
GENDER PAY GAP  

What is the gender pay gap? 

Gender pay gap is a measure of the difference in the average pay of men and women (all basic 
pay is converted to hourly rates).   It is different from an equal pay comparison, which would 
involve direct comparison of two groups of people carrying out same, similar or equivalent 
work. 
How are the median / mean gaps calculated?  
The median gender pay gap is the difference in pay between the middle earner in the men 
and women’s cohort 
The other measure is the mean gender pay gap, which shows the difference in average hourly 
rate of pay between female and men colleagues.  
How are pay quartiles calculated? 
Quartiles are calculated by listing the pay rates of every colleague in the Legal entity from 
lowest to highest, before splitting that list into four equal-sized groups and calculating the 
percentage of men and female in each.  
What’s included in our calculations? 
Calculations of mean and median pay and of quartile pay bands are based on data from 
relevant full-pay employees who were working with us on 5 April 2021. Bonus calculations use 
bonus pay from the twelve months ending on 5 April 2021 for all relevant employees. 
 
Context 
In 2020 a large number of colleagues were furloughed in compliance with UK Government 
legislation.  Most significantly impacted was our Food Service business, which employs a 
higher percentage of females, a significant number of whom are in supervisory and 
management positions. 
In 2021, a large number of colleagues had returned from furlough, and this gives us a more 
accurate picture of our gender pay gap position, however we still had colleagues in the food 
business on furlough. 
The gender pay gap differential is influenced by the distribution of men and women in 
various roles across the organisation and not our overall approach to pay, which uses 
standardised processes that are not linked in any way to gender.   
The mean hourly pay gap and mean bonus pay gap is a result of the higher pay and higher 
bonuses offered to our management and senior management population, a higher 
percentage of whom are men.   
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IMPROVEMENT ACTIONS 

 

 
 

 

 

We have introduced a 
more structured STIP 

to ensure support 
office colleagues are 

incentivised and 
rewarded in a fairer 
more equitable way.

We have conducted 
our first engagement 

survey which has 
allowed us to collect 
demographic data on 
diversity, from which 
we can build specific 

targets

We began advertising 
all supervisory and 

management positions 
internally, prior to 
exploring external 

recruitment solutions.  
This resulted in over 

10% of our workforce 
being promoted 

internally in 2021, of 
this 60% of internal 
promotions were 

female.

We conducted a 
benchmarking exercise 

on salaries and 
benefits for senior 

roles, and this 
approach will be 

cascaded through the 
organisation in 2022.

We completed a 
detailed gender pay 

gap analysis by brand 
and by role in order to 
identify and equalise 
pay ranges.  Although 
this had an impact in 

2021, we expect to see 
a further impact in 

2022.

WHAT WE'VE 
DONE

.

Encouraging 
colleagues to complete 

their demographic 
data, and working with 
global benchmarking 
specialists to improve 

our D&I position, 
which will enable us to 

set improvement 
targets

Reviewing our family 
policies to identify 

ways to improve in a 
bid to attract and 

retain female 
colleagues

Delivering a coaching 
and mentoring 
programme to 

enhance colleague 
support/engagement 

to help improve 
performance, focus on 

D&I and Wellbeing,  
and enable colleagues 
to better realise career 

development 
opportunities.

Delivering leadership 
and development 

programmes targeted 
at all colleagues with 

direct reports to 
educate, inform and 

coach on a number of 
HR requirements, D&I 
will be a key feature.

Continuously 
reviewing our 

recruitment collateral 
to ensure all adverts 
are gender neutral.

Developing a Group 
Reward strategy 
focussing on the 
introduction of a 

simple but structured 
grading system and 

associated salary 
ranges

WHAT WE'RE 
DOING


