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MANAGING DIRECTOR’S
INTRODUCTION
Gender Pay Gap
reporting is important –
it keeps businesses
focused, transparent and
accountable.
Always a fair and competitive payer, Princes is
committed to being an Employer of Choice
with a robust Colleague Value Proposition
that makes Princes a great place to work.
At the heart of that commitment is a
promise to embed a culture of mutual
respect and responsibility. We want everyone
to feel they belong to something special at
Princes – where equal opportunities exist at
all levels regardless of gender.
We are proud to report a median gender pay
gap of just 3.1% (a figure significantly below
the UK national average).
We recognise that we need to continue to
work hard to remove the gender pay gap
from our business and I am delighted to be
able to share some of the practical steps we
have already taken to achieve that.

CAMERON MACKINTOSH
Managing Director

GENDER PAY GAP
CALCULATIONS
AN EXPLANATION
Legislation was introduced in April 2017 requiring all private businesses across the UK
with 250 employees or more to provide reports detailing their Gender Pay Gap.
All businesses are required to publicly declare the following categories of information, which are
calculated using payroll date. This data is based on figures drawn from the specific ‘snapshot date’
each year (5th April). The information in this report relates to the ‘snapshot date’ 5th April 2020.
PAY GAP, MEAN AND MEDIAN
The difference in the average hourly pay of male and female full-pay relevant colleagues,
represented as a percentage of the average hourly pay of male colleagues. The mean figure is
calculated as the total divided by the number elements within the data, while the median is the
middle value in the list of numbers within the data.
A positive number indicates that on average, men earn more than women, while a negative number
represents the reverse.
BONUS PAY GAP, MEAN AND MERIDIAN
The difference in the average bonus pay to male and female relevant colleagues who received a
bonus during the 12 months prior to the snapshot date. This is represented as a percentage of the
average bonus pay paid to male relevant colleagues, as per the Gender Pay Gap figures.
BONUS PAY PROPORTION
Male colleagues receiving a bonus in the last 12 months, represented as a percentage of the male
relevant colleagues. Female colleagues receiving a bonus in the last 12 months, represented as a
percentage of the female relevant colleagues.
QUARTILES
The proportion of male and female colleagues in each of four equal sized groups of colleagues
(‘quartiles’) after ranking of all full-pay colleagues from highest to lowest by hourly rate of pay.

OUR GENDER PAY GAP

OUR GENDER BONUS GAP

Our gender pay gap information in this report has been calculated using the pay
data for 2,590 Princes UK colleagues, and covers the 12 months prior to April 2020.
Against a national average gender pay gap of 15.5% and the results of our competitors,
both our median and mean figures are positive at 3.1% and 4.5% respectively.

Mean and Median Gender Pay Gap

Percentage receiving a bonus
Male

23.4%

Female

12.9%

Difference in median pay

3.1%

Similar to last year, a larger percentage of male colleagues than females received a bonus.
This was anticipated given that our site colleague population comprises a larger proportion
of male colleagues and these bonuses were received at our sites and not Head Office.

Difference in mean pay

4.5%

In addition, all UK colleagues have the opportunity to receive a Long Service Award based on their
tenure, which forms part of this year’s gender bonus data.

However, compared to the figures we reported in the previous year, they have both increased
slightly from 0.9% (median) and 3.4% (mean).

The graphic below shows that 371 men versus 57 women received a bonus payment, which
represents an increased number of colleagues receiving bonuses, mainly as a result of operational
changes at our Cardiff and Glasgow sites.

Quartile Ranges

Q1

Q2

Q3

Q4

% EACH QUARTILE

Male 73%
Female 27%

Male 78%
Female 22%

Male 81%
Female 19%

Male 76%
Female 24%

TOTAL MALES

TOTAL FEMALES

371

57

MEAN AND MEDIAN
GENDER PAY GAP
Difference in median bonus
Difference in mean bonus

-11.5%
6.3%

The highest value individual bonus element is our Long Service Awards which confirms for us how
many committed and valued long serving colleagues we have. Whilst men and women received
these in equal percentages, as fewer women overall receive a bonus this has made women’s median
bonus higher.
We confirm that the data reported here is accurate and meets the requirements of the Equality Act
2010 (Gender Pay Gap Information) Regulations 2017.

OUR ACTIONS
To help bring to life our Gender Pay Gap Report, it is important to share an insight into the
initiatives we have in place to drive not just pay parity but equality of participation and
progression.
In November 2020, we launched our updated People Excellence Strategy for the Group with an
underpinning new employer brand of “Our Princes – Our People”. Within our updated strategy
we articulate how we will focus on 6 pillars of activity:
1. Our Values – guiding the way we work and the way we treat our colleagues.
2. Our Performance – working together to ensure a culture of continual improvement.
3. Our Health & Wellbeing – setting the standard for looking after colleagues.
4. Our Rewards – rewarding achievement through flexible benefits, incentive schemes and
peer-to-peer recognition.
5. Our Community – creating a strong and engaged Princes community in which everyone
matters and is listened to.
6. Our Journey – providing a vibrant and accessible environment of learning and development
and career progression.
This focus will (and already is) helping us to make real and significant changes that, in turn, will
narrow the gender pay gap.
We introduced our Inclusion and Diversity Programme to the business in July 2020, that (far
beyond just ensuring equality), promotes the long term, positive impact of an inclusive, engaged
Princes community in which everyone matters and is listened to. Keen to take practical steps to
further embed Inclusion at Princes, our Senior Leadership Team and the volunteer colleagues who
together make up the 100 strong Colleague Resource Groups (CRG’s) engaged in a series of
progressive and thought-provoking training led by Inclusion & Diversity thought leader, Jiten Patel.
Through the Gender Diversity CRG, Princes has become a signatory of the UN Women’s
Empowerment Principles. Guided by the Principles, we will seek to learn from them and other
Global businesses to promote gender equality and women's empowerment in the workplace,
marketplace, and community.
We have also taken practical steps to help colleagues achieve a better work/life balance and under
the umbrella of SMART Working have added hybrid working and core hours to the flexible
working options already available to colleagues.
Princes is a great place to work – and we want our colleagues to feel part of one team where
#TogetherWeAchieveMore
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