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Measurement.

Brayleys Cars Limited employs more than 250 people so we are
required by to law to carry out Gender Pay Reporting under the
Equality Act 2010 (Gender Pay Gap Information) Regulations 2017,
and to publish an annual gender pay gap report.

At the time of the reporting period (April 2021), Brayleys Cars
Limited employed 276 “relevant employees” of which 197* were
“full-pay relevant employees”

The figures reported are based upon six calculations set out in the
regulations that must be reported every year. These show the
difference between the average earnings of men and women
employed in our organisation.

We are required to publish these results on our own website and a
government website, and the following report is based on a
snapshot date of the 5t April 2021.

Understanding the gender pay gap.

Using the calculations prescribed in the gender pay gap reporting
regulations, we have taken pay data for all of our staff, which
includes many difference roles and therefore a variety of rates of pay.
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What is included in our calculations?

Calculations are required to be based on the pay from April each
year, including ordinary pay (which includes basic pay/holiday pay/
allowances) and bonus pay (profit share bonus/commission
payments)

What is the gender pay gap?

A gender pay gap is a measure of the difference in the average pay of
men and women — regardless of the work they do —across an
organisation, business sector, industry or the economy as a whole. It
is affected by the number of men and women across all roles.

It is different from an equal pay comparison, which is
a direct comparison between men and women
carrying out the same, similar or equivalent work.



Understanding.

The Gender Pay Gap data for Brayleys Cars Limited in 2020/21 is as follows:

The automotive retail sector has
historically been a male dominated MEAN AND MEDIAN PAY BONUS.
industry in respect of its WOI"kaFCE, which AND BONUS GAP The proportion of males/females who received a bonus is as follows:

is changing slowly and we are committed
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to try to ensure we have a fair LS MEDIAN
representation of men and women. R

Gender
e 900
Our current employee gender spilt is 78% Pay Gap 27.0% 18.8%
male and 22% female.
Gender 0% -
The reality of situation is that a large Bonus Gap 28 3.9
proportion of our workforce is male and B W received abonss 7] i not receive a bonus

they hold a large percentage of the higher
paying roles which is the major cause of

our gender pay gap. SALARY QUARTILES.
The proportion of males/females in each quartile pay band is as follows:
single month of payroll data, during which our showrooms

® O
were closed as part of a government imposed Lockdown.
Furloughed employees are excluded from this calculation ,
which removes approximately 30% of employees from the
calculation. This also impacts on the validity of the quartile o
bandings which again are based only on the single month which
excludes approx. 30% of employees. Bonus Gap calculations are

not affected as these are calculated using 12 months data. Lower Lower Middle Upper Middle Upper

*COVID-19 Impact on April 2021 calculations : it should be
noted that the mean & median pay gap calculations are again
affected by the CJRS Furlough scheme, as both are based on a




Actions.

How are we working to address the gap?

We are committed to equal pay. Where male and female employees
undertake the same role and responsibilities, they have the exact
same opportunity to earn equal pay. We operate consistent group
wide pay structures for many common roles to facilitate this.

We believe the group’s values promote a working environment which
is conducive to both male and female employees. We are open to
job applications from applicants of all diversities and are committed
to offering equal opportunity to both male and female job applicants
across all roles.

Using the learning from our membership of the Automotive 30%
Club, we have re-set our recruitment, retention and development
strategies in order to attract a broader cross section of our
communities into employment in our businesses.

To achieve our aim of 30% of senior leadership positions being held
by women by 2030, it is important that the groups current
recruitment and retention strategies are attractive to the new
recruits of today, who can develop into the senior leaders of
tomorrow.

However, we are also aware that the level of staff turnover within
senior leadership positions in the company occur less frequently
than other more common roles such as sales executives and
technicians who currently account for more than 50% of
employees.

In reflecting the diverse nature of the communities we serve and
widening the reach of our business recruitment into these groups,
we believe will lead to better gender and diversity representation
in our workforce

We want to attract and recruit the very best talent into our
business, regardless of gender.

| confirm that these published figures are an accurate
account of our gender pay gap as at April 2021.

Paul Brayley
Managing Director
Brayleys Cars Limited
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