
Handicare Accessibility UK 2024-25
Gender Pay Gap Report

This report sets out the gender pay gap statistics 
for Handicare Accessibility Limited in relation to 
the reporting year of 2024-25. 



Introduction
Under the Equality Act 2010 (Gender 
Pay Gap Information) Regulations 2017, 
Handicare is legally required to publish, 
on an annual basis, specified information 
relating to its gender pay gap. 

The following information has been 
calculated in accordance with the 
Regulations and is legally compliant. 

The gender pay gap
The gender pay gap is the difference between the average pay 
of men and women, expressed as a percentage. The gap is 
calculated across the entire workforce of an organisation. 

The gender pay gap has many contributing factors, which will 
differ from organisation to organisation, across sectors and 
across geographies. These factors may be related to society or 
cultural aspects, the type of roles and tasks available within a 
business or as a result of internal organisational practices. 

It is crucial to our understanding of gender pay disparity to 
recognise that the gender pay gap is different to equal pay. 
Equal pay is where there is a discriminatory pay difference 
between men and women who carry out the same job, jobs 
rated as equivalent or work of equal value. The existence 
of a gender pay gap does not automatically give rise to any 
discrimination or equal pay matters. 



Organisational context
Handicare designs, manufactures, sells, installs and 
maintains accessibility equipment and, specifically in the 
UK, we make stairlifts. We are part of a bigger group of 
companies operating across the world and this means 
we can provide a broad range of accessibility products 
including home lifts and wheelchair or platform lifts, to 
help our customers maintain access to many spaces.

We have a broad range of roles in our business and our 
colleagues bring talents in many functions from design 
and engineering through to manufacturing, commercial 
teams, professional and supporting functions. We also 
have a varied range of working patterns in our teams, 
so the pay data we report on includes people who work 
shifts, part time, flexibly, remotely and in the field.



Gender pay gap
Mean gender pay gap
Based on the mean (average) hourly rate of pay for 
male and female employees in the relevant pay period, 
our mean gender pay gap is 2.6%.

This means when a true average is taken across every single 
person in our UK organisation, women typically earn 2.6% less 
than men. This is in all roles and not for the same job. If we only 
took one single role for example, men and women would be 
paid the same amount.

Median gender pay gap
Based on the median (middle) hourly rate of pay for 
male and female employees in the relevant pay period, 
our median gender pay gap is 17.6%.

We consider the main reason or contributory cause for the 
above gender pay gaps are the disproportionate number of 
men in technical roles within our business. For example, in Field 
Service Engineering and R&D Engineering we have a much 
higher proportion of men than women in these roles.

17.6%

2.6%



Gender bonus gap
Mean gender bonus gap
Based on the mean (average) bonus pay for male 
and female employees in the relevant pay period, our 
mean gender bonus gap is -26% (rounded to one 
decimal place). 

Median gender bonus gap
Based on the median (middle) bonus pay for male 
and female employees in the relevant pay period, our 
median gender bonus gap is -37% (rounded to 
one decimal place).

This shows that when a true average is calculated, women 
earn a higher bonus than men. We consider the main reason 
or contributory cause for the above gender bonus gaps is due 
to women receiving bonuses typically holding senior leadership 
roles in our UK business.

-26%

-37%



Bonus pay
The proportions of male and female 
employees who received bonus 
pay during the relevant pay period 
are as follows (percentages are 
rounded to one decimal place):

The main difference for the proportion of people receiving bonuses is due 
to the overall higher number of men than women employed at Handicare. 
19 women and 41 men received a bonus payment in 2024; these are 
linked to the specific role that each person holds. Typically bonuses are 
paid in sales and management roles.
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Salary pay quartiles
The following table separates our entire workforce into four 
equal quartiles based on the salaries that are paid to these 
employees. These quartiles are then further broken down into 
the number and proportion, expressed as a percentage, of 
male and female employees in each quartile.

Lower

65%

35%

Lower middle

66%

34%

Upper middle

83%

17%

Upper

77%

23%



We are committed to reducing, and subsequently closing, 
any identified gender pay disparity. This commitment, 
however, is made in line with our understanding that a 
period of time and exploration of a number of different 
actions may be needed in order to achieve this aim. 

Our activity remains focussed on increasing access to technical careers for women and 
girls and we have had some success in recruiting female apprentices into engineering 
roles. We review all recruitment advertisements to ensure no gender-bias language 
is used to describe opportunities, have seen growth in flexible working practices and 
continue to work with colleagues to drive more inclusivity into our working practices.

Actions to address  
gender pay disparity

Confirmatory statement
I confirm that the information set out in 
this gender pay gap report is accurate and 
calculated in accordance with the Regulations.

Signed: 

Name: Emma McAuley
Job title: HR Director
Date of statement: 2nd April 2025


