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INTRODUCTION

A MESSAGE FROM OUR CEO

It’s really important to us that Boden has a culture where 
everyone can reach their full potential, and we continue to work 

hard to create a diverse and inclusive business.   

We recognise that the ongoing success of our business depends 
on our ability to be creative, flexible and innovative. This is best 

achieved by attracting, retaining and developing the most diverse 
range of ideas, experience and skills.

We have made progress and are committed to continue to do so.  
Our focus on making flexibility easier through working patterns 

and technology has made a step change the past year but I know 
we can do more.  I am confident that the work we have done to 
build the capability of our team, as well as a deliberate focus on 
understanding our people’s aspirations, will mean more people 
stay and grow their careers at Boden.  Investing in our women 
has a particular and ongoing emphasis, supported through our 

coaching programme, and our external partnerships.

Closing the gender pay gap is not a quick fix and it needs 
considered and thoughtful actions that are right for our people.  
We know there is always more we can do. Our plans will remain 
focused around unlocking better progression for all our people.  

We confirm that our data has been calculated according to the requirements  of 
The Equality Act 2010 (Gender Pay Gap Information) Regulations 2017



ALL ABOUT GENDER P AY

At Boden we aim to create a culture in which everyone is treated equally and 
has the same opportunities to develop their career. We believe that greater 
diversity, inclusion and gender balance leads to a more rewarding and 
successful place to work. These gender pay reporting regulations give us the 
opportunity to share our record in this area and to reinforce our commitment 
to treating people fairly.

WHAT IS GENDER   PAY REPORTING?

Gender pay reporting is a requirement for organisations, introduced by 
the UK government in 2017.  All organisations with 250 employees or more in 
England, Scotland or Wales are required to publish their pay gap between 
men and women.  It has been the law in the UK to pay men and women 
equally for doing work of equal value since the 1970 Equal Pay Act became 
law in 1971.  Gender pay reporting takes gender equality further by creating 
greater transparency and encouraging a more balanced representation of 
men and women at all levels within organisations.  

GENDER PAY REPORTING AND EQUAL  PAY
WHAT  ’S  THE DIFFERENCE?  

The gender pay reporting regulation is not to be confused with equal pay legislation.  Gender 
pay reporting looks at the pay gap of a combined workforce, no matter the role, to highlight to 
companies if they need to improve their policies to narrow the gap.  Equal pay looks to identify 
pay differentials where employees are carrying out the same or similar role, or work which is 
different but of equal value to the company.   



WHAT IS A GENDER PAY GAP AND 
HOW IS IT CALCULATED?

If all company employees were lined up in a female line and a male line, in order  
of pay from highest to lowest, the median gender pay gap compares the pay of the
female in the middle of their line and the pay of the middle man. Because different 
jobs pay differently and the number of men and women performing these jobs 
varies, a gender pay gap exists. The mean gender pay gap shows the difference 
in the average hourly rate of pay between men and women in a company. This is 
different from ‘equal pay’, which is the difference in pay between men and women 
who carry out the same or similar jobs.
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EXPLAINING OUR RESULTS

OUR GENDER RATIO

Boden’s gender profile is 27% male and 73% female.  This ratio is broadly replicated across all levels.

PAY HOURL Y RATE 

Women’s hourly rate - higher or lower than men
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In 2018 our bonus gender pay gap improved slightly at 25.6% based on the median and 31% based on 
the mean calculation.

We do still recognise that this gap is significant and larger than we would like it to be, and we have 
more to do in this area.  We need to further encourage and support women to progress their careers 
in Boden and we would like to see more female representation in the senior leadership team.   

It is also worth noting that current reporting requirements mean that we cannot pro-rate the bonus 
amount for our part-time employees to accurately reflect proportionately what they earn. As a result, 
our family friendly approach isn’t reflected in these numbers and with 25% of female employees who 
received a bonus working part-time, this gives a less meaningful comparison overall.

We were not happy that in 2018 there was also a lower percentage of women receiving a bonus 
compared to men, 75% vs 84%. This has been impacted by the changing shape of our team as 
we build our retail and wholesale channel.   

