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“Southampton Football Club sees
the sharing of our Gender Pay
Gap Report as an integral step to
having more conversations about
equality.
We continue to explore new opportunities to ensure that all staff can turn
their potential into excellence. As with any data, the 2019 Gender Pay
Gap has value in the awareness it raises, the questions it prompts, and
the action we take. These statistics encourage us to challenge ourselves
by asking “how can we create a more inclusive football club?” We pride
ourselves on being an inclusive business, and already encourage flexibility,
including part-time work.
However, this report reminds us that we must seek further opportunities
to stretch our equality ambition and there is more we can do. We
will continue to foster honest conversations that include all our staff
members, regardless of gender or level of seniority, so that we can truly
understand any barriers that prevent anyone fulfilling their potential
within the club.”

GENDER PAY GAP REPORTING
IS PRODUCED VIA TWO
DIFFERENT MEASURES
A MEAN AVERAGE
Involves adding up all of the numbers and
dividing the result by how many numbers
were in the list.
A MEDIAN AVERAGE
Involves listing all of the numbers in numerical
order. If there is an odd number of results, the
median is the middle number. If there is an
even number of results, the median will be
the mean of the two central numbers.

Toby Steele, Managing Director

THERE ARE SIX CALCULATIONS THAT ARE REQUIRED TO BE CARRIED OUT:

1.

THE MEAN GENDER
PAY GAP

2.

THE MEDIAN
GENDER PAY GAP

3.

THE MEAN BONUS
GENDER PAY GAP

This calculation requires an employer to
show the difference between the mean
hourly rate of pay that male and female
full-pay relevant employees receive.

This calculation requires an employer to show
the difference between the median hourly rate
of pay that male and female full-pay relevant
employees receive.

This calculation requires an employer to show
the difference between the mean bonus pay that
male and female relevant employees receive.

4.

5.

6.

THE MEDIAN BONUS
GENDER PAY GAP

This calculation requires an employer to
show the difference between the median
bonus pay that male and female relevant
employees receive.
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THE PROPORTION OF MALES
AND FEMALES RECEIVING A
BONUS PAYMENT

These two calculations require an employer to
show the proportion of male relevant employees
who were paid any amount of bonus pay, and the
proportion of female relevant employees who
were paid any amount of bonus pay.

THE PROPORTION OF MALES
AND FEMALES IN EACH
QUARTILE PAY BAND

This calculation requires an employer to show
the proportion of male and female full-pay
relevant employees in four quartile pay
bands. This is done by dividing the workforce
into four equal parts.

2

SOUTHAMPTON FOOTBALL
CLUB LTD
Gender Pay Gap Report | April 2019

gender pay & bonus gap
DIFFERENCE BETWEEN MEN, INCLUDING PLAYERS,
AND WOMEN ON 5TH APRIL 2019

PROPORTION OF STAFF AWARDED A BONUS
IN THE YEAR UP TO 5TH APRIL 2019.

This table shows the club’s mean
and median gender pay gap
based on hourly rates of pay as at
the snapshot date, 5 April 2019.

Mean

25.07%

95.34%

Bonus paid

11.3%

79.8%

Hourly fixed pay

Without players, but including
First Team Management, the
mean for April 2019 is 34%,
which is 1% below 2018. When
looking at the overall mean,
including players, there has been
a decrease in gap of 2.7%.

Median

17%

20%

male

female

83%

This table also shows the club’s
mean and median difference
between bonuses paid to men
and women in the year up to 5
April 2019. This is a 1.4% decrease
from April 2018. The mean
difference between bonuses paid
without players, but including
First Team Management is 66%.

80%
received bonus

didn’t receive bonus

This shows a 3% difference between the number of men and women
being paid a bonus for the year up to 5 April 2019. If we remove
first team players from this data, the difference decreases to 1%.
Compared to 2018, the percentage of males and females receiving a
bonus has increased by 33% and 32% respectively.

pay quartiles
The below charts illustrate the gender distribution at Southampton Football Club across four equally sized quartiles.
16.3%

23.5%

upper
(75-100%)

upper middle
(50-75%)

83.7%

16.9%

32.9%

76.5%

male
female

lower middle
(25-50%)

67.1%

lower
(0-25%)

83.1%

The figures set out above have been calculated using the standard methodologies used in the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017.
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analysis
SOUTHAMPTON FOOTBALL CLUB HAVE A
CLEAR POLICY OF PAYING STAFF MEMBERS
EQUALLY FOR THE SAME OR EQUIVALENT
WORK, REGARDLESS OF THEIR GENDER OR
ANY OTHER PROTECTED CHARACTERISTIC.

