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I joined the Verastar Group in October 2020 as CEO and I am pleased to present Verastar’s fourth Gender 
Pay Report reflecting our gender pay data as at 5 April 2020.  At this time the Verastar Group employed 872 
colleagues nationwide to deliver services including telecoms and utilities to over 160,000 small business 
customers. 

Overall, I am pleased with our median gender pay result of 11.5% vs the national average of 15.5% which 
reflects our continued focus on recruiting and rewarding the best people irrespective of gender, ethnicity, or 
personal belief. However, we are committed to closing this gap further as soon as possible.

I also acknowledge that we need to do more to improve our mean pay result of 11.6%, compared to the 
national average of 6.5%.  This result reflects the fact that in April 2020 we had more males employed in senior 
and higher paid technical, leadership and manager roles compared to women. This is an area that we need to 
improve and I have set out a number of commitments that we need to deliver against in this report to address 
the imbalance. 

It is important to note that these results are taken at the 5 April 2020, just a few weeks into the COVID-19 
pandemic and are slightly less favourably than expected, based on some of the early impacts of the pandemic. 

For us there were two key areas of specific relevance:

 •  Increase in requests for authorised absences and for reduced working hours from our female colleagues to 
support with increased childcare needs 

 •  Increase in the proportion of male employees compared to female as a result of in a reduction in female 
job applicants – we expect that this is also linked to an increase in childcare commitments 

Both of these points have exacerbated the gender pay gap at this snapshot date and enhanced the male to 
female employee split, with the average gender split across 2020 of 59% males to 41% females compared to 
the snapshot data of 65% males to 35% females.  

However, this impact does not change our commitment to gender pay and to addressing any imbalance that 
we have. 

Please take time to review our full report, which also sets out our commitment to ongoing improvements.  

Kind Regards,  

Lee Hull 

MESSAGE FROM LEE HULL, CEO



WHAT IS GENDER PAY GAP AND HOW IS IT CALCULATED? 

MEDIAN CALCULATION
Imagine if all the employees formed a male line and female line in hourly 
wage order. The person in the middle of those two lines would have the 
median salary. 50% of employees earn more, and 50% earn less.

MEAN CALCULATION 
Add up the salaries of a gender and divide by the number of individuals 
of that gender. This is what is generally accepted as ‘the average’.

WHAT IS THE PAY GAP?
Men and women take on different roles within the company  
and because of the differing mix of salary for the roles and the 
number of males and females doing those roles, a gender pay gap 
can emerge

HOW IS IT MEASURED?
The gender pay gap is the difference in the average hourly rate of pay 
between males and females. This is done on a median and a mean basis.

HOW ARE THE PAY QUARTILES CALCULATED?
Pay quartiles are calculated by ranking rates of pay from lowest to 
highest and dividing those rankings into 4 equal-sized groups, calculating 
the percentage of how many males and females are in each. 

HOW ARE THE BONUS FIGURES CALCULATED?
Bonus pay is calculated using the proportion of males receiving a bonus 
payment and the proportion of females receiving a bonus payment in 
the snap shot period.

HIGHLOW MEDIAN



OUR RESULTS – GENDER PAY GAP 

Verastar has a median gender pay gap of 11.5%, which is a good performance compared to the national 
average of 15.5%, and reflects that we reward colleagues based on their performance and contribution 
within role, not gender. However, we still aim to achieve more and to reduce this gap further in the future.
(from the .gov DIT gender pay gap report 2019 - 2020) 
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OUR RESULTS – PAY QUARTILES

As set out in our introduction note, at the snapshot date we had a significant number of male colleagues 
employed compared to females, whilst this isn’t necessarily reflective of our usual employment split, we 
do acknowledge that we need to work harder to attract female colleagues into our business.  In addition 
we also acknowledge that we do need to employ more female colleagues into technical, leadership and 
manager job roles with the aim to increase the proportion of female colleagues across our upper and 
upper middle quartile salary levels.

TOTAL POPULATION
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OUR RESULTS – BONUS

The proportion of colleagues receiving a bonus payment is balanced across the genders, reflecting 
the alignment of structured bonus and or commission payments to job roles and performance.  
However as bonus payments are awarded as a proportion of basic salary our bonus mean and 
median gap do reflect our salary gap.     

Notes:    1. Source ONS ASHE 2016.    2. Each quartile has 199 employees except quartile 4 which has 200

PERCENTAGE OF  
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OUR ONGOING COMMITMENT TO GENDER PAY 

Over the last three years we have worked hard on initiatives to deliver true gender pay equality: 

Structured Reward 
Frameworks

Introduced a structured reward framework across frontline job roles.

Buy and  
Sell Holidays

Extended our policy on buying and selling holidays to 5 days per year, giving colleagues further opportunity to work 
flexibly and support work-life balance.  

STAR Bonus Introduced a STAR bonus scheme which aligns the payment of bonuses to achievement of objectives.  

Competency-based 
Recruitment 

Introduced competency-based recruitment assessments to minimise gender bias during the selection process.   

Company Sick Pay and 
Compassionate Leave Pay 

Introduced company sick pay and compassionate leave pay to support all colleagues’ wellbeing. 

Hybrid Working Invested in laptops for all colleagues  to support our new hybrid working model.

We are committed to gender pay and have two overarching improvements we are committed to 
delivering against:  

1. To increase the proportion of female employees across our business

2. To increase the proportion of female employees in the upper and middle upper pay quartiles



OUR ONGOING COMMITMENT TO GENDER PAY

Our commitments to deliver gender pay equality:

• We’ll introduce a minimum number of part-time jobs across all teams 

• We’ll introduce a minimum gender split at the recruitment stage for 
all leadership, team manager and graduate job roles

• We’ll network with local female communities to raise the profile of 
our jobs and career opportunities 

• We’ll introduce a target for colleagues to be internally promoted 

• We’ll continue to offer flexibility on start and finish times each day, to 
help everyone manage their work with other commitments

• We’ll continue to train all hiring managers on recruitment practices 
that ensure inclusivity, equality and diversity

• We’ll continue to engage with partners who can support with hiring 
of candidates from a more diverse candidate pool

• We’ll review our parental policies, to ensure they’re competitive and 
provide the right support

• We’ll ask all applicants to share diversity data (if they want to) so we 
can monitor how we’re doing

We’re committed to gender pay equality and will continue to work 
hard to improve our results and ensure we offer a fair, diverse and 
transparent workplace for all colleagues.


