


We are pleased to publish our 2018 Gender Pay Report.
The aim of this report is to give you an update on what
we have been doing over the last year, provide you with
a simple and clear explanation of our gender pay results
for 2018, and share our focus for the future.

Overall, we are pleased with our numbers and the progress we have
made, but we also acknowledge the ongoing work that must continue.

As an organisation with a presence in 11 different markets and a
colleague base comprising over 170 different nationalities, we want a
workplace that recognises everyone regardless of gender, nationality,
religion, disability, or sexual orientation. We are focused on building a
company culture we can all grow and thrive in, supporting everyone in
finding their amazing career at Primark.

We believe diversity is key to innovation and we are actively developing
working group initiatives to celebrate the diversity of our people,
maximise their potential, and foster an inclusive culture for everyone

at Primark. , ,
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EQUAL PAY

In this report, we will focus on gender pay.




MEASURING l PRIMARK’
GENDER PAY

Under UK Government regulations, we are required to review
and report on a number of different statistics when measuring

gender pay.

These are:

v Mean and median gender pay gap

v Our pay quartiles

v Percentage of male and female colleagues receiving a bonus
v Bonus pay difference between men and women

Before launching into the results, we have outlined what the mean and
median pay gap actually means.
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This is the difference between the average hourly rate of pay for women
compared to the average hourly rate of pay for men.
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OUR 2018 GENDER - PRIMARK

PAY RESULTS OUR PAY
QUARