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"This year’s gender pay report for 2024/25 provides a clear look 
at how our work to build a more diverse and inclusive business 

is starting to show up in our results.  

We’re now in the delivery phase of our Belonging Roadmap, a 
long-term strategy designed to drive diversity, empower 

success, and foster a strong sense of community at 
Blue Square. 

We’ve moved beyond the plan to focus on the real-world 
actions that strengthen our community at Blue Square.  

For us, these pay gap figures are a practical measure of 
whether our efforts to attract and support talent are actually 

working. The positive shifts in this year’s data show we’re 
moving in the right direction, but we aren't at the finish line 

yet. Our focus now is on maintaining this momentum and 
tackling the areas where we still have work to do."

Natasha Rose,
Group People Director, Blue Square 
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BONUS PAY THE MEASURES

We calculate an hourly rate based 
on criteria and calculations set out 

in the regulations. We have to 
exclude anyone who didn’t get 
their full pay due to an absence, 

but we’re not permitted to exclude 
anyone who didn’t receive full pay 
because they started or left in the 

month. 

This means that you might get 
some people with a very low 

relative hourly rate because they 
left halfway through the month i.e.: 

they received half a month’s pay.

This does distort the figures a little. 

Bonus pay gap looks at the total 
bonuses paid to men and women 
in the 12 months leading up to the 

snapshot date, from April of the 
previous year up to March. 

There are no exclusions because it’s 
looking at bonuses not pay - as 

long as someone was employed on 
5 April, they’ve been counted.

Our report includes calculations 
using both the mean and the 
median. As a quick reminder: 

The ‘mean’ is the average, where 
you add up all the numbers and 

then divide by the number of 
numbers. The ‘median’ is the 

middle value in the list of 
numbers. 

For your info, our gender pay gap analysis is taken from a ‘snapshot’ of people who were employed on 5 April 2025 - we 
exclude people who left before or started after that date, even if they were paid in April 2025
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Our 2024/25 data tells a much clearer story than last year. While our 2024 results were influenced by a one-off campaign 
factor, this year gives us a steady, honest look at how Blue Square is actually changing. 

The most significant milestone in this year’s report is reaching a 0.00% median pay gap, a decrease from 0.88% in 2024. This 
means that at the exact midpoint of our company, men and women are now earning the same hourly rate of £20.13. For us, 
this isn't just a number; it’s a practical sign that our pay structures are fair and that we are successfully closing the gap where 
it matters most.

We’re seeing a real shift in our teams. Over the last year, the number of women in our business jumped from 28% to 37%, and 
importantly, this increase isn't just happening in entry-level positions. We’re seeing more women in our mid-to-high paying 
roles than ever before, which is a clear signal that our new benefits packages and leadership programmes are working. 

This shift toward a more balanced workforce is also reflected in our average (mean) pay gap, which moved from -5.4% in 
2024 to a more levelled -3.64% in 2025.

We’re also seeing the lowest bonus gaps we’ve had in years. Our mean bonus gap has seen a significant drop, falling from 
27.59% down to 22.63% - a huge shift from previous years when this gap sat at over 30%. Similarly, our median bonus gap 
moved from 23.55% down to 21.25%. While these figures are moving in the right direction, we recognise that a gap still exists 
because bonuses are often linked to seniority. Since men still hold a higher proportion of our senior leadership roles, the total 
bonus amounts reflect that disparity. 

Ultimately, this year’s data proves that our Belonging roadmap is delivering results. Our focus now shifts toward progression. 

Having been successful at bringing more women into the business, our next big goal is to ensure they have a clear, 
supported path into the senior leadership roles where men are still over-represented. We’re already putting the tools in place 
to make this happen, through initiatives like our Women’s Community, which focuses on building essential career skills, and 
our new mentoring programme designed to connect aspiring leaders with the guidance they need to grow. This is how we 
maintain our momentum and close our remaining gaps for good.



63.22

63.22

64.37

62.07

36.78

36.78

35.63

37.93

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Lower Hourly Pay

Lower Middle Hourly Pay

Upper Middle Hourly Pay

Upper Hourly Pay

Men Women

LOWER MIDDLE 
QUARTILE

LOWER QUARTILE

UPPER QUARTILE

UPPER MIDDLE 
QUARTILE

GENDER PAY QUARTILES
vs. 2023/2024



2024/2025 saw a positive increase in 
Female employees, jumping from 28% up 
to 37%.

Reinforcing that all the positive steps the 
business has been taking in terms of talent 
attraction and retention, such as 
introducing a more comprehensive 
benefits package, and the focus on 
supporting women in leadership 
programme-  is working. 

However, we must not get comfortable if 
we are to continue with this positive shift, 
then we need to be doing more to attract 
women to the business.
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INCLUSIVE 
HIRING

Our Inclusive Hiring 
initiative will continue be 

the driver behind us 
increasing female 

representation across all 
of Brand Partnership 

Group.. 

It sets out our approach 
to building an 

understanding of 
inclusion across our 

hiring managers, 
reviewing our hiring 

processes, rethinking 
where we look for talent, 

and developing our 
approach to selection. 

EMERGING 
TALENT

We’ll continue to develop 
our existing succession 
planning programme, 

identify talent pipelines 
for specific roles, building 

on the diversity of the 
early talent entering our 

business, as well as 
accelerating our internal 

talent pools., ensuring 
that we maximise 

diverse talent at all levels 
across Brand Partnership 

Group. 

PEOPLE 
EXPERIENCE

We’re rebuilding and 
enhancing our reward 

and benefit offering 
ensuring we remain not 
only competitive in the 

market, but also the 
most inclusive we can be 
– recognising the diverse 
needs of our people and 
extending to everyone, 
no matter where they 

are. 

BELONGING 
COMMUNITIES

As we move towards 
building greater 

representation across 
our teams, addressing 

the existing gender 
imbalance is top of the 
agenda. To help us get 

there, we’re introducing 
a new network centred 

around supporting, 
advocating for, and 
EMPOWERING THE 
WOMEN AT BLUE 

SQUARE. 

OUR COMMITMENT


