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’END. is a thriving business and we recognise that our 
people make a huge difference to our success and growth.  
We are committed to ensuring that END. is inclusive for all 
current and future people who work with us and that we 
provide a great place to work for everyone.  We understand 
the clear business benefits of a diverse workforce and we 
aim to attract and retain the very best talent. 
Having reviewed the pay gap we recognise that, like many 
organisations, we have more men in our senior leadership 
roles which is driving our gender pay gap, particularly in 
the upper quartile. This is something we’re keen to address 
and we’ll be reviewing our policies and processes to make 
sure we attract, develop and retain female talent.    
We understand what we need to focus on in the future and 
are committed to making progress.’   

From April 2017 the government introduced annual gender pay gap reporting for all companies with more than 250 employees.  Below we’ve 
outlined the gender pay gap at Ashworth and Parker Limited (trading as END.) as at 5 April 2018, the causes of our pay gap and the actions we 
are looking to take around pay and diversity in our business.    

Christiaan Ashworth
Managing Director

John Parker
Managing Director



What is the Gender 
Pay Gap?
The gender pay gap is the difference between the 
average hourly pay for men and women working 
for an organisation. Equal pay on the other hand, 
is about a man and woman receiving equal pay for 
the same or similar job or work of equal value. 

Mean pay gap
The mean gender pay gap is the percentage 
difference in the average hourly pay for women 
compared to men.  

Median pay gap
The median represents the middle point of a 
population.  If you separately lined up all the 
women in the company and all the men, the 
median pay gap is the difference between the 
hourly pay rate for the middle woman compared 
to the middle man. 



As at 5 April 2018 END. employed 363 people of which 69.7% were men and 30.3% 
were women.  

Pay Gap
We’re pleased to report our average (mean) pay gap has reduced to 13.9% (from 19.0%).  
When we compare the median pay of all of our employees this shows a gap of -4.6%, which means that 
when we look at all employees, more women are paid higher than men. This is driven by the high 
proportion of men employed in our warehousing teams.  

Women earn £0.86 for every £1.00 that men earn when comparing average hourly pay and when we 
compare the median, women earn £1.05 for every £1.00 men earn.
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Understanding our gender pay gap



Men Receiving Bonus Men Not Receiving Bonus

20.3% of men were paid a bonus compared to 27.4% of women who were paid a bonus.  

Women Receiving Bonus Women Not Receiving Bonus

Bonus Gap
The average (mean) bonus paid to women was 24.8% higher than men and the median bonus pay for 
women is 10.0% higher than men.
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Proportion of Men and Women by Pay Quartiles

Quartiles represent the pay rates for our employees from the lowest to highest hourly rate of pay, split into 
four equal sized groups, with the percentage of men and women shown in each quartile.  

Whilst our workforce composition is 30.3% female, we can see that it is in both the lowest (Q1) and highest 
(Q4) pay quartiles that the representation of women is the smallest.  
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Addressing 
the gap

We have experienced significant growth over the last few 
years and as we continue to grow we recognise that we need 
to consider how we attract and retain a diverse workforce. 

We aspire to achieve a greater gender balance across all of 
our roles and will seek to attract, develop and retain female 
talent in underrepresented roles.

We recognise that there is still more to do to close the gender 
pay gap and in particular to have greater female 
representation at the most senior levels of our organisation. 

We will support our female employees to progress their 
careers with us and feel supported to achieve their potential 
and career goals. 

We will review our approach to recruitment, remuneration 
and our ‘Family Friendly’ policies to promote diversity and 
inclusivity across the whole workforce.  


