


‘At MATCHESFASHION.COM we 

believe that everyone has a part to 

play. We are committed to building 

a working environment with a 

balanced and inclusive culture. We 

want people to be themselves and 

be inspired to do their best work.  

We value difference and it’s key in 

driving innovation – and innovation 

is the magic which gives us our 

advantage as a brand.’ 

- ULRIC JEROME, CEO 

INTRODUCTION



INTRODUCTION

GENDER SPLIT

Women Men

68% 32%

NUMBER OF EMPLOYEES

Based in UK Based in Hong Kong

98% 2%

WHAT IS THE GENDER PAY GAP? 

Despite its name, the gender pay gap is more a measure of gender balance than 
remuneration. For example, a business where women occupy the majority of roles at the 
higher and lower ends of the salary scale could still have a wide pay gap if the middle 

salary bands are more balanced.  

The terms gender pay gap and equal pay are often confused. Gender pay gap refers to the 
difference in average earnings between men and women across the entire organisation at 
all levels, irrespective of the role and position. Equal pay refers to men and women being 

paid equally for equal work. The aim of gender pay gap reporting is to encourage 
employers to take steps to ensure gender balance throughout the business. 



WHAT’S INCLUDED IN OUR GENDER AND BONUS PAY GAP CALCULATIONS 

ORDINARY PAY 

Ordinary pay consists of the base pay (the usual base salary) and also various 
allowances, shift premium pay and pay for leave. It does not include overtime pay, pay 
relating to redundancy/termination of employment, pay in lieu of leave or the value of 

benefits which are not in the form of money. 

BONUS PAY  

Bonus pay includes any additional pay relating to incentives, productivity or 
performance, when in the form of money or vouchers. Similarly to the ordinary pay, 

bonus pay does not include pay relating to redundancy or other termination payments.  

HOURLY PAY GAP CALCULATIONS AND PAY QUARTILES  

In order to calculate our hourly pay gap results and pay quartiles we use ordinary pay 
and bonus pay which employees received in the month of April 2017. 

In addition, to calculate the percentage of men and women in each pay quartile, all 
relevant employees have been listed from lowest to highest hourly pay before being 

divided into four equal-sized groups. 

BONUS PAY GAP CALCULATIONS 

Results for the bonus pay gap are calculated from total bonus received over the  
12-month period, running up to 5th April 2017. 



OUR RESULTS 

‘In many organisations the big issue is the number  

of women in senior roles. That’s not the case for 

MATCHESFASHION.COM – but our goal is to achieve 

balance at all levels.’ 

- FIONA GREINER, CFO 



OUR RESULTS 

Mean Median

29% 27%

Mean Median

37% 34%

PROPORTION OF MEN AND  
WOMEN RECEIVING BONUS 

Women

Men

58%

59%

HOURLY PAY GAP BONUS PAY GAP

PROPORTION OF MEN AND WOMEN BY PAY QUARTILE 

Upper Quartile

Women Men

Upper Mid Quartile

Women Men

Lower Mid Quartile

Women Men

Lower Quartile

Women Men

51% 49% 33% 67% 24% 76% 20% 80%

I, Ulric Jerome, confirm that the data presented above is accurate.



UNDERSTANDING OUR GENDER PAY AND BONUS GAP 

The two most SIGNIFICANT FACTORS 

which determine the gender balance and 
pay gap at MATCHESFASHION.COM are:  

• A large proportion of our employees in specialised roles are male, 
specifically within our Technology Department. This has the effect of 
pushing up the pay of the average male employee. 
  

• Most of our junior and operational roles are occupied by women. This 
has the effect of pushing down the pay of the average female employee.

At MATCHESFASHION.COM we are proud to have an equal 
representation of male and female employees in our Senior Management 
Team. Three quarters of our roles at MATCHESFASHION.COM are 
entry-level and operational roles; the departments with the highest 
number of entry-level roles are Retail, Photo Studio and Customer Care, 
all of which are predominantly occupied by female employees. The more 
senior roles within these departments tend to be within management, so 
they are limited, making career progression more challenging. In addition 
we acknowledge that we could do more to attract a higher number of 
women into specialised roles. This is particularly visible in our 
Technology Department, where the majority of roles are filled by male 
employees. These roles typically require specialist skills and therefore it 
is more challenging to move people from some of our entry-level or 
operational roles within the organisation.

• The more specialised and senior roles (which are occupied by 
 more men than women) attract bigger bonus opportunities. 

  
• Significantly more women work on a part-time basis than men. 

Of those employees that work part time, 85% are women, and 
therefore their bonus entitlement is pro-rata to reflect the reduced 
hours – this has an overall impact on the bonus pay gap.

The key reasons that drive our  

bonus pay gap are:



REBALANCING OUR GENDER PAY GAP 

‘Understanding what drives our gender pay gap is  

important to us. Our focus, moving forward, is to continue  

to develop the practices that will enable us to attract and 

develop a more balanced workforce at all levels, in order to 

reduce our gender pay gap at MATCHESFASHION.COM.’ 

- HEIDI COPPIN, CPO



REBALANCING OUR GENDER PAY GAP 

DEVELOPING OUR 
PEOPLE INTERNALLY 

We are exploring a number of initiatives, one of which is to 
use the apprenticeship levy for skills training to support 

internal career progression.  

We are implementing a development programme through an 
e-learning platform – specifically focused on soft skills and 

technical training – alongside specific training for hiring 
managers that is focused on raising awareness of 

unconscious bias in recruitment, to ensure we give equal 
opportunities to everyone.



REBALANCING OUR GENDER PAY GAP 

EMPOWERING OUR 
EMPLOYEES TO MAKE 

A DIFFERENCE 

One of our most recent initiatives is our recently established 
MatchesMob – employee action groups enabling employees to 
shape the future of MATCHESFASHION.COM. Through this 
forum we aim to develop and launch a number of initiatives 

which will positively affect our gender balance and pay gap at 
MATCHESFASHION.COM, making it an even more inspiring 

and more inclusive place to work.



REBALANCING OUR GENDER PAY GAP 

KEY PARTNERSHIPS 

TO SUPPORT 

DIVERSITY 

To encourage entry-level talent we have invested in an 
annual internship programme across the business, in 
partnership with universities and colleges in the UK.  
The programme aims to give students an opportunity  

to develop technical and soft skills. 

To support a more diverse team in our Technology 
Department we have partnered with Mums In Tech and 

Code Bar, both of which focus on creating a more  
diverse tech community – and we will continue to 

strengthen these relationships through future initiatives. 


