GENDER
PAY REPORT 2018

At Damartex we are passionate about diversity, inclusion and ensuring that all
colleagues are given equal and fair access to opportunities and the chance to
reach their full potential. We are confident that men and women are paid equally
when working in equivalent roles.
We talk regularly with our colleagues about equality of opportunity and publishing
our Gender Pay Gap Report enables us to benchmark our progress and plan
further initiatives where they are needed.
However, although we have a higher proportion of female colleagues to male
colleagues across the business, you will see in this report that male colleagues
receive a higher average pay rate. This is mainly because we have less male
colleagues working at a junior level and more working in senior roles.
Some of this could be explained by family care choices, but in areas where we can
have a direct influence, such as investing in coaching and confidence building to
increase career expectations, we will continue to take positive action.
I Fiona Mannion as Managing Director, can confirm that the information contained
in this report is accurate.

“Our senior management
team is now 60% female
and 40% male, which we
believe gives strong
encouragement to women
in our business and their
career aspirations.”

Background to the Gender Pay Gap Figures
Under new laws, all firms with 250 or more employees, like Damart,
must report their gender pay gap by April 2018. This must include the
following measurements:
ØMean gender pay gap
ØMedian gender pay gap
ØMean bonus gender pay gap
ØMedian gender pay gap
ØProportion of males and females receiving a bonus payment
ØProportion of males and females in each pay quartile
Our calculations on mean and median pay and our quartile pay bands
are based on data from April 2018.

The Gender Pay Gap Figures Narrative
We have found no inconsistencies with the pay for men and women doing equivalent
jobs across our business and we are confident that the men and women who work for
us are being paid equally for equivalent jobs. The details behind our gender pay
figures:

Ø Over 69% of our colleagues are women, with over 73% of these women working in
our Operational areas (Call Centre and Logistics). Looking just at this group of
colleagues, the mean gender pay gap was 6.6%.
Ø As with many retail organisations, when we look across the Damart workforce our
gender pay gap is strongly influenced by the fact that such a high percentage of our
colleagues in Operations are women and therefore overall we have a significantly
larger proportion of women than men in our lower paid roles.
Ø If we calculate the mean hourly pay gap in the middle quartiles women are paid the
same as the male colleagues. Women are paid on average 0.24% and 0.29%
respectively more than their males colleagues.
Ø 28.5% of male colleagues compared to 25% of female colleagues work in our head
office. Head office pay rates are typically higher than Operations due to the more
technical nature of the roles. The majority of our head office colleagues' fall within
the upper quartile.
Ø We continue to have a good female representation in our most senior roles and on
our Board the split is 60% female and 40% male.

Proportion of Men and Women Colleagues Who Received Bonus Pay
All employees are eligible to participate in bonus arrangements and we operate several
bonus schemes which are designed to be relevant for the specific area of the business
to which they relate.
Percentage of MEN who received a bonus 92%.
Percentage of WOMEN who received a bonus 94%.
We are confident that males and females have an equal opportunity to participate in
and earn a bonus.
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Our Aim
We are going to focus on four key areas to help us continue to
improve our Gender Pay Gap:
ØHolding regular workshops and one-to-one interviews to help us
better understand the reasons behind any equal opportunity issues
ØSharing our findings across the senior management team to inform
relevant action and to clearly benchmark our progress in addressing
those issues
ØCreating events and conversations to educate all our colleagues
about the opportunities available to everyone in our business
ØContinuously evolving our policies on flexible working and maternity
and parental leave for colleagues at all levels

