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What is the Gender Pay Gap?
The gender pay gap is the difference in average
pay between men and women explained through
several statistics.

Is the Gender Pay Gap the same as Equal
Pay?
The gender pay gap differs from Equal Pay in that
it is an indication of gender development and
career progression within an organisation. In
contrast, Equal Pay is about a man and a woman
receiving equal pay for doing the same or a
similar role. As well as being committed to equal
pay, itsu is committed to providing a fair and
transparent working environment where all our
people are rewarded and provided with
opportunities to develop based on their
performance.

Gender Pay and Bonus Gap
The mean gender pay and bonus gaps are the
difference in average hourly pay as of 5th April 2018
and bonuses paid in the year up to 5th April 2018 for
women in comparison to men across the whole
business. That is adding up all the numbers and
dividing the result by how many numbers were in
the list!
The median gender pay and bonus gaps are the
mid-point. If you lined up all the men and all the
women in itsu, the median pay and bonus gaps are
the difference in average hourly pay as of 5th April
2018 and bonuses paid in the year up to 5th April
2018 for the ‘’middle woman’’ in comparison to the
‘’middle man’’.
We saw an increase on the gender bonus gap
versus 2017 due to 75% of our total bonuses being
paid to our shops (mystery shopper bonus). The
mystery shopper bonus is awarded to all shops that
meet our customer service standards. It is paid to all
shop employees of the awarded location and it
varies based on employee’s shifts and
demographic in the particular week the results are
taken.

Difference between men and women
2018
2017

2018
2017

mean: 9.7%
mean: 9.7%

Pay

median: 0.2%
median: 0.2%

Bonus
mean: 19.5%
median: 18.7%
mean: -0.3%
median: 11.9%

In 2018 92.1% of
our men received
a bonus Vs
92.5% in 2017

In 2018 92.9% of
our women
received a bonus
Vs
94.3% in 2017

proportion of our
people awarded a
bonus
Our shop teams are paid a weekly bonus and
we’re very proud that we pay this on average
80% of the time.

Pay Quartiles
Quartiles show the pay rates for all our
employees, from the lowest to the highest,
split in to four equal sized groups of just
under 284 employees. Each quartile shows
the percentage of men and women in each
group.
Each quartile is reflecting our overall gender
demographic split showing consistency
between our pay bandings
We are proud that in 2018 we had a 2.5%
increase of women in the upper middle
quartile and 2.7% increase in the upper
quartile in comparison to 2017, which
supports our commitment of increasing the
% of women in higher banding positions.

Quartile

2017

2018

Lower

42.8%

57.2%

43.3%

56.7%

Lower
Middle

40.8%

59.2%

43.0%

57.0%

Upper
Middle

46.9%

53.1%

44.4%

55.6%

Upper

46.0%

.0
54.0%

43.3%

56.7%

itsu gender demographic

43.5%

(2017: 44.1%)

56.5%

(2017: 55.9%)

At itsu we are proud to be a diverse and inclusive place to work and we aim to create an environment where
all our people have opportunities to grow and develop. We use defined and transparent pay and bonus
structures across our business using a global grading system to ensure that all our people are paid fairly and
equally for equivalent roles. Our shop population equals to 92.5% of our total headcount therefore our results
reflect this. In 2018 we saw an increase in the gender bonus gap which was mainly driven by the high
percentage of our mystery shopper bonus (75% of total bonus pay-outs) paid to our employees on a weekly
basis is dependent on their schedule and banding.
Our figures show that in 2018 we reduced the gap between the male and female population receiving a bonus
in the year to 4th April 2018 and there was a substantial increase in our upper middle and upper quartiles in
relation to your female population which closely matches our overall gender demographic. We celebrate these
strengths and continue our commitment to:

our commitments

•

Consistently align our current and future employees with our internal bandings and pay fairly in relation
to other roles of similar levels of responsibility

•

Keep on reviewing our development and succession models to ensure there is fair female and male
representation in both our shops and our Academy [Head Office] at all levels.

I confirm the data reported is true and accurate.

Harry Housen
People & Development Director

