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Flightcare Ltd – Gender Pay Gap Report 
 

At We Care Group and across all of our homes, we are proud of our diverse workforce, and are commiƩed to 
ensuring that all our employees are treated equally and that everyone has the same opportuniƟes for 
recogniƟon, reward and career development. 
 
We have 10 legal enƟƟes but currently only report on Flightcare Limited given they are above the threshold 
for reporƟng, although, we are commiƩed to promoƟng equality across all of our business. 
 
This report presents the results of the gender pay gap analysis for Flightcare Limited. It summarises 
hourly pay and bonus pay differences between men and women, using the data provided for the 
latest reporƟng period – April to May 2024. 
 
Key Results: 
 

 We had a total of 221 employees in the data set, 164 female and 57 male. 
 On average, female earn 4.3% more than male (mean). 
 Mean hourly pay gap: -4.3% 
 Mean bonus pay gap: -114.8% 
 Percentage of men and women receiving a bonus: 15.5% men and 25.7% women 
 Lower pay quarƟle: 27.2% men and 72.8% women 
 Lower middle pay quarƟle: 27.2% men and 72.8% women 
 Upper middle pay quarƟle: 21.7% men and 78.3% women 
 Upper pay quarƟle: 27.1% men and 72.9 

 
InterpretaƟon of Results: 
 
The gender pay gap analysis shows no meaningful pay disparity between men and women. Women slightly 
outperform men in mean pay (+4.3%), while median pay is equal. These results suggest that pay pracƟces are 
equitable across genders. Our gender pay gap may be caused by our industry aƩracƟng predominantly a 
female workforce. 
 
Chart 1: Mean Salary by Gender   Chart 2: Salary DistribuƟon by Gender  
 
 
 
 
 
 
 
 
 
 
 

 
 

Our AcƟons: 
 

1. Review role-level and grade-level pay to confirm equality within comparable posiƟons. 
2. Analyse full-Ɵme/part-Ɵme status to ensure fairness in working paƩerns. 
3. ConƟnue annual monitoring and publicaƟon of gender pay gap metrics. 
4. Communicate findings internally and link results to diversity and inclusion strategies. 


