
GENDER PAY GAP REPORT
Introduction
In relation to the Equality Act 2010 Regulations 2017 
(SI 2017/172), in force from 6 April 2017, ACS&T passed 
the relevant employee headcount threshold of 250 
in the summer of 2017 and therefore the Company 
reports for the first time upon the snapshot date of 5 
April 2018. ACS&T is committed to open and inclusive 
progression within the company and welcomes the 
opportunity to demonstrate this pledge. It should be 
remembered throughout that this legislation differs from 
equal pay for equal work; gender pay gap calculations 
measure the mean and median averages of full pay 
relevant male and female employees, which does 
not differentiate between seniority or job function.

It should be noted that ACS&T pays all pension 
contributions via salary sacrifice and this has affected 
the figures as salary sacrifice payments are discounted 
from the calculations; those employees choosing to 
contribute a greater amount into their pension pots 
(i.e. from their gross salary before deductions) are 
therefore shown as ‘earning’ less. ACS&T celebrates its 
accreditation as a Living Wage Employer: we 
believe everyone deserves a fair day’s pay for a 
hard day’s work. This is a voluntary rate and is 
significantly higher than the government minimum.

Legacy Demographics 
In alignment with the logistics industry, ACS&T’s employee 
population is heavily male dominated. Cold store warehouse 
work and LGV haulage have been industries in which female 
employees have been in a minority. The relevant employees in 
these calculations reflect this weighting: 87% are male with 13% 
being female. 

This said, it is notable that this smaller set of female employees 
features in the Upper Quartile of Ordinary Pay, driving up the 
mean averages in preference to the male equivalent figures. Our 
Ordinary Pay Mean Gender Pay Gap is -3.73% i.e. the female 
mean is higher than the male. A smaller number of women form 
a significant percentage of senior management and specialist 
roles,  leading to a higher mean average rate, compared with that 
of the majority of staff (being male) in warehouse and driving 
occupations.  

Celebrating Career Progression throughout ACS&T
ACS&T has a proven track record of developing its people and promoting from within. Many of our managers have progressed 
through 3 if not 4 job roles within the company. The tenure of our staff is testament to this: considering the employees 
in this data set, 36% have been with us longer than 10 years; 15% of the data set have worked with us for 20 years plus.
We recognise that our middle management of the Upper Middle Quartile is heavily male dominated at 93% 
male: our Shift Managers and Transport Managers are mostly, but not exclusively men. LGV driving and 
warehouse working have stereotypically been seen as ‘male oriented‘  work and this has formed the pool 
available for potential promotions. Our Ordinary Pay Median Gender Pay Gap is 9.9% in favour of men. A 
higher female representation in the Lower Quartile (our administrators) alongside a smaller female population 
in the company overall pulls down the female median point compared with the male median figure.
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Bonuses and Profit Share Payments 
ACS&T rewards everyone for success: non-managerial colleagues 
receive an annual profit share payment and managers are 
awarded incentivised bonus. A higher proportion of women 
received a bonus or profit share payment. Looking at the relevant 
employees, 89% of women and 83% of men received an additional 
payment (either a bonus or a profit share payment) within the 
snapshot year reporting period. In line with the Ordinary Pay 
findings, the Bonus Mean Gender Pay Gap is -39.10% in favour of 
females, reflecting successful senior female managers who were 
remunerated in line with their achievement. The higher proportion 
of male middle managers within a larger male population drives 
the Bonus Median Gender Pay Gap to 22.16% in favour of males.

The Future
It is our firm intention to narrow this median gender pay gap over time by making our industry more attractive and 
accessible to all genders and people of diverse backgrounds and identities. We understand that our company has yet 
to reflect the society in which we work and we are engaging with schools to change this. We are excited about ACS&T’s 
Stairway, our career development strategy. This enables access to learning and development, onwards to leadership 
and management. From our apprenticeship scheme to supporting managers to university degree, we identify and 
develop all colleagues inclusively. It is however also a mechanism to clear pathways for female advancement at all 
levels and in all areas of the company.  Currently, 23% of our Stairway participants are women, which compares 
favourably with overall female population in the company. We believe that this is beneficial to the individual, to 
the company and to the communities within which we work. ACS&T is a company where everyone can succeed. 

I can confirm that the data contained in this report is accurate and published in accordance with the gender pay gap reporting 
guidance and regulations. 

ORDINARY PAY AVERGAES  MALE FEMALE  GENDER PAY GAP

Mean Average 

Median Average 

                £13.08                      -3.73%               £12.61

                 £9.91               £11.00                         9.9%
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Malcolm Johnstone

Managing Director 

ACS&T LogisticsTotal Relevant Full Pay Employees



Bonus and Profit Share Payment

MALES FEMALES

BONUS AVERAGES  MALE FEMALE  GENDER PAY GAP

Mean Average 

Median Average 

              £1,294.20

               £452.33

                     £1,800.10

                       £352.08

                  -39.10%

                    22.16%
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