
HOW IS OUR WORKFORCE MADE UP? 
As a restaurant business, we have more employees in our restaurants than our 
restaurant support centre (RSC).  

HOW DO WE CALCULATE GENDER PAY?
The gender pay gap is calculated by taking the hourly rate of all women and the hourly 
rate of all men in our business and then calculating the mean (average) and median 
(middle number) hourly rates. We then calculate the gap by determining the diff erence 
between these numbers across men and women.

GENDER PAY GAP REPORT 2019
WHAT IS THE GENDER PAY GAP?
The gender pay gap measures the diff erence in the average pay of women and men from 
across the whole business. It does not measure ’equal pay’ which is the right for men and 
women to be paid the same when doing the same or equivalent work. We are an equal pay 
employer and are fully compliant with this legal requirement.
There can be a number of reasons for a gender pay gap, for example there might be a 
gender imbalance in diff erent levels of roles or if certain types of roles are mostly made 
up of a particular sex. 

WHAT IS OUR APPROACH
TO GENDER PAY?
We pay people based on their skills, experience and qualifi cations 
rather than their gender. We are fully committed to being a 
diverse and inclusive workplace; we fi rmly believe it drives 
the success of our employees, and we wouldn’t want to do 
business any other way.
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WHAT WE ARE DOING  
ABOUT THIS?
We want to improve the working lives of our people and we 
believe through a focus on not just gender but also diversity 
and inclusion that we can do this.

Nothing is more important to us than continually improving 
the working lives of our people and we are fully focused, 
not just on gender balance, but on diversity and inclusion 
as a whole. Key areas we are addressing across the 
business include:

INCLUSIVE LEADERSHIP
We have started our journey on training our leaders in the 
areas of unconscious bias and inclusive leadership, building 
our coaches know how on leading with empathy for difference 
and championing. Our workshops, run by external consultants, 
have focused on increasing awareness and ability to be 
inclusive leaders and create an inclusive culture for everyone 
regardless of their background. 

We will continue to train all coaches and employees  
across the business.

RECRUITMENT 
AND SUCCESSION PLANNING 
We have reviewed our recruitment and selection materials, 
tools and processes, to ensure that all tools are gender 
neutral. As part of our review we have introduced blind 
recruitment at our Restaurant Support Centre (RSC) and  
the next stage of roll out is to our restaurant teams. 

Blind recruitment is the removal of any identifying details 
from a CV that could lead to an unconscious bias decision 
being made by a hiring manager at shortlisting stage, i.e. 
the removal of age, name/gender etc. This helps in moving 
towards overcoming unconscious bias at selection stage 
and promoting diversity within teams, allowing for a more 
balanced workplace.

Through our people planning and talent reviews, we 
continue to track and review all talent pipelines and the 
associated gender mix to ensure we have gender balance 
across our business.

.

The data shows our mean and median hourly gender pay gap, at the snapshot date of 5th 
April 2018. Although there is a gap, we’re happy to share that KFC UKI is below the UK 
average and we can confirm that men and women are paid equally for doing equivalent 

jobs with equivalent experience.

GENDER BONUS GAP

The majority of our employees are restaurant based. Our gender bonus gap is primarily driven 
by having more men than women in our Restaurant Leadership roles, and these roles attract  

a higher level of bonus which is awarded dependent on performance and results.
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