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INTRODUCTION At The Dune Group, we are committed to 
employing the ver y best  people . We recruit  
according to a commitment to the company’s  
v is ion and va lues , and irrespect ive of  gender.  

We work ver y hard to promote an inc lus ive and 
d iverse culture that  encourages ever yone to 
reach their  fu l l  potent ia l ; the focus being on 
developing sk i l l s  and ga in ing exper ience that  
suppor ts a  long and fu l f i l l ing career with us .

With in the UK we employ 1 ,862 people across 
our bus iness in reta i l  s tores , a  d istr ibut ion 
centre and at  head of f ice . 86% of  a l l  o f  our 
col leagues are women; with 65% of  our senior 
leadership team and 40% of  our execut ive 
d irectors being women.

The gender pay gap descr ibed in th is  repor t i s  
pr imar i ly  a  result  of  an over-representat ion of  
women with in our store teams where rates of  
pay tend to be lower than with in our head of f ice 
funct ions where the d i f ference in the number of  
female and male col leagues is  much smal ler. We 
of fer severa l  f lex ib le working opt ions with 71% 
of  a l l  women employed working par t-t ime aga inst  
41% of  our male col leagues .

The fo l lowing repor t on gender pay at  The Dune 
Group is  presented to show the statutory data 
cover ing a l l  our UK col leagues who are 
contracted to e i ther Dune Group L imited or 
Dune Internat iona l  L imited.

We bel ieve that  the stat ist ics  out l ined with in 
th is  repor t provide va luable ins ight  into the 
composit ion of  our teams and help us as  we 
cont inue to str ive for even greater inc lus iv i ty  
and d ivers i ty.

We wi l l  not be complacent in ensur ing 
equal i ty  i s  cons istent ly  pract iced across our 
bus iness and monitor ing our gender pay gap 
helps us focus on one aspect of  th is . We are 
committed to ensur ing we cont inue to of fer 
equal  oppor tunit ies  for male and female 
appl icants  and col leagues at  The Dune Group.  
Our current recruitment , progress ion, 
performance , learning and development , 
reward and benef i t  pol ic ies  and pract ices are 
not gender b iased, and we wi l l  cont inue to 
ensure they remain fa ir  and equitab le .

I  conf irm that  the data conta ined in th is  
repor t i s  accurate .

 

James Cox
CEO, The Dune Group



WHAT IS THE GENDER
PAY GAP?

A gender pay gap is  a  measure of  the d i f ference in the average pay of  a l l  men 
aga inst  the average pay of  a l l  women, regardless of  the nature of  the ir  work, 
across the ent ire bus iness .  

I t  i s  d i f ferent from an equal  pay compar ison, which would compare the pay of  two 
people or groups of  people carr y ing out the same , s imi lar  or equiva lent work.

MEASURING THE GENDER
PAY GAP

Calculat ions of  both the mean and median gender pay, and of  quar t i le  pay bands , 
are based on data from Apri l  2018 only. Ordinar y pay covers contracted hour ly  
rates of  pay inc luding pay for bonus , leave and sh i f t  premiums.

The mean gender pay gap is  ca lcu lated by adding up the hour ly  rates of  ordinar y 
pay for a l l  col leagues in a  l i s t  and d iv id ing the tota l  by the number of  people in 
the l i s t . 

The median gender pay gap is  ca lcu lated by creat ing a  l i s t  of  a l l  female col leagues , 
and a l i s t  of  a l l  male col leagues , in  order of  hour ly  rates of  ordinar y pay from 
highest  to lowest .  The median gap is  the d i f ference in hour ly  rates of  ordinar y 
pay of  the female in the middle of  her l i s t  when compared to the hour ly  rates of  
ordinar y pay of  the man in the middle of  h is  l i s t . 

The mean and median f igures in re lat ion to bonus pay cover the year up unt i l  5th 
Apri l  2018. Bonus pay inc ludes any addit iona l  pay re lat ing to performance when 
in the form of  money or vouchers .

Pay quar t i les  are ca lcu lated by l i s t ing the hour ly  rates of  pay for each col league 
across the bus iness from lowest to h ighest , before sp l i t t ing that  l i s t  into four 
equal -s ized groups and ca lcu lat ing the percentage of  males and females in each. 



OUR RESULTS Hourly Rate :

Women Men

82.2%

74.5%

Women’s Mean Rate: 

Women’s Median Rate: 

51.1%

12.1%

Bonus Pay :

Who Received Bonus Pay :

Women’s Mean Rate: 

Women’s Median Rate: 

75.1%

35.6%



Pay Quar t i les :

Q1 (Upper)

Q2 (Upper middle)

Q3 (Lower middle)

Q4 (Lower)

Women Men 79.2%

84.7%

87.5%

91.9%

20.8%

15.3%

12.5%

8.1%

UNDERSTANDING OUR
PAY GAP

OUR RESULTS CONTINUED

I t  i s  impor tant to h igh l ight  that  the Gender Pay Gap does not measure Pay Equal i ty, which concerns 
whether men and women receive equal  pay for equiva lent work or roles .  At The Dune Group, we 
bel ieve that  there should be no d i f ferences in pay between genders performing equiva lent roles .  For 
th is  reason, we have c lear pay structures in p lace with in our buying and merchandis ing teams in head 
of f ice and across our store and d istr ibut ion centre teams. These pay structures have no l ink to gender, 
and are benchmarked and rev iewed annual ly  to ensure they remain compet i t ive .

•  86% of  a l l  col leagues are female,  however women are over-represented in lower paid roles

•  We have proportional ly fewer women working in head of f ice functions which typical ly  attract 
higher rates of  pay

• The percentage of  women making up our senior leadership team has increased to 65% this  year

• Our bonus schemes are designed to be gender neutral

•  The higher proportion of  women working f lexibly means that in aggregate women earn smal ler 
bonuses by value