It is our belief that our gender pay gap does not stem
from paying men and women differently for the same or
equivalent work. Rather it is the result of the roles in which
men and women work within Southampton Football Club
and the salaries that these roles attract.

statistics
AS AT 5TH APRIL 2019:

118

&

29%

18%

83%

17%

118 FEMALES WERE EMPLOYED ON

18% OF OUR SENIOR

NO. OF FLEXIBLE WORKING

A PERMANENT BASIS AND MADE UP

LEADERSHIP TEAM

REQUESTS MADE –

29% OF OUR WORKFORCE

WERE FEMALE

FEMALES 83% MALES 17%.

(excluding casual & playing staff)

IN 2019 (1ST JANUARY – 31ST DECEMBER):

100%

32%

32% OF NEW STARTERS

100% OF FLEXIBLE WORKING

87% OF STAFF HAD ATTENDED OUR

WERE FEMALE

REQUESTS WERE ACCEPTED

UNCONSCIOUS BIAS TRAINING

(excluding casual &

AND WE CONTINUE TO OFFER

playing staff)

WORKSHOPS ON A QUARTERLY BASIS
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Actions to unlock progression and
inclusion for all staff members:

RECRUITMENT
The club is currently reviewing its recruitment data to better understand who is applying to the
organisation and how they are performing at each stage of our recruitment process. On the back
of this data we have already started reviewing our end-to-end recruitment process including how
and where we promote our vacancies to attract diverse candidates, and the structures used for
recruitment and promotions.

STRENGTHENING ACCESS TO MENTORS
The club has trained 8 mentors and will be developing a formal bank in 2020. Our mentors
enable staff members to seek support, build confidence and make connections. Staff are also
encouraged to approach colleagues on an informal basis.

BUILDING INTERNAL NETWORKS
Our Women in Football network was set up in 2018 to encourage discussion and create action
around inclusion at the club. The network has senior sponsorship from Tim Greenwell, Director of
Legal and Risk and focuses on gender equality.
The network has influenced many successes to date including facilities and uniform, pioneering
work with the Good Lad Initiative, developing more equality and diversity training and collaborating
with Barclays Bank, official partner of the Women’s Super League. Any staff members wanting to
set up a network relating to equality will be supported to do so.

PROMOTING OUR POLICIES TO
SUPPORT PROGRESSION
Three specific policies help make us a more inclusive organisation and support the progression
of our staff members. These are our flexible working policy, home working policy and our family
friendly policy. While having these policies is good, we do recognise that we could do a better
job of making everyone aware of them.
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DEVELOPING OUR ATTITUDES TO
FLEXIBLE WORKING
Everyone can request to work flexibly, and research shows that flexible working helps support the
progression of women, for instance those with caring responsibilities. The club will continue to
promote flexible working and what it can look like when implemented successfully.

RAISING AWARENESS
All staff at the club are required to complete unconscious bias training. In 2020, staff members
can also request funding for inclusion related conferences, including gender equality. In addition,
Barclays’s Bank have delivered training on inclusive leadership and the club is working with the
Good Lad Initiative to provide additional training on inclusion for both players and staff members.

INTERNATIONAL WOMEN’S DAY
The club is committed to continuing to recognise International Women’s Day both internally and
externally and recognises it has an important part to play in promoting the women’s game, women
working in the football industry and how female athletes are portrayed in the media.

ENCOURAGING EVERYONE TO LEAD
Each year, we hold an Equality and Diversity week, organised by the equality team for all staff
members. We are always looking for more staff members to get involved to recognise the
importance of, and engage in conversations about, diversity and inclusion in football and at work.

We confirm the information contained within this report is accurate.
TOBY STEELE
MANAGING DIRECTOR
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MICHELLE BUTLER
DIRECTOR OF HR
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