
U C C  C O F F E E  U K  LT D

G E N D E R  PAY 
G A P  R E P O R T I N G 
P U B L I S H E D :  4  A P R I L  2 0 1 8

Equal pay, defined as “the right for men and women to be paid the same when doing the same, or 

equivalent, work1” has been a feature of sex discrimination law for over 40 years, and more recently has 

been included within the Equality Act 2010. 

Equal pay and pay discrimination are different to the Gender Pay Gap. As illustrated by the data in 

this report, the Gender Pay Gap is calculated by taking all employees and comparing the average pay 

between men and women.

Press stories, analytical writing and government data has consistently reported that a significant pay 

difference between male and female employees still exists. It is not against the law for men and 

women to have different pay, providing that the reason isn’t gender-related and it’s entirely possible 

for an employer that pays its women fairly to have a large Gender Pay Gap, and for an employer that 

pays its women unfairly to have a small Gender Pay Gap. As with all reporting requirements, it’s the 

detail behind the numbers and the systems and processes that support pay structuring that deserves 

the scrutiny.  

 

Gender Pay Gap reporting was introduced in 2017 with the regulations requiring us to publish results 

of our Gender Pay Gap analysis on an annual basis with the data staying available for a minimum of 3 

years. UCC Coffee UK & Ireland’s Gender Pay Gap 2017 analysis is included in this statement. 

1Definition of Equal Pay by The Chartered Institute of People Development (CIPD)
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Proportion of males and females in each quartile band

UCC Coffee UK Ltd Female Male

Top Quartile 18.0% 82.0%

Upper, Middle Quartile 11.9% 88.1%

Lower, Middle Quartile 26.7% 73.3%

Lower Quartile 32.7% 67.3%

78% MALE: 
22% FEMALE 
EMPLOYEES

50:50  
MALE:FEMALE  
AT DIRECTOR 

LEVEL

16.8% GENDER 
PAY GAP 

(LOWER THAN 
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Our male to female ratio as at 19 March 2018 is 77.7% male and 22.3% female. This high male to 

female ratio has consistently been present in our business and is due to the large proportion of technical 

roles within the business, which are predominantly held by males. When recruiting for these roles it is 

unusual (but not unheard of), to secure female applicants, most likely because of the cultural tradition of 

engineering roles being performed by men. Some secondary schools are now offering a GSCE option in 

technical engineering and a female engineer has recently started with us through choosing this option, 

training at college and then entering employment with UCC Coffee UK & Ireland.  

The proportion of male and female employees in each quartile is illustrated here: 

As you would expect from an organisation that is 78% male, all quartiles have more males than females. 

At company director level there is an exact 50:50 split between males and females. Our Managing 

Director, Elaine Higginson, is female.



UCC Coffee UK Ltd Mean (average 
of numbers)

Median (middle 
of numbers)

UK Average 
Median

UK Average 
Mean

Gender Pay Gap 7.0% 16.8% 18.4%* Not yet reported

Gender Bonus Gap 1.0% -6.5% Not yet reported Not yet reported

UCC Coffee UK Ltd Female Male

% Receiving Bonus 31.5% 61.1%

UCC Coffee UK & Ireland mean and median Gender Pay Gap and Gender Bonus Gap 2017 is 

illustrated below:

31.5% of the female element of our workforce received a bonus and 61.1% of the male element of 

our workforce received a bonus within the measurement period. UCC Coffee has a gender bonus 

gap of -6.5% (favourable to female). Currently there is no UK average to compare this figure to. This 

data illustrates that UCC Coffee gives a higher percentage of our male employees a bonus when 

compared to our female employees, yet our female employees receive more bonus than our male 

employees. This data is driven by the size of the bonus given to the employee. Therefore the more 

female employees a company has in the upper quartiles of its structure will have a positive influence 

on the gender bonus gap. 

The bonus reporting figures include overtime. UCC Coffee has a large, contractual overtime 

element in its field service operation – this team has 155 male employees and 1 female employee, 

all doing regular overtime. This drives the 61.1% male bonus result, which is less of a gap and more 

of a gender bias given the population within this team. 

 

To account for the male to female ratio within our business and to make our data meaningful the 

results have been normalised by applying a 50:50 gender split at all levels and departments. 

The pay data reported is from a snapshot taken on 31 March 2017. The bonus data reported here is 

from the period 1 April 2016-3 March 2017.

* ONS 2017

UCC COFFEE UK & IRELAND HAS A GENDER PAY GAP OF 16.8% 
COMPARED TO A UK AVERAGE OF 18.4%.



