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EXECUTIVE SUMMARY

The Gender Pay Gap measures the difference in the average pay 

between all men and women within an organisation, regardless of the 

nature of their role. The way this is calculated is set out by Government, 

however, due to the unprecedented year every business has faced with 

COVID-19 this has impacted on many companies results for 2020. 

Despite understanding that our results are skewed for 2020 we fully 

support the need for this legislation and are committed to reducing our 

gender pay gap. We know that the main driver for our gender pay gap is 

the number of females in senior leadership positions and whilst we are 

realistic that it will take time to reduce our gender pay gap, this report is 

really helpful in identifying the key drivers so that we can put in 

measures to work towards eradicating our gender pay gap. 

SNAPSHOT DATA

Like many other businesses, COVID-19 has had a large impact which 

saw us needing to furlough colleagues and many needing to shield or 

self-isolate over the period in which the gender pay gap is calculated. 

For us that meant the number of colleagues used to calculate our 

gender pay gap (as per Government guidelines) drastically dropped by 

41% meaning the results published within this report whilst accurate are 

not fully reflective of our business. 

OUR BROADER BUSINESS

The results contained within this report are those of Poundland Limited and 

have been calculated in line with Government guidelines. This does mean 

that our Pep&Co and Dealz (ROI) colleagues are not included within our 

results, which had they been would reduce our gender pay gap further. 

Whilst we are unable to include these colleagues within our gender pay 

calculation, our commitment to reduce our gender pay gap and subsequent 

action plan includes all of our colleagues and brands. 

HOURLY PAID ROLES

Our report this year details our results, the key drivers and our action plan 

to support our desire to be transparent. Our Executive Team remain 

committed to continually develop our action plan in order to reduce our 

gender pay gap.

0%

78% of our workforce are hourly paid colleagues in 

store where we have set hourly rates. Calculating 

our gender pay results for these roles alone would 

result in our median and mean gender pay gap 

being 0%.



WHAT IS THE GENDER PAY GAP?

The gender pay gap measures the difference in the average pay between 

all men and women within an organisation, regardless of the nature of 

their role. Gender pay is different to equal pay, which directly compares 

the pay of men and women who perform the same role, similar roles or 

roles of equal value.

WHAT IS INCLUDED WITHIN THE CALCULATIONS?

The calculations for the mean and median gender pay gap are based on 

data from April 2020 only and include:

Ordinary pay – this includes basic pay as well as other types of pay such 

as allowances, pay for leave and shift premium pay. It does not include 

pay relating to overtime, redundancy or pay in lieu of annual leave.

The calculations for the mean and median bonus pay gap are based on 

data for the 12 months up to 5th April 2020 and include:

Bonus pay – this includes any pay that relates to profit sharing, 

productivity, performance, incentives and commission. It does not include 

pay relating to overtime, redundancy or pay in lieu of annual leave. 

DIFFERENCE BETWEEN MEDIAN AND MEAN

Median
This is calculated by arranging females pay in order from lowest to highest and 

selecting the pay of the individual in the middle. This is then also completed for 

males pay.

MedianLowest 

Paid 

Highest 

Paid 

Mean
This is calculated by adding together the pay for all females and dividing by the 

total number of females. This is then also calculated for males.

vs

UNDERSTANDING THE GENDER PAY GAP
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BONUS PAY GAP

We are pleased that our 2019/20 

median bonus pay gap has reduced 

by 11% from 2018/19. The main cause 

for our bonus pay gap is driven by the 

number of females and males in 

bonus paying positions (see key 

drivers) and we remain committed to 

continuing to reduce the gap that 
currently exists.

MEDIAN

MEAN

49.9%

71.1%

21% 12%

PAY GAP

Our median gender pay gap has increased 

slightly from last year (see our key drivers 

for more information), however, Poundland

still remains broadly in line with the Retail 

sector and compares favourably to the UK 

overall. We remain committed to 

continuing our work to reduce our gender 

pay gap.

