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Accor UK Business & Leisure are fully compliant with all relevant 

legislation and wholly committed in our duty to report our Gender Pay 
Gap findings for the year end 2021. 

As outlined by the Government, the Gender Pay Gap is an analysis of 
the difference between the average (mean or median) earnings of men 

and women across a workforce. From 2017, employers who have 250 or 
more employees on a selected date each year must comply with 

regulations on gender pay gap reporting. Gender pay gap calculations 
are based on employer payroll data drawn from the specific date each 
year.  

This is our annual gender pay gap report for the snapshot date of 5 April 
2021. 

• Our mean gender pay gap is 6.5% 
• Our median gender pay gap is 10.2% 

• Our mean gender bonus gap is 23.8% 
• Our median gender bonus gap is -130.0% 

• The proportion of male employees receiving a bonus is 7.1%  
• The proportion of female employees receiving a bonus is 4.3% 

 

Table 1: Pay quartiles by gender 

The below table shows our workforce divided into four equal-sized 

groups based on hourly pay rate. Band A includes the lowest-paid 25% 
of employees (the lower quartile) and band D covers the highest-paid 
25% (the upper quartile). A quartile is one of four equally sized groups 

created when you divide a selection of numbers that are in ascending 
order into four. The "lower quartile" is the lowest group. The "upper 

quartile" is the highest group. 
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The figures in this table have been calculated using the standard 
methods used in the Equality Act 2010 (Gender Pay Gap Information) 
Regulations 2017. 

Why do we have a gender pay gap? 

Our snapshot date of 5th April 2021 represents a very unsettled time 
across the country as we had been in the third National Lockdown due 
the Covid-19 pandemic and the impact this had on the hospitality sector. 

Although the payroll for this date was still substantial enough to be 
analysed fairly, we had 1,498 relevant employees in the UK of which 

only 358 could be classified as full-pay relevant employees, and the 
latter were used in the reporting of hourly pay gap statistics.  

The hospitality industry was critically impacted by the Covid-19 
pandemic which resulted in the sector shutting down 

partially/completely during this period and this accounts for a reduction 
of the total number of individuals analysed. Furthermore, within our 

hotels, our General Manager’s had to work throughout the pandemic for 
security reasons whilst the hotels were closed. The data shows that in 
these roles, especially within the midscale properties, we typically have 

more male employees, and with this in mind, these members of staff 
would be counted in the sample of “full pay relevant employees” which 

would therefore have an impact on this year’s results. The data also 
demonstrates that in some cases, we have employees with a substantial 
length of service, and with annual pay reviews/increases, over time this 

could also impact the Company’s gender pay gap results. 

Band Description Males Females 

D 
Includes all employees whose standard hourly rate 
places them in the upper quartile 

62.2% 
 

37.8% 
 

C 
Includes all employees whose standard hourly rate 
places them in the upper middle quartile 

65.2% 
 

34.8% 
 

B 
Includes all employees whose standard hourly rate 
places them in the lower middle quartile 

66.7% 
 

33.3% 
 

A 
Includes all employees whose standard hourly rate 
places them in the lower quartile 

49.4% 
 

50.6% 
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In April 2021, the Company was unable to pay its discretionary annual 
bonus to its employees due to the impact of the pandemic on the 

business. However, as per the guidelines, any incentives that are paid 
within the snapshot date is considered a “bonus” for reporting purposes. 

The percentages reflected in all of the bonus categories are therefore a 
reflection of ad-hoc incentives that were paid towards staff, whether this 
was a payment for a recruitment referral, allowances for additional 

responsibilities, hotel specific incentives etc. These incentives were not 
paid to any specific role or hotel but are a contributory factor to the 

bonus pay gap. 

Legally, men and women must receive equal pay for: 

• the same or broadly similar work; 

• work rated as equivalent under a job evaluation scheme; or 

• work of equal value. 

We are committed to equal opportunities and equal treatment for all 
employees, regardless of sex, race, religion or belief, age, marriage or 

civil partnership, pregnancy/maternity, sexual orientation, gender 
reassignment or disability. We have a clear policy of paying employees 

equally for the same or equivalent work, regardless of their sex (or 
anything else listed above). We: 

• carry out regular pay and benefits audits; 

• evaluate job roles and pay grades to ensure fairness. 

We are confident that our gender pay gap is not a pay issue; we know 

this because our approach to pay is gender neutral by design and our 
analysis shows that our pay gap is driven by the structure of our 
workforce.  

The table above shows our workforce divided into four equal-sized 

groups based on hourly pay rate. Band A includes the lowest-paid 25% 
of employees (the lower quartile) and band D covers the highest-paid 

25% (the upper quartile). If we had no gender pay gap, there would be 
an equal ratio of men to women in each band. However, instead, we 
have a higher representation of male colleagues in Bands B, C and D 

with a slightly higher female representation in in Band A.  

What are we doing to address our gender pay gap? 

We are not happy with our gender pay gap even though it compares 
favourably with others in some areas and has also reduced in 

comparison to last year in some areas. This demonstrates that we are 
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moving in the right direction in reducing our gender pay gap. We are 
committed to doing everything we can to reduce the gap. However, we 

also know this is a difficult task. For example, we have no control over 
what people choose to study or the career choices that they make. 

So far, we have taken the following steps to promote gender diversity: 

• Salary Review: The Company has an annual salary review 

process whereby all employee’s salaries are reviewed to ensure 
consistency in job roles and to ensure they are signed with the 
job evaluation/grading metrics used by the organisation. These 

metrics are also a benchmark for how the company pays its 
employees in comparison to the market.  

• Encouraging internal mobility: In liaison of our managing 
partner, Accor Hotels, the Company is ensuring that all employees 

are aware of vacancies within the company should they wish to 
apply and progress into different roles. We value our employees; 
and being able to retain our talent and distribute skills & 

experiences is critical to our approach. We support and enable our 
Heads of Departments in our hotels to move into their first 

General Manager positions, and we ensure all employees are 
aware of all opportunities to encourage mobility within the 
company for personal and professional development. 

By themselves, none of these initiatives will remove the gender pay gap 

- and it may be several years before some have any impact at all. In the 
meantime, every year we will tell you what we're doing to reduce the 

gender pay gap and the progress that we're making. 

Any further initiatives launched throughout the year will be reported on 
the company intranet. 

I, Alice Neubert, VP Finance UK & Benelux, confirm that the 

information in this statement is accurate. 


