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The Perfume Shop’s business purpose is 
simple – to be the UK & Ireland’s number 1 
destination for perfume. We know it’s our 
Perfume People who make our business 
successful, whether working in our Stores, 
Warehouse or Head Office, which we 
call ‘Scent Quarters’ and you can see our 
Talent, Passion and Spark in everything 
we do.  We care about our customers, 
we care about each other, and we care 
about being a sustainable and responsible 
business.

I’m proud that we continued to be recognised as a real Living Wage 
employer, one of very few in retail, and the 
impact of investing in the pay of the lowest paid 
in our business is clear from this year’s Gender 
Pay Gap report. We are delighted to report that 
there is no median Gender Pay Gap in 2024 
within the business.

Our investment in performance related bonuses for our Store teams has 
meant that we’ve significantly closed our median bonus gap from 83.2% 
in 2023 to just 7.97% in 2024.   

Improving bonuses, plus investment in base pay, has driven better 
employee satisfaction. 70% of our employees reported that they feel 
fairly paid in comparison to similar companies, an increase of 19% 
points from 2023 to 2024.  

We are committed to our ‘Grow our Own’ strategy by actively 
supporting internal career development through learning programmes 
and Apprenticeships. We were delighted to make two female Leadership 
appointments in March 2024, with Karen Harris being promoted from 
Head of Marketing to Customer Director and Laura Wilkinson being 
promoted from Head of Online to Online Director.  These appointments 
mean that our Leadership team is 78% female, with a female Managing 
Director.

Commitment for 2025 and beyond
We always want to improve, after all it’s the actions we took in 2023 
that supported us to improve our Gender Pay Gap in 2024, so in 2025 
we will:

1. Maintain our commitment to being a real Living Wage employer.
2. Continue to promote gender equity throughout the pay quartiles to 
    balance our gender pay gap.
3. Continue to advertise pay when recruiting for all Store roles and 
    develop our pay transparency policy across Scent Quarters    
    and Warehouse to give trust in our recruitment and selection 
    processes. 
4. Improve our female family friendly benefits, including enhanced 
    maternity pay to give women the support they need at a 
    critical time in their lives.
5. Benchmark our reward practice externally through our participation 
    in Top Employers, an independent accreditation awarded by the Top 
    Employers Institute to companies who can demonstrate excellence in 
    people practices.

This report is a snapshot of our pay gap figures, 
taking into account employees that were employed 
by The Perfume Shop on 5th April 2024. 

Michelle Fellows
People, Sustainability & 
Development Director

We’re committed to 
supporting internal 

career development.



A mean pay and bonus gap 
remains as a consequence of 
having more male employees in 
our Scent Quarters professional 
and senior roles (men making up 
21.8% of our Upper Pay Quartile) 
and continuing to have more female employees in our hourly paid Retail 
roles (87.2% of women making up our Lower Pay Quartile).  

We recognise we have more to do to create a more gender balanced 
workforce, particularly within Stores so that we better reflect our 
customer base.

Gender Pay Gap regulations means we must report based on 
employees who have identified as male or female; however as part of 
our commitment to embrace diversity, we support employees across 
all gender identities through our broad diversity 
and inclusion activities and through our LGBT+ 
Employee Resource Group.

Understanding The Perfume Shops’ Gender Pay Gap
This year we have seen our mean gender pay gap reduce to 14.99%, a 
reduction of 3.86%.  We are delighted that there is no median gender 
pay gap, a reduction of 4.44% versus the previous reporting period.

Our mean bonus gap has reduced to 31.82%, down from 40.14% 
in 2023, an improvement of 8.32%.  Our median bonus gap 
has significantly improved down to 7.97%, a huge 75.23% point 
improvement, driven by our investment in bonus pay for all stores staff to 
reward their efforts across the ‘Golden Quarter’.

Between 2023 and 2024 our number of employees has been relatively 
stable, 1639 in 2023 vs 1644 in 2024.  There has been a slight 
increase in the % of men employed from 13.6% to 15.2% with the 
increases found in the lower and lower middle pay quartiles.

We have always had high levels of female representation which 
is driven, to a large extent, by the flexibility and availability of 

hours in our Stores. These roles continue to be 
disproportionately attractive to women.  

Karen Harris
Customer Director
Promoted: March 2024

Laura Wilkinson
Online Business Director

Promoted: March 2024

0%
Median Gender Pay Gap

75.3%
Median Bonus Pay Gap reduction
Vs 2023

78%
Female Leadership Team

We’re delighted 
that we have a zero 

median gender 
pay gap.
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Women: 92.45% Men: 84.59%

No Bonus Received.
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How Gender Pay Gap reporting works
In this report we have published both our mean 
and median gender pay gap - two methods 
of comparing the rate of pay for our male 
employees against the rate of pay for our 
female employees. 

Gender pay gap figures show the difference 
between pay of men and women, regardless 
of the nature of their work, across a whole 
organisation. A gap can be driven by having 
an unequal number of men and women across 
different roles throughout the business. 

Gender pay gap reporting 	
regulations ask that companies 
report both the mean and 
median gender pay gaps.  
Where there is a positive pay 
gap, this means that male 
employees are earning more 

than female employees.  A 
negative pay gap would mean 

that female employees are paid 
more than male employees. It is 

important to note that gender pay is not 
the same as equal pay for men and women. 

Equal pay comparisons involve a direct 
comparison between men and women doing 
the same, similar or equivalent work. 

Having a gender pay gap does not mean that 
an employer does not pay the same to both 
male and female employees, where they are 
working in the same role. 

How do you calculate the Median 
Gender Pay Gap?
Imagine if we asked all our male employees 
to stand in line in order of their pay, from the 
lowest hourly rate of pay to the highest. And 
then asked our female employees to do the 
same, in order of their hourly pay. The median 
gender pay gap is taken from identifying the 
male employee in the middle of his line, and 
the female employee in the middle of her line, 
and then looking at the difference in their 
hourly rate of pay.

How do you calculate the Mean Gender 
Pay Gap?
The mean gender pay gap shows the difference 
in average hourly rates of pay between men 
and women. So simply taking an average 
across all male or all female employees 
regardless of their role and experience.

The increased number 
of men in store roles has 
positively impacted our 

Gender Pay Gap.