OUR GENDER PAY GAP

Our gender pay gap remains below the national average when looking at the mean calculation, which 
takes all salaries from the lowest to highest and produces an average.  We have also been able to 
reduce this by almost 1% compared to our 2017 results, which shows we’re moving in the right direction.

When looking at the median pay gap, which puts all salaries in numerical order and finds the middle 
salary, the gap at Boden is more favourable to women, and has become even more favourable when 
compared to our 2017 results. 
 
Our gender pay gap continues to be affected by a higher proportion of men at the Executive level.  In 
April 2018 we increased our female representation at the Executive level, resulting in the male/female 
ratio of 70:30, and our team of directors became more balanced with equal representation. 
 
We are proud that we have a higher proportion of women to men overall, reflecting our customer profile, 
and we believe that a diverse workforce is good for our business.  Having a balance of female and male 
role models is likely to give us a variety of different points of view and ultimately result in better decisions 
for our people and our customers. 

OUR BONUS PAY GAP
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OUR COMMITMENTS 
FOR GREA TER INCLUSION
In our first gender pay gap report we recognised we needed to better understand the barriers          
to progression and find solutions. Based on our gender pay gap from 2017, we made a number of long 
term commitments and have made some progress but recognise this is a journey that we will build on 
each year.  

1. FLEXIBILITY

We believe that we have strong policies in place that support diversity and inclusion within Boden.  
Our move into our newly refurbished office in London gave us the opportunity to ensure the majority 
of our teams have access to a laptop, which allows them to work smartly, when and where it suits 
them. 
 
We will take this further in 2019, by reviewing our agile working practices and empowering our 
teams to work in the way that works best for them.  Having just launched a new Intranet platform on 
Office 365, we’re well on our way to enabling more of our people to access the tools and information 
they need to do their jobs, wherever they are.  We are also reviewing the other technologies we have in 
place to support agile working, and will help our managers to understand how to get the best out of 
their teams when they’re working elsewhere. 

2. ENHANCE CAPABILITY

A. Promoting our policies
We have made improvements to our family friendly policies – in particular our maternity policy, where
we have created better guidelines for our managers to help team members back into work and
anticipate the types of challenges this brings.  Over the next year, we will focus on our flexible working
request policy to help make it easier for our people to ask for changes to their working pattern, and to
encourage and help our leaders to think of creative solutions to make these working patterns
successful for both team members and Boden.

B. Our training
We continue to provide our managers with guidance on conducting interviews and making decisions
that are free from unconscious gender bias, in addition to developing them to recruit brilliantly, whether
that be internal talent or external people.  We have also shaped and launched a new talent
development training programme aimed at supporting our managers to be confident to step up to
broader leadership roles.  Our mentoring programme, as well as coaching opportunities, are also
developing our leadership pipeline.



CAREER DEVELOPMENT  
   AND SUCCESSION PLANNING

We worked hard to ensure the majority of our people had a career conversation last year to talk about 
aspirations and to share feedback.  This has allowed us to have a good sense of our internal talent and 
provided an important context to discuss internal succession plans more formally in talent reviews.  
Our new apprenticeship scheme is supporting accelerated development of people in Buying and 
Merchandising, Operations and Customer Service.  We continue to invest in our business, creating 
many opportunities for people to grow their careers with us.

4. SUPPORTING OUR WOMEN LEADERS

We continue to work hard to create links externally to give our female leaders networking opportunities 
to encourage them to grow their careers, and our important association with Retail Week’s ‘Be Inspired’ 
campaign offers our female leaders chances to get together, learn and be inspired from each other and 
to create career confidence.  We will continue to look for opportunities where we can build our network.

  SUMMARY
Closing the gender pay gap is not a quick fix and it needs considered and thoughtful actions that are 
right for our people.  We know there is always more we can do. Our plans will remain focused around 
unlocking better progression for all our people, and we will continue to connect our female leaders to 
other networks and organisations to support and grow their careers. 

OUR COMMITMENTS 
FOR  THIS YEAR CONTINUED 
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