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This year’s gender pay reporting shows a narrowing of the gap 
on mean pay (12.2% versus 14.8% in 2020), however, a slight 
widening on median pay (7.9% versus 6.5% in 2020).  

 

Given the overall business performance over the period, bonus 
payments were made to all eligible participants, which has 
resulted in a significant closing of the gap on both mean and 
median pay (in 2020, mean = -20.1%; median = 50%).  This 
further underlines the progressive approach of our equality 
programmes.

It is pleasing to report that the overall composition of our UK 
Logistics workforce shows a significant levelling-up improvement on 
the previous year.  This levelling-up strategy is underpinned by our 
focus on equality of opportunity and the continued engagement of 
 our Diversity, Equality and Inclusion framework, “Inspire,” especially 
our “Women in Logistics” pillar. 
 
Clipper Logistics also compares extremely favourably relative to the 
wider Warehousing sector (ONS February 2022; Logistics UK Skills 
and Employment Report 2021). 
 
Once again, this year’s report and data should be read in the 
context of the Covid-19 pandemic during which employee absence 
was significantly higher (when compared to pre-pandemic periods), 
thereby impacting payroll data.

Clipper understands that being a diverse and inclusive organisation is key to its success. This report forms a part of the 
framework used by Clipper to track its progress in one dimension of this important agenda – namely gender pay - and contains 
Clipper Logistics plc’s statutory disclosure of its 2021 Gender Pay Gap. It also shares information about the strategic and 
systemic work we are undertaking to achieve pay fairness and enhance the diversity and inclusiveness of our business. 
 
All companies with 250 or more employees are required to publish their gender pay gap report under The Equality Act 2010 
(Gender Pay Gap Information) Regulations 2017 (the “Regulations”).
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Employers have to publish the gap in pay between men and 
women on both a median basis (pay per hour based on the 
person ‘in the middle’ of the distribution of pay) and mean 
basis (average hourly salary). 
 
In addition, employers are required to disclose the distribution 
of gender by pay quartile, in other words splitting the workforce 
into four groups based on their pay, and showing the proportion 
of men and women in each group. 
 
Employers are also required to disclose percentages of 
employees receiving bonuses by gender and the gender  
gap on bonuses.

Mean Median 

Hourly Pay 12.2% 7.9%

Bonus -0.8% 9.6%

The gender pay gap is the difference between the hourly rate 
of pay of male employees and female employees (as set out in 
the Regulations), expressed as a percentage of the hourly rate 
of the male employee. It is entirely distinct from the concept of 
“equal pay” and paying different amounts to men and women 
who are doing ‘like work,’ work of equal value’ or ‘work rated as 
equivalent‘ is unlawful (unless there is a genuine material factor 
for the difference). 



Once again, there were significantly more females 
than males who were in receipt of a bonus during the 
period, with a difference of 8.6% more females than 
males (2020: Males: 11.4%; Females: 20.8%).

Proportion of colleagues receiving a bonus
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The above charts illustrate the gender 
distribution across Clipper Logistics plc in 
the four pay quartiles.  

There is a fairly balanced gender split 
between the Lower and Lower Middle 
quartiles.  

It is pleasing to note a slight narrowing of 
the gender splits in both the Upper Middle 
and Upper quartiles when compared 
with 2020, however, it is acknowledged 
that continued focus on addressing the 
imbalance of males:females in senior 
management and leadership roles must be 
a key HR and business strategy.  

COMMITTING TO ACTION 
 
Clipper is committed to a strategy of levelling-up of female talent, especially in 
senior management and leadership roles.  Moreover, it is committed to having 
people strategies in place to provide equality of opportunity at all levels, thereby 
progressing to a workforce that is equal, balanced and rich in diversity.   
 
Amongst our key workforce priorities we have in play, we are focused on:

//    Introducing in April 2022 a series of augmented family friendly policies which 
enhance a number of employment benefits, including: increase in holiday 
entitlements, maternity, paternity and adoption pay, sick pay, formalisation 
of working from home (some occupation groups) and the opportunity to buy 
additional days’ leave.

//     For the September 2022 intake, enhancing our Early Years’ talent programme 
by recruiting 100+ school leavers on to the programme, with a particular 
emphasis on attracting females to the programme.

//     Continuing to focus our Fresh Start programme across minority sectors, 
especially where there is significant under-representation of females, to 
ensure balance to our Social Value programme.

//     Promoting our Diversity, Equality and Inclusion programme, Inspire, especially 
our Women in Logistics programme, creating tailored programmes of 
development, learning and education to females to attract female talent as 
well as equipping them for career development within Clipper. 
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