POUNDLAND RETAIL* UK*

MEDIAN

MEAN

7.7%

16.8%

7.1%

16.2%

15.5%

14.6%

* Source: Office for National Statistics, October 2020

PAY QUARTILES

Quartiles are calculated by ranking pay for all colleagues from lowest to highest and then splitting into four 

equally sized groups, showing the percentage of men and women in each group. For April 2020 the 

percentage of men and women in each pay quartile was as follows:

Upper QuartileUpper Middle QuartileLower Middle QuartileLower Quartile

Male

Female

59%

41%
36%

64% 61%

39% 65%

35% Bonus pay difference between men and women:

The proportion of male and female colleagues 

receiving a bonus:
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OUR ACTION PLAN

OUR KEY DRIVERS OUR ACTION PLAN

Furlough
We are very conscious that the impact of COVID-19 and furloughing colleagues has 

meant that the number of full pay relevant employees (used to determine 

organisations gender pay gaps) have significantly fallen. Whilst it is difficult to assess 

the full impact, we know this is one of the main causes for the increase in our gender 

pay gap for 2020.This will not distract us though from continuing work to reduce our 

gender pay gap.

Senior Manager Population
A lower proportion of females are in senior leadership roles than entry level or store 

roles. Just over 25% of senior leaders are women which has decreased slightly since 

last year and this remains one of the biggest causes of our overall gender pay gap. It 

is common for there to be fewer senior roles in most large businesses and the 

turnover within these roles is significantly lower. This in turn means that it will take 

time for us to reduce our gender pay gap, however, we will continue to encourage all 

colleagues to progress within our Poundland family.

More Women Working Part Time
We are passionate about ensuring our colleagues have a balanced work-home life and 

are proud to be able to provide flexibility to our colleagues with their working hours. 

Across the organisation more than 78% of our colleagues work part-time of which 66% 

are female. The fact that more females are working fewer hours will contribute to our 

bonus pay gap despite colleagues receiving the same percentage of their salary, 

however, we remain committed to providing flexibility to all colleagues. We have helped 

provide further flexibility to our colleagues by increasing the provision of our family 

friendly policies with further plans to enhance.

2

Diversity & Inclusivity Workstreams

2020 saw the launch of our diversity and inclusivity agenda 

which looks to step change our colleague experience across 

key areas including Gender, with one of our Board Directors 

sponsoring the Gender Workstream and developing a clear 

charter moving forward.

3
Recruitment

We are reviewing our recruitment approach as we want to 

ensure we are reaching a wide talent pool when we have 

vacancies. We are passionate that our roles attract the 

people with the right skills regardless of their gender.

[EP1]

1
Leadership Development

We will shortly be launching our ‘Leadership Development 

Programmes’ and ‘Apprenticeships’ which will be open to all 

colleagues. We will monitor and actively encourage female 

participation in the scheme.



MESSAGE FROM BARRY WILLIAMS,

MANAGING DIRECTOR

This year has seen an unprecedented amount of 

change that has challenged customers and businesses 

around the world to adapt their way of life. Poundland 

has not been exempt from this and it makes me truly 

proud to see how our colleagues have stepped up to 

the mark in our customers time of need. One thing that 

has remained consistent throughout within Poundland is 

how we embrace our colleagues for who they are, 

working together as one team and our #proudland

family has never been stronger. 

Despite the challenging times that we continue to face 

our commitment to support colleagues has not. Whilst 

we are realistic that it will take time to reduce our 

gender pay gap, this report is really helpful in identifying 

the key drivers so that we can put in measures to work 

towards eradicating our gender pay gap. 

We have developed our action plan by using interventions 

detailed within the Governments Equalities Office report in 

reducing gender pay gaps that have been tested in real world 

settings and found to have a positive impact. We will of 

course continue to monitor our progress and introduce new 

measures where needed to ensure that every one of our 

current and future colleagues are able to be the best version 

of themselves regardless of their gender.

Our colleagues are central to our business and we simply 

wouldn’t succeed without their hard work, commitment and 

loyalty. 

BARRY WILLIAMS

Managing Director
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CLOSING STATEMENT



This report covers colleagues of Poundland Limited and I confirm that 

the information contained within this report is accurate and has been 

prepared in line with mandatory requirements.

BARRY WILLIAMS

Managing Director


