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INTRODUCTION

Matthew Clark and Bibendum are two of the UK’s largest independent drinks 
wholesalers to the hospitality industry. 

Combined, both businesses serve over 24,000 outlets from national prestige hotel 
chains to independent pubs, clubs and restaurants. The two businesses have unrivalled 
scale and reach into the UK on-trade, delivering value, range, insight and expertise 
for customers. Matthew Clark offers over 7,000 wines, beers and spirits to on-trade 
customers, with Bibendum offering some 4,500 wines, with particular strength in family 
owned, artisanal wines.

At Matthew Clark and Bibendum we are committed to equality and building a culture 
around inclusion and fairness. We recognise the importance of monitoring the gender 
pay gap and while this is something we are required to do by law, we are also taking 
steps to understand the factors that contribute to any differences as this is how we will 
continue our progress in the areas of diversity, equality and inclusion.  

SO WHAT IS THE  
GENDER PAY GAP?

Gender Pay Gap is the difference between 
the average pay men and women earn 
– regardless of their role – across an 
entire organisation, sector, industry or 
the economy.  The gender pay gap is 
primarily influenced by the amount of men 
and women working in the organisation 
and the seniority at which they work – for 
example, in the UK men are more likely to 
be in senior roles than women.

The Gender Pay Gap isn’t the same as 
equal pay. Equal pay refers to male and 
female employees receiving equal  
pay for doing the same or similar jobs, 
which has been a legal requirement in the 
UK since 1970.

WHAT DO WE  
REPORT ON?

We are required to report on six 
measures:

-	 Mean Gender Pay Gap
	
-	 Median Gender Pay Gap

-	 Mean Bonus Gap

-	 Median Gender Bonus Gap

-	 Proportion - Men & Women 		
	 receiving bonus	

-	 Proportion of Men & Women  
	 in each pay quartile

UNDERSTANDING  
GENDER PAY GAP



MEAN = AVERAGE

The Mean Gender Pay Gap is the 
difference between the average hourly 
rate of pay for female colleagues 
compared with the average hourly rate 
of pay for male colleagues.  The Mean 
Bonus Gap is the average difference 
between bonus paid to a female colleague 
compared with the male colleague.

MEDIAN = THE MIDDLE

Calculating the median Gender Pay Gap 
requires finding the colleague who sits in 
the middle of the entire female workforce 
in terms of pay and comparing that salary 
with the male who also sits in the middle 
of the male workforce in terms of pay.  

The median bonus gap is calculated based 
on the same basis, but considers bonus 
rather than salary.

BONUS PROPORTIONS

This is the percentage of females 
receiving a bonus payment compared 
with males receiving  
a bonus payment.

QUARTILE PAY BANDS

This is the number of females and males 
that are paid in each pay quartile or 
bracket. There are four pay quartiles:

-	 Lower

-	 Lower Middle

-	 Upper Middle

-	 Upper

The quartiles are different for every 
organisation and are calculated by 
listing the salary of each colleague from 
highest to lowest paid.  This is then split 
into four equal brackets (quartiles) and 
the percentage of females and males 
in each category is calculated.  This is 
an indication of how many females and 
male are in junior, middle and senior roles 
across the business. 

WHAT DO THEY 
ALL MEAN?



OUR RESULTS 2018

In this report we are our sharing our gender pay gap data for the snapshot date of 
5th April 2018.  Our company structure has changed since our last report with the 
acquisition by Matthew Clark Bibendum Limited* of the trade, assets and employees 
of Bibendum Wine Limited on 31 July 2017.  Therefore, in line with the legislative 
requirement, the numbers below represent data for Matthew Clark Bibendum Ltd.

*Matthew Clark Bibendum Limited was called Conviviality Group Limited until 3rd May 
2018.  Prior to this the company was called Matthew Clark Wholesale Limited until 27 
June 2017.
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The mean gender pay gap across 
Matthew Clark Bibendum Ltd is 1.13% 
which compares favourably to the 2018 
ONS figure of 17.1% for the UK.  The 
median gender pay gap is -3.97% which 
again compares favourably to the 2018 
ONS figure of 17.9%.  

Within the organisation more females 
received a bonus than males in the year.  
This is because the areas of the business 
that achieved bonus have a higher 
population of female employees than 
males.  The mean bonus gap indicates 
that the bonus payments made to females 
are lower than males which may be due to 
the higher number of men in more senior 
roles.  However, the median gender bonus 
gap indicates that where woman earn a 
bonus the amount of bonus is higher and 
this is because they tend to be in roles 
which attract a higher level of bonus such 
as sales and professional roles.  

Across all the quartile pay ranges we see 
there are more males than females in each 
quartile which is typical in our industry. 

We are committed to promoting equality, 
diversity and inclusion as we build a 
culture where everyone can progress.  
This includes ensuring that our people are 
paid a fair an equitable rate for the work 
they do regardless of gender or other 
differences. 
   

Going forward we will continue to focus 
on areas that improve our gender pay gap 
including the ongoing use of market data 
and we continue to strive to demonstrate 
fairness in comparable roles.  

At Matthew Clark and Bibendum 
we support career progression and 
development for all colleagues at all 
levels.  

Declaration

I can confirm that our data has 
been calculated using the standard 
methodologies used in the Equality Act 
2010 (Gender Pay Gap Information) 
Regulations 2017. 

Stephen Glancey 
Group Chief Executive Officer 
C&C Group Plc
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