditionally female-dominated fields. As such females 
are more likely to pursue employment opportunities with companies such as PCI Counselling 
Limited. 

 

Actions the company is taking 
 
PCI Counselling Limited is committed to maintaining and improving its position on gender equality. 
Ongoing initiatives include: 
 
 Inclusive recruitment: The company maintains inclusive recruitment practices at every stage of 

its hiring process, using gender neutral language in all job advertisements. 
 Equal Opportunity: The company continues to ensure that all employees have equal access to 

opportunities for advancement, regardless of gender.  
 Regular Monitoring: The company will continue to monitor its gender pay gap annually and report 

transparently on progress.  
 Flexible Working: The company offers flexible working arrangements to support employees in 

balancing work and personal commitments.  
 Development Opportunities: The company is committed to providing equal access to training and 

development opportunities for all employees. 
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Conclusion 
 
The overall 2025 mean gender pay gap is 26.78% in favour of females. The overall 2025 median gender 
pay gap of 35.06% is also in favour of females This reflects the strong representation of females in 
senior positions within PCI Counselling Limited and its commitment to equal opportunities for all 
employees. 


