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The compulsory metrics: Hourly Pay & Bonus Gap

Average figures give a snapshot of the pay situation, but not the 
full picture. We are confident that our male and female employees 
are paid equally for equal work and are committed to ensuring 
this continues.

One of the ways in which we do this is with a strategy designed 
to align and balance the pay amongst our employees at different 
levels. We use the market rate of pay for each job role and the 
individual annual performance rating for each employee, and then 
calculate any adjustments required to each individual’s pay, to 
ensure everyone is paid within their respective salary range. 
This strategy also ensures people are recognised for outstanding 
performance and contribution.

This strategy is showing positive results. By applying the hourly 
pay calculation to employees at the same level within a given 
pay band, we see that the gender pay gap is either minimal, 
or in favour of female employees.

Mean

18.29%
Hourly Pay Gap

Median

17.31%
Hourly Pay Gap

Mean

64.44%
Bonus Pay Gap

Median

26.65%
Bonus Pay Gap

Proportion of employees 
receiving a bonus

Equal pay for equal work

When we complete the statutory calculation regarding the 
bonus gap, it does not allow for “grossing up” or “full-time 
equivalent” in relation to employees who work part-time 
and therefore receive a lower, pro-rated bonus entitlement. 
As 100% of our part-time employees were female on the 
snapshot date, this calculation significantly skews the data 
and creates a gender imbalance that does not necessarily 
reflect the true situation. At AAK, we are committed to the 
equal treatment of employees, whether they work full-time 
or part-time.

The bonus gap also reflects the higher proportion of male 
employees in our business, including in senior roles. 

Our quartiles, shown on page 4, reveal that the ratio of 
men to women in the top quartile is around 4:1, which is 
representative of our organisation overall.

The bonus gap: Looking 
behind the figures

There is a 5% difference in the number of male and female 
employees receiving bonus pay during the 12-month snapshot 
covered by this report. This does not however imply bias, since 
the only reason an employee would not receive a bonus is that 
they were newly appointed in the qualifying period of January to 
March. In 2018, the majority of our new appointments during that 
period were female.

We are confident that this accurately shows our fair, 
consistent and unbiased approach to paying bonuses.

Males

96%
Females

91%

As a business committed to equal opportunities, 
we are pleased to publish figures showing how we 
pay our male and female employees, respectively, 
for the work they do.  

Every company that employs at least 250 people is now required to 
publish these details, to reveal what has become known as the gender 
pay gap.

At AAK, our business is growing. We now employ more than 3,600 
people with 20 production facilities and customisation plants and sales 
offices in more than 25 countries, spanning six continents. In fact, we 
have one of our industry’s most diverse global footprints.

This diversity is one of our biggest strengths, giving us the expertise 
and knowledge to succeed in a richly varied global marketplace. 
To continue building on this, we are committed to recruiting and 
developing the very best talent, and we respect and value the 
differences of every one of our people.

The value we place on individual talent and effort means we actively 
promote equality of opportunity. At AAK, employees can expect to earn 
reward and recognition based on their contribution to our business.

Our UK workforce comprises more males than females. This gives us a 
male to female ratio of between 3:1 and 4:1. Why do we employ so 
many more men than women? Historically, roles at AAK in the UK have 
always drawn more male than female applicants, and many of those 
employees continue to work in the company. This trend continues, with 
70% of our new hires in the twelve months prior to the snapshot date 
being male, due to a lower proportion of applications from females. 
We believe that the type of work we carry out attracts more males than 
females – a pattern that is reflected nationally across similar industries.

As a business we are committed to continue promoting equality in all 
aspects of our work, and the difference in pay between our male and 
female employees is one method of measuring our progress. Our hourly  
median pay gap figure of 17.31% compares favourably with the national 
UK average of 17.9%, as reported by the Office for National Statistics.



Quartile bands

Mean, median and quartiles explained

The proportion of male and female employees in each quartile pay band is as follows:

1st Quartile 2nd Quartile 3rd Quartile 4th Quartile

Males %
Females %

Males %
Females %

1st Quartile 2nd Quartile 3rd Quartile 4th Quartile

When the bonus element of pay is taken away, the quartiles are as follows:

We are committed to improving the balance between men and women in terms of pay, 
by making career progression opportunities available to all. More than 40% of the people 
we have identified as future leaders of our business are women. It is rewarding to see that 
since the snapshot date last year, many of the people we identified as future leaders have 
begun to progress into senior management and leadership roles. As more women take 
leadership roles in our organisation we expect to see a gradual culture change, as female 
representation at senior levels increases and has a positive effect on the numbers of 
applications we receive from women. Our gender pay gap figures can improve only by 
achieving a more balanced workforce. We will continue to take active steps to ensure men 
and women are paid equally for equal work, and supported to reach their career potential.

Mean
Mean, or average, pay is calculated by adding all 
salary figures together and dividing by the number 
of people represented by those figures. So, if you 
have five salaries – £19,000, £23,000, £25,000, 
£26,000, £28,000 – the mean is the sum of these 
(£121,000) divided by 5 to get £24,200.

Quartiles
Quartiles divide numerical data into four equal parts, from the lowest 25% as the lower quartile, up to the highest 25% as the upper quartile.

Median
The median is the middle figure in a sequence of numbers ordered from lowest 
to highest. For example, in a sequence of seven salaries – £18,000, £19,000, 
£20,000, £22,000, £24,000, £26,000, £28,000 – the median is £22,000, with the 
same number of figures below as above it. With an even number of figures in the 
data set, the two middle numbers will be added together and then divided by 2.

The average ratio of males to 
females in the above quartiles 
is between 3:1 and 4:1 which 
is again representative of the 
make-up of the organisation as 
a whole, where we generally 
employ more males than females. 
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