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Introduction
This is Rank’s fourth year producing a Gender
Pay Gap report, and we are pleased to have the
opportunity to publish an update on how our
efforts to close the gap are progressing.
We are committed to the principle of equal
opportunities and equal treatment for all
colleagues, which includes paying individuals
equally for the same or equivalent work.

A diverse workforce will help us:
Attract and retain top talent;

Improve the quality of our decision making;

Increase innovation and customer insight;

Increase colleague satisfaction; and

Enhance Rank’s image and reputation
as a responsible employer.

John O’Reilly

Chief Executive
Officer
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Background
If all company colleagues 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 to the pay of the male in the middle of their line. On the other hand, the mean gender pay gap shows the difference in the average hourly rate of pay between men and
women in a company.
Since different jobs pay differently and the number of men and women performing these jobs varies, a gender pay gap can exist. Clearly, this is different from ‘equal pay’, which accounts
for the difference in pay between men and women who carry out the same or similar jobs.

Methodology
All the figures set out in this report have been
calculated employing the standard methodologies
used in the Equality Act 2010 (Gender Pay Gap
Information) Regulations 2017. Appropriate
adjustments were made for worked versus
contractual hours where these distort the results
for hourly-paid colleagues with highly variable
hours and adjustments to pay in any payroll month.
For bonuses, only those paid as part of the annual
scheme (paid in December) were included in the
previous year’s calculations. For 2019, changes to
incentive schemes across the Group meant that a
higher number of colleagues had access to a bonus
and could be included in the report under the ACAS
guidelines. This increased bonus group is therefore
reflected in the 2020 calculations in this report.
Published Gender Pay Gap reports for 2017, 2018
and 2019 can be viewed at: https://gender-paygap.service.gov.uk/Viewing/search-results.

The impact of COVID-19
2020 has been a challenging year and resulted in
a significant proportion of our colleagues being
furloughed in response to national lockdowns and
other restrictions that reduced trading throughout
the year. This has impacted the gender pay gap
calculations in two ways across the qualifying
pay period:

As a result of being furloughed, 93% of colleagues
have needed to be excluded from the gender pay
calculations. In addition, whilst all colleagues are
eligible to be included within the bonus gap
calculations, furlough has resulted in many
colleagues not being able to earn a bonus as they
have been out of the business.

• The Executive Directors agreed to a 20%
reduction in their pay; and

As has been reported in previous years, we are
confident that our gender pay and bonus gaps do
not stem from paying men and women differently
for the same or equivalent work. Rather, it is the
result of men often being in more senior roles, while
women are more prevalent in front-line roles. This is
consistent with the UK economy as a whole, where
the majority of customer service and administration
roles are held by women. Furthermore, women are
more likely to work part time, with many of the jobs
that are available across the UK on a part time
basis being relatively low paid and often do not
attract a bonus.

• The Government Equalities Office has confirmed
that the furlough scheme is classified as
temporary leave, so where colleague salaries
are not topped up to 100%, they have been
excluded from the pay calculations, but included
in the bonus calculations, where applicable.

This pattern is reflected in the make-up of our
workforce, particularly in the venues business,
where the majority of customer facing roles are
held by women, while a higher percentage of senior
manager roles are held by men. Given that the roles
that have been furloughed this year have been
predominantly customer facing ones, many women
have been removed from the calculations. The
comparison to previous years using this reduced
dataset suggests that our gender pay and bonus
gap is widening in favour of men, even though we
continue to implement many actions that have
previously had a positive impact. We urge caution
in comparing the 2019 and 2020 figures due to this
difference between the datasets.
We are committed to doing everything that we can
to reduce any gender pay and bonus gaps and
address the balance of men and women employed
in roles across the various job levels within the
Group. Through the use of job, families, pay
banding and benchmarking processes, which we
have in place for all roles, we continue to ensure
that women receive equal pay for completing the
same or similar roles.
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Gender Pay and Bonus Gap
Overview of the Gender Pay and Bonus Gap
The gender pay gap for each of our legal entities
(Mecca Bingo Limited, Grosvenor Casinos
Limited, Grosvenor GC Limited, and Rank
Leisure Holdings Limited) appears to have
worsened, with a mean and median gap increase
of 10.9% and 16.5% to 25.7% and 21.2%
respectively across Rank as a whole.
As previously explained, for the whole of our
calculations, there were only 508 qualifying
colleagues from a maximum total of 7,488
colleagues, representing just 7% of our
workforce. This apparent widening gap can
therefore be fundamentally explained by the
reduced dataset, making a true year-on-year
comparison not only difficult, but also arbitrary.
The position regarding the bonus gap is also
further complicated by the inclusion of a wider
group of colleagues being eligible for a bonus,
even though the overall number who received one
may have reduced. This change may have had a
positive impact on our mean gender bonus gap,
which appears to have improved significantly
from 42.3% to 19.3%. However, as before,
caution is recommended due to the reduced
dataset. The change to the median bonus gap –
from 25.3% in favour of women in 2019, to 22.5%
in favour of men – whilst moving closer to parity,
also needs to reviewed in this context.