UCC Coffee UK Ltd Mean (average 
of numbers)

Median (middle 
of numbers)

UK Average 
Median

UK Average 
Mean

Gender Pay Gap 3.5% 4.1% 18.4%* Not yet reported

Gender Pay Gap Reporting 2017 based on 50:50 gender mix is illustrated below.

UCC Coffee pay systems
At UCC Coffee we operate a broadbanding pay system. All pay structures have their advantages and 

disadvantages, however broadbanding best suits our culture through its discouragement of a ‘pecking 

order’ and allows for our fast pace and persistent change. There are four very wide bands made of similar 

job families. A band assignment guide helps managers decide which role sits in what band. 

A key advantage from broadbanding is that our employees can move laterally within the same band and 

gain a pay rise and do not have to look outside the business to access a new challenge. In 2017, 11.5% 

of our team moved to a new role within our business - a high number. If we limited pay into smaller, more 

narrow pay bands we would lose some of our ability to be agile in this way. Naturally this could have an 

impact of our Gender Pay Gap. 

* ONS 2017

The data shows that when normalised, our gender pay gap reduces from 16.8% to 4.1% (median) 

or 3.5% (mean). The reasons for pay inequalities between men and women are complex and 

are often not linked to discrimination. Occupational choices, caring responsibilities that are 

often linked to part time working, the gender mix of a particular company leading to a higher 

concentration of women in certain job roles, availability of overtime, commission and internal 

job move practices all have a real effect. Conversely certain ‘held wisdoms’ such as men being 

the ‘breadwinner’ can negatively affect pay for men and women. Higher value is also sometimes 

placed on roles that supposedly need qualities typically demonstrated by men and the potential 

for women on maternity leave missing out on promotion opportunities all could influence the pay 

that is set for a role and the individual in that role.  



The majority of our part time workers are female, whereas the majority of internal vacancies are full time. 
However, we actively support flexible working and will encourage managers to attempt to accommodate 
working patterns into any role. Starting salaries for new hires are taken from the banding system and 
then tailored for the marketplace to best attract talent to our adverts, however again this range is not 
prescriptive, when offering a starting salary a line manager will consider current salary, salary expectation, 
experience, qualifications, skills, the availability of talent in that local marketplace and the future potential 
of that candidate. 

Our recruitment covers the entirety of the UK and Ireland and different regions have different pay 
variations. Salary reviews are based on a matrix made up with company performance and individual 
performance with a range of salary increases that can be awarded. People doing the same job role 
(regardless of gender) can receive a different pay increment, meaning that we will always have differences 
in pay for the same job. We believe that this is the most appropriate method of delivering a pay system 
free from gender bias.
 
A companywide focus on quality time with line managers through the use of one-to-one’s, SMART goal 
setting, the use of feedback and development opportunity discussions means that incidences of formal 
grievances is very low and non-existent when it comes to equal pay and pay issues. Most employees 
find that they can settle any disputes informally during this process. An annual employee survey asks for 
employees opinions about working for UCC Coffee and allows identification of any managers who need 
support with the one-to-one process. New managers are trained on making the most of this process. 
Overall UCC Coffee’s people data reads well. Our turnover rate is 5.5% under UK average, with exit data 
tracking positively. Our absence rate is 2 days less per employee per year than UK average and we have 
an 88% staff engagement rate. 
 
Summary
From analysing Gender Pay Reporting as a whole, cross checking against all of the complexities 
listed above and coupling it with other HR processes and analytics, we are confident that we are not 
experiencing a pay or bonus gap due to gender. 

However we are looking to improve in specific areas including: 
•  Recruiting a greater number of female technical staff - an apprenticeship route in relevant office based 

teams will help achieve this
•  Ensuring that our part time staff (many of whom are female) feel confident to apply for alternative roles 

that are advertised as full time and have their hours meaningfully considered, would also be a positive 
way of promoting opportunities 

 
UCC Coffee UK & Ireland is a diverse business with manufacturing, service, technical, operational, office 
and field-based staff. Our great ethnic diversity adds depth to the business, creating well rounded 
solutions and promoting inclusion as a ‘business-as-usual’ theme. Gender is just another part of this 
inclusive culture and as the business continues to grow, we will always look for more and better ways to 
promote inclusivity on all fronts, and these initiatives are reflected and brought to life in our strategies, 
objectives and individual goals for both the current year and as part of longer term planning.


