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Foreward
This has been a milestone year for MADE, having
entered a new chapter as a publicly listed company
in June 2021. As we continue to thrive and grow, our
people and inclusive culture remain at the centre of
our working life. We value the contribution that both
women and men make at MADE, and the importance
of ensuring equal recognition and opportunity for all to
enable our people to reach their full potential.
As a brand, we have always challenged convention and
been disruptive in our approach, and we’re determined
to continue to apply this to all aspects of our business,
including diversity and inclusion. We are focused on
supporting the great work that has been achieved
through our Diversity & Inclusion Council, framed
around our three key pillars; ‘to listen, to educate and
to challenge’, and we are proud of the career support
initiatives we have in place, such as our cross-company
mentoring scheme, which supports high potential, rising
stars at MADE and helps them gain the skills they need
to advance their career.

Our headline pay gap reporting figures show that our
mean pay gap has widened to 22.5%, which is mainly
driven by fewer women in senior roles below our
Executive Leadership Team and in our Technology Team.
We know that our gender pay gap is not where it should
be and are committed to developing our long-term
strategy to address this.
While I am proud of the great work we have already
achieved, we know we have more to do and we remain
focussed on ways to reduce the pay gap in future years.
This includes reviewing and updating our recruitment
strategy and family friendly policies, more of which is
discussed later in this report.
In this year’s report, we will bring you up to date with
how we’re doing and our areas of focus for the coming
year. I look forward to providing further updates in our
next pay gap report.

Nicola Thompson
CEO, MADE.COM
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What is gender pay
gap reporting?
In line with Government regulations, employers with
250 or more employees are required to publish their
gender pay gap annually.
The terms ‘gender pay gap’ and ‘equal pay’ are different.
Equal pay refers to men and women receiving the same
pay for doing the same or similar work.
We are confident that men and women at MADE
are paid equally for equivalent roles and we remain
committed to providing equal pay for equal work.
Gender pay gap reporting is the difference in average
hourly rates of pay between all men and women within
a company as a whole.
Our gender pay gap calculations are based on a
snapshot date of 5th April 2021, covering the 12-month
period running up to that date.
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Our gender pay gap in numbers
OUR PAY GAP

PROPORTION OF WOMEN AND MEN UK EMPLOYEES IN HOURLY RATE PAY QUARTILES

Mean gender
pay gap

Median gender
pay gap

22.5%

Upper

43%

Upper middle

21.6%

61%
73%

Lower middle

39%
Women

27%

Men
Lower

2020 17.1%

57%

55%

45%

2020 18.2%
OUR BONUS GAP

PROPORTION OF MEN RECEIVING A BONUS

Mean bonus gap

Median bonus gap

32.1%

-70.9%

Receive a bonus

PROPORTION OF WOMEN RECEIVING A BONUS

41%
56%

44%
59%

Do not receive
a bonus

2020 35.1%

2020 11.4%
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Analysis of our gender
pay gap
The reporting requirements apply to the UK workforce,
and while our mean pay gaps for our global employee
base is negligible, we’re disappointed that our UK mean
pay gap has widened by 5.4 percentage points. In part,
this increase can be explained by the impact of furlough
on our 2020 pay gap figures, where some employees
were not included in our data set. Had these employees
been included, this would have resulted in a narrower
mean pay gap increase of 1.8 percentage points
and a reduction of 0.6 percentage points to the median
pay gap.
We recognise that we still have work to do. Our analysis
shows that our UK pay gap predominantly exists due to
lower representation of women at senior levels below
our Executive Leadership Team (ELT), and due to the
gender split of our Technology team.
While we’re proud to have 57% female representation at
our ELT, we know we must do more to create a balance
in representation for the senior roles below this and we
are working on a plan to improve this. The gender split

of our Technology team, where market rate salaries
are typically higher, is 28% female. Although this
compares favourably to the industry average, attracting
and retaining more women into our Technology team
remains a focus for the coming year.
To make a real, lasting difference to our pay gap, we
recognise it is also important to focus on ensuring a
culture that continually drives gender balance across all
areas at MADE, and that we live and breathe our values
every day to create a diverse and inclusive working
environment for all.
In April 2020, at the early stages of the pandemic,
our warehouse teams worked in very challenging
circumstances maintaining business continuity, so
that our products could still reach our customers. In
recognition of their hard work and commitment during
this demanding period, teams were paid a small bonus
payment. As 81% of our warehouse team is male, this
impacted the median bonus gap figure.
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Our areas of focus to narrow the gap
01
01 Representation of women
in senior management
and technology roles

02
02Driving greater gender
balance through our data

03
03Reviewing our talent
pipeline

04
03Making MADE an
employer of choice

We’re reviewing our recruitment
strategy, with a particular focus on
senior management and technology
roles, to ensure we are broadening and
maximising our reach to all women
and sourcing candidates from the
widest pool of talent possible. We’re
committed to ensuring gender neutral
language in our job adverts, ensuring
that all roles are open to a conversation
about flexible working, and to providing
gender balanced shortlists for
recruiting managers.

A key driver to reducing our pay gap is
through a deeper understanding of our
data. We’re implementing a new HR
information system (HRIS) later this
year which will improve our reporting
capability and allow us to identify and
drill down into areas of focus. Our new
HRIS will also help with real-time gender
pay gap awareness for managers and
provide the foundation for ethnicity pay
gap reporting in 2023.

We’re committed to developing a
programme to support the progression
of high performing / high potential
women within MADE, to help them
develop the skills and confidence
they need to progress into leadership
roles. We recognise that there is an
under representation of women in senior
management roles in our Technology
team, and will pay attention to creating
development opportunities which drive
greater gender balance in this area.

Being an employer of choice will help
keep hold of our best people and gives
us the opportunity to attract the best
talent that’s out there. Through the
development of our Employee Value
Proposition, we will nurture our working
environment that supports
and inspires people to be their very best.
We commit to reviewing our current
family policies and benefits to enable
employees to balance their home and
work life effectively, and support those
returning from periods of family leave by
helping them to adjust back to work and
thrive in their careers.
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Declaration
Our Gender Pay Gap figures have been
calculated based on a snapshot date of 5th
April 2021 in accordance with the Equality Act
2010 (Gender Pay Gap Information)
Regulations 2017. We confirm that the data
contained within this report is accurate.

Nicola Thompson
CEO, MADE.COM
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