Whilst the comparability of these figures
is challenging, it is worth noting that the
equivalent Office for National Statistics (ONS)
Annual Survey of Hours and Earnings’ (ASHE)
latest figures show that we are below the mean
gap for the Gambling and Betting Activities
sector, which for 2020 is 27.4%
That being said, we will continue to focus on
these metrics over the coming year to ensure
that they are positively influenced to move
towards greater parity across the business. We
are confident that once restrictions are lifted
and our venues are able to reopen, resulting in
our colleagues returning to work, we will see
progress thanks to the various initiatives
referenced later in this report.
Details on each of the four statutory entities
for which we are required to publish (Mecca
Bingo Limited, Grosvenor Casinos Limited,
Grosvenor GC Limited, and Rank Leisure
Holdings Limited) are included at the end of
this report.

The below table shows the Mean and Median Gender Pay Gap for the whole of Rank for the
reporting period (5 April 2020) and how it compares with the previous reporting period (5 April 2019).

Mean Gender Pay Gap

Median Gender Pay Gap

Mean Gender Bonus Gap

Median Gender Bonus Gap

2020

2019

Change

25.7%

14.8%

10.9%

21.2%

4.7%

16.5%

19.3%

42.3%

-23.0%

22.5%

-25.3%

47.8%
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Gender Pay and Bonus Gap
continued

Gender split

Gender split by pay quartile
(whole Rank)

Proportion of employees receiving
a 2020 bonus

Upper quartile

Male

31.5%

68.5%

47.2%

2019

5.7%

52.8%
56.6%

2020

Non-manager

Manager

Upper middle quartile

39.4%

60.6%
Female

47.2%2.3%

52.8%

2019
Lower middle quartile

Female
Male

36%
64%

Female
Male

50.2%
49.8%

42.5%

2020

41.9%

Lower quartile

Grand total

49.3%

57.5%

50.7%

On review of the dataset, at a Group wide level, the number of
males and females included are comparable. Whilst the number
of males exceeded the number of females at the manager level,
this is reversed at the non-manager level, which results in the
overall number being broadly the same. Importantly, even though
there are fewer females at the manager level, the split for females
has increased by 2.8%, from 33.2% in 2019, to 36.0% in 2020.

47.2%

52.8%

Particularly in our venues business, the majority of our customer
facing roles are held by females and so, as expected, they will be
in the lower middle quartile, while a higher percentage of senior
manager roles are held by males, meaning they will be in the
upper middle or upper quartile. The difference at the lower
quartile is likely due to the unprecedented nature of the reduced
dataset.

Whilst the overall dataset is reduced due to furlough, changes to
incentive schemes across the Group means that a higher number
of colleagues had access to a bonus. The proportion of males
and females receiving a bonus will also be influenced by the
unprecedented nature of the dataset.
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Supporting Inclusion and Diversity (I&D)
I&D Strategy
The emergence of COVID-19 has continued
to make it clear how important it is to focus on
gender equality as part of our overall approach
to inclusion and diversity, which also needs
to take into account the needs of all underrepresented groups, such as those from the
BAME community, for example. Depending
on their role and personal circumstances,
colleagues have been disproportionally affected
by the consequences of health concerns and
workplace restrictions, all alongside the challenges
of balancing family, care and work responsibilities.
Whilst the closure of our venues resulted in a
significant number of our colleagues being placed
on furlough, the importance of day-to-day human
connection and inclusion have remained critical,
and many colleagues have been involved in local
community activities, such as raising money for
carers and providing meals to those in need.
The importance we place on supporting colleagues
and the communities they serve will continue long
after the impact of the pandemic has receded, and
gender equality, as part of a wider inclusion and
diversity agenda, will have a critical part to play.

Working in partnership with Inclusive Employers, our I&D strategy has been specifically formulated to focus on:

1. Ensuring there is a diverse workforce across all grades
2. Creating an inclusive environment
That facilitates our colleagues to develop, be creative, and deliver exceptional service

3. Demonstrating leadership on I&D
Internally and externally, positioning Rank as an “employer of choice”

4. Making I&D integral to how we do business
Using the National Inclusion Standard “Six Es” (Engage, Equip, Empower, Embed, Evaluate, Evolve) our priority is to put
I&D, and in particular gender diversity, at the heart of our business strategy.

5

Supporting Inclusion and Diversity (I&D)
continued

1. Ensuring there is a diverse workforce across all grades

2. Creating an inclusive environment

Rank’s Talent Strategy

Recruitment

Family Support Policies

Time Off for Dependents

As individuals progress up our management
structure, we have several initiatives in place to
support under-represented groups, in particular
women in senior positions, and to support them in
developing their careers.

We maintain our commitment to ensuring balanced
shortlists and recruitment panels for all senior
appointments. Our improvement in this area has been
demonstrated, for example, through the achievement of
the Hampton Alexander target of 33% female
representation for direct reports of the Executive
Committee. Currently, female representation stands at
37% as of January 2021, however, we continue to look
to ways to further improve this percentage.

We have a variety of family support policies, including
flexible working, which seek to enhance the working
lives of colleagues by offering alternative working
patterns to help them strike a balance between their
work and personal commitments. Flexible working
may include variations to hours of work, working from
home, or job shares, all of which can help support
work-life balance.

