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Introduction
Fast 
Facts

64% FEMALE
COLLEAGUES

780 COLLEAGUES
ACROSS THE UK

25%
OF OUR
SENIOR

LEADERSHIP
ARE WOMEN

Attracting and empowering talented women 
Enabling our leaders
Nurturing an inclusive culture

We want to make eurochange a great place to work for everyone and a place where
our 780 colleagues have the opportunity to get on, both now and in the future. 

We’re committed to building an inclusive and diverse workplace where colleagues are
happy and confident to be themselves and know they will always feel warmly
welcomed. For us to be successful, we recognise that we must increase the
representation and opportunities for women at all levels across our business.

Our mean gender pay gap is 26% and the median gender pay gap is 2%.  Whilst we
know we have more to do, this compares to the mean national average of 5.5% and
median national average of 9.7% according to the latest Gov.uk figures. It is important
to note that the basic hourly rate of pay for our hourly paid colleagues is the same for
the same role, regardless of gender.

When we look at this gap, we know there are two key factors which drive it: 
1. Career and lifestyle choices, with more men choosing full-time roles 
2 A lower proportion of women in more senior roles, including in retail roles and
representation at board level. 

We are committed to closing the gender pay gap at eurochange. To do this, we’ll
focus on the following:

We'll continue to work together to challenge what we do, learn more and drive positive
change within eurochange to ensure we truly are an inclusive and diverse workplace. 

Charles Stewart Charles Stewart
Managing Director



Measuring
the Pay Gap
Under the UK Government’s
Gender Pay Gap Regulations,
employers in Great Britain with
more than 250 employees need to
report their gender pay gap.

Under the regulations there are two ways to measure the pay gap

Median Pay Gap1.

2. Mean Pay Gap
The mean gender pay gap is the
difference between the average 
hourly rate of pay for women,
compared to the average hourly 
rate of pay for men, within a company.

The median represents the middle point of a population. If you lined up all of the  women at a
company and all of the men, the median pay gap is the difference between the hourly rate of pay for
the middle woman compared to the hourly rate of pay for the middle man

What is the gender pay gap?
 

The gender pay gap shows the difference in the
average hourly earnings of men and women
across an organisation, regardless of their roles
or industry sectors. The statistics can be affected
by a range of factors, including the different
number of men and women across all roles right
across the workforce. The gender pay gap is
different from equal pay. ‘Equal pay’ is about
men and women receiving equal pay for the
same jobs, similar jobs or work of equal value



2%2022

Understanding Eurochange's pay gap
In this report we are providing our data across both our functions – Retail and Head office  
Details for April 2022 are set out below:

26%2022

Eurochange Median Hourly Pay GaP Eurochange Mean Hourly Pay GaP

88%
OF OUR UK WORKFORCE

ARE HOURLY-PAID
STORE COLLEAGUES

At Eurochange, 88% of our total UK workforce are
hourly paid store colleagues. Within this

store colleague population, all are paid the
same base rate, so the pay gap is 0% when
supplements, such as location, are excluded

The regulations require that we split our relevant paid
colleagues into four equal quartiles and show the
gender distribution for each quartile. 

Gender population by pay quartile



Gender bonus gap

25%2022

27%2022

Eurochange median bonus GaP

Eurochange mean bonus GaP

PROPORTION OF OUR 
MEN AND WOMEN PAID A BONUS - 2022

91% 89%



Our Plans to
Close the Gap

Attracting and empowering talented women 
We're committed to working closely with senior women across our business to understand their
career aspirations and help them build bespoke development plans that will support them to
move into senior leadership roles. 

Inclusive recruitment is firmly at the forefront of our hiring process, and is key in ensuring we
reflect the diversity of the communities we serve. Continuing our focus on driving an inclusive
hiring process, we will grow our leader capability and awareness which will ensure greater
balance throughout the interview process.

Enabling our leaders
We're committed to continuously investing and evolving our diversity and inclusion training for
our business leaders, directors and managers and include learnings that will be available for
colleagues so that everyone is clear on the role they play in creating an inclusive culture for our
colleagues and customers. 

We are also committed to increasing female representation across our most senior roles. 

Nurturing an inclusive culture
Diversity and inclusion strategy - with the introduction of our new Head of HR, we're at the early
stages of formulating our Diversity and Inclusion strategy, we're excited to share more on this
over the coming year.

We promote and communicate our existing flexible work practices to assist our colleagues with
important life events, from taking time to care for a loved one, to pursuing personal or
professional development



I confirm that the information 
reported is accurate and meets 
the requirements of the Equality 

Act 2010 (Gender Pay Gap 
Information) Regulations 2017

Charles Stewart
Charles Stewart

Managing Director


