Gender Pay Gap Report 2022

Who We Are
At Pro:Direct, it is our Mission to give our
consumers the ultimate high street
experience, showcasing some of the best
sporting brands on the market including
Nike, Adidas and Puma. It is our goal to
become the No.1 online destination for the
football obsessed, cementing our position as
the industry authority.

We are proud of our People who make up a
community of some of the most
knowledgeable, creative and ambitious
individuals in the industry, and together, our
passion for sport and our pride in what we
do is demonstrated to our customers and to
each other on a daily basis.

The Gender Pay Gap
The UK government requires all employers to publish their gender pay gap
data. As an employer, we are committed to equal opportunities and since
2015 we have implemented benchmarked pay structures linked to the
marketplace, promoting fairness and transparency, and to reward
performance. In addition, we conduct annual appraisals with all of our
employees to reflect a performance based pay model.
We believe that family roots are at the heart of our business and we couldn’t
do it without our brilliant people!

Gross Pay
Mean

20 %
Median

5%

68 % Male
241 Employees

32 % Female
114 Employees

Q1

Male

Female

In Quartile 1, our Customer Service,
Fulfilment and Production teams
comprise the population of this segment
and the majority of these employees are
male.

Q3

Q2

Male

Female

Male

Female

Quartiles 2 and 3 include roles in administration, sales and buying, finance and creative roles such as
graphic designers and photographers. We still have more male employees in these job roles but we can
see a more even spread.

Q4
In Quartile 4, we know that this segment largely includes highly
skilled IT/Technical roles as well as Senior Management. Due to a
lack of female representation in these areas, the majority of
employees are male.

Male

Female

Within each quartile, because of the overall majority of males, it is
expected they are over-represented across all quartiles. However
within each quartile we are confident that men and women are
paid equally for doing equivalent jobs due to our reward
framework which is determined by skill level and performance
indicators.

Bonus Pay
Mean

68%
Median

51%

11 %

Male

Proportion of Relevant Employees who
received a Bonus – 24 employees

4%

Female

Proportion of Relevant Employees who
received a Bonus – 5 employees

Discretionary bonuses were awarded in
December 2021 to senior management and
IT technical staff only, and while the majority
of these employees are male, the female
representation has increased since the 2021
snapshot date.

Summary
According to the National Office of Statistics, the overall UK gender pay gap is 15.5 % for 2021. We have a mean
gender pay gap of 20% (average) and a median (middle) gender pay gap of 5% and we know we have more work to do
to close the gap.

One of the key reasons why the mean pay gap exists is because we have fewer women in senior leadership/IT
technical roles where pay is highest. Overall we have more men working for the business & fewer women in IT
Technical roles where pay is highest.

However we are pleased to report a reduction in our gender pay gap from 2021 (mean gender pay gap of 24%
(average) and a median (middle) gender pay gap of 12%).

Actions Taken to Date
•

The company completed two pay review initiatives

Increased Female representation within the subset

in July 2021 and Jan 2022. The first initiative

of employees who are eligible for an annual

addressed mainly performance related changes to

discretionary bonus.

pay and the second initiative benchmarked salaries
against comparable roles in the wider labour
market.

•

•

Implemented flat rates of pay (rather than
benchmark ranges) for entry level roles elevating
them by a fixed percentage differential above
current National Minimum Wage rates.

Further Actions to Take
•

Continue to promote equal job opportunities as we

•

rebuild our business in the post COVID 19 era.

Invest in best practice initiatives (e.g. succession
planning), to identify and advance the development
of our female leaders.

•

Seek new opportunities to create a stronger and
more diverse talent pipeline to widen our female
talent pool.

•

Continue to ensure that our policies and
procedures are implemented fairly and inclusively,
particularly our recruitment & selection,

•

Deliver training and development opportunities to
our Line Managers to help them recognise
“unconscious bias” and encourage them to shortlist
a balanced and diverse range of candidates.

performance, and pay reviews.

I confirm the data reported is accurate.

Peter Hammond
Finance & Operations Director

