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Context: 

 

From April 2017, all organisations that employ over 250 employees are required to report annually on 

their gender pay gap.  The gender pay gap is defined as the differences in the average earnings of men 

and women over a standard time period, regardless of their role seniority. 

 

Pep&Co’s workforce consists of considerably more females than males, although the balance between 

male and female colleague shifts in favour of male colleagues in more senior grades at the most senior 

level of the organisation.   

 

 
 

This profile is consistent with that of the fashion clothing sector and it reflects the number of female 

part-time workers for whom flexible hours prove attractive.  Our gender pay gap results should be 

considered in the context of this distribution. 

 

 

 



Gender Pay Reporting 

 

The following results, in line with mandatory requirements, have been calculated as at April 2017: 

 

Mean gender pay gap The difference between the 
average hourly pay rate of all 
male and all female employees 

39.13% 

Median gender pay gap The difference between the 
middle value of pay for all men 
and middle value for all women 

0% 

Mean bonus pay gap The difference between the 
average bonus paid to men and 
women 

-9.15% 

Median bonus pay gap The difference between the 
middle value of bonus paid to 
men and women 

-11% 

Proportion of male receiving 
bonus. 

The proportion of men who 
were paid a bonus 

42.86% 

Proportion of females receiving 
bonus  

The proportion of women who 
were paid a bonus 

57.7% 

   

Quartile Pay Bands 

 Lower Quartile Lower Middle 
Quartile 

Upper Middle 
Quartile 

Upper Quartile 

Male 18% 7% 15% 7% 

Female 82% 93% 85% 93% 

 

Key Findings:  Gender Pay Gaps 

 

Pep&Co’s overall mean gender pay gap average of 39.13% is driven by two separate factors.   

 

The first relates to the size of the organisation, which is in ‘start up’ and employed just 603 colleagues at 

the time of the snapshot, with a very small first tier leadership team.  Due to the size of the organisation 

the gender of the first- tier management had a disproportionate impact on the gender pay gap. Whilst 

Pep&Co. employs one female in its first- tier leadership structure it employs a number of female senior 

managers in its second tier leadership structure and it is anticipated that a number of these roles will 

move into first tier leadership positions as the business grows.  The median average is the same for both 

male and female workers, reflecting the volume of colleagues in the same role, where pay is consistent 

across both genders.   

 

The second factor is the unusually low percentage of total male colleagues (13.29% of the total 

workforce).  This, again, distorts the pay gap as, with the vast majority of colleagues (as shown by the 

Median Average) paid £7.50 an hour, the mean average is not bought down for males as the simple 



numbers are too small to have any impact on the overall figure.  

 

Key Findings:  Bonus Pay Gaps 

 

Pep&Co’s overall mean bonus pay gap reflects the split of male / female role holders in the in-store 

bonusable population, where bonus achievement is driven by performance in relation to store sales 

targets.  The median bonus pay gap of -11% reflects a value of £6.52.   

 

Conclusions and Commitments 

 

This report is helpful in presenting an analysis of the organisation in relation to gender pay and 

highlights the impact of such a small first tier leadership structure in business start ups.  Pep&Co 

employs a healthy female talent pipeline and expects to offer career progression as the business grows. 

 

Pep&Co. has an objective of engaging and retaining colleagues through becoming an employer of choice 

offering many fulfilling career opportunities for all. 

It is proud of the career progression and talent management already demonstrated throughout the 

Company. 

The culture is very much based on openness, accessibility and lack of hierarchy with an outcome focused 

approach 

The business is rightfully proud of the brand it has built and colleagues feel a direct connection to being 

a part of that success.  

Pep&Co’s Board believes that its workforce should reflect the diversity of the communities and 

customers that it serves and aims to treat all of our colleagues fairly and consistently throughout the full 

employment lifecycle.  Pep&Co have implemented candidate attraction strategies that encourage the 

widest pool of candidates to apply for available roles. 

 

Statement 

 

I confirm that Pepkor UK Retail Ltd, trading as Pep&Co, has prepared its 2017 gender pay gap report in 

line with mandatory requirements. 

 

Mat Ankers 

March 2018 