We recognise that colleagues with family
responsibilities sometimes have conflicting demands
between family life and work responsibilities. The
provision of time off for emergency situations involving
dependants helps colleagues manage clashing and
often stressful demands on their time and attention.

Training

Holiday Purchase Scheme

Company Maternity Pay

We provide comprehensive training to colleagues
across the business, with a particular focus on the
senior population and high-performing individuals,
many of whom are female. This includes providing
support to enable eligible colleagues to study for
professional qualifications, enhancing their technical
expertise and professional standing.

Whilst due to the impact of the pandemic we have
temporarily paused the holiday purchase scheme,
which offers colleagues the opportunity to buy up to
five days of additional holiday in the year, it is likely to
be reintroduced in subsequent years due to its
positive impact on allowing colleagues to manage the
conflicting priorities of work and home.

In addition to paid time off for those taking paternity leave,
we do all that we can to support, retain, and enhance the
careers of women in senior positions across the Group.
We offer enhanced maternity leave pay for women in
leadership / management roles or our pathway positions
into senior management.

Further to our objective assessment of talent,
we create personal development plans (PDPs), which
we review on a quarterly basis. To support the
development outlined in the PDPs, we focus on the
execution of many initiatives which we look to cover
under the Executive Potential Programme (EPP) and
the Developing Potential Programme (DPP), which
also include the use of project assignments to
encourage group working as part of a wider cohort of
talented colleagues.
We use a High Potential Sponsorship Programme
(HPSP), which targets women across the Group and
offers them the appropriate support to develop their
careers. As part of this initiative, members of the
Executive Committee have committed to the
sponsorship of an individual on the programme.
Furthermore, we also focus on “reverse mentoring”,
the purpose of which is to provide valuable insight on
actual and perceived barriers to inclusion that can in
turn help inform policy and leadership decisions that
impact gender diversity in the workplace.

We continue to use Inclusion Champions, who are
actively engaging at all levels across the Group to
ensure that we create an inclusive workforce that is
“blind” to specific characteristics, such as gender.
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Supporting Inclusion and Diversity (I&D)
continued
continued

3. Demonstrating leadership on I&D

4. Making I&D integral to how we do business

Coaching and Mentoring

Understanding Trends

We run a coaching and mentoring scheme, where those with high
potential – many of them female – can access support and guidance
from senior colleagues. This provides opportunities for professional and
personal development, as well as promoting networking across the Group.
Notably, over the course of the last year, this has been extended through
the use of mentors external to the Group to enhance colleague
development.

We continue to monitor all areas at all levels across the Group to identify the trends,
potential barriers and drivers for women as they progress their careers.

More broadly, our focus is on ensuring future generations of women in the
workplace have every opportunity to fulfil their potential and reach the
very top of our business. We continue to support PwC’s Diversity in the
Hospitality, Travel and Leisure Charter, which requires our leaders to sign
up to ten diversity commitments. Furthermore, working in partnership with
Women in Hospitality, Travel and Leisure (WiHTL), we provide a
programme of masterclasses on a wide range of development topics in
this area. We also committed to supporting the inaugural “Come back to
HTL” initiative, which was the first ever cross-industry returners
programme helping individuals make the successful transition back into
the business after a period of time out of the workplace.

We critically review:
• The proportion of men and women applying for jobs and being recruited;
• The proportion of men and women applying for and obtaining promotions;
• The number of men and women in each role and pay band; and
• Take-up of flexible working arrangements by gender and level within the Group.
This approach allows us to identify issues and take any remedial actions to promote
gender diversity in all areas of our workforce.
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Gender Pay Gap Data
Gender Pay Gap Data on Rank’s four legal entities* as at 5 April 2020
Hourly gender pay gap difference
(%)

Bonus gender difference
(%)

Mean

Mecca Bingo Limited

28.5

23.0

23.1/76.9

23.1/76.9

76.9/23.1

76.9/23.1

66.2

81.5

8.8/4.6

Grosvenor Casinos Limited

32.1

26.2

54.5/45.5

70.0/30.0

54.5/45.5

100.0/0.0

56.3

25.6

73.6/76.3

-30.2

-8.8

100.0/0.0

0.0/100.0

66.7/33.3

50.0/50.0

-47.8

22.9

78.5/78.0

Rank Leisure Holdings Limited

29.8

23.2

43.8/56.2

45.8/54.2

58.3/41.7

74.5/25.5

-23.6

37.9

15.8/19.0

Entire UK Group

25.7

21.2

52.8/47.2

42.5/57.5

60.6/39.4

68.5/31.5

19.3

22.5

56.6/41.9

*

Upper quartile

Mean

Median

Proportion
of employees
receiving bonus
(M%/F%)

Entities

Grosvenor Casinos (GC) Limited

Median

Proportion of men/women in quatille pay bands
(M%/F%)
Lower
Upper
Lower
middle
middle
quartile
quartile
quartie

See commentary about datasets on page 3 and 4.

8

The Rank Group Plc
Gender Pay Gap Report 2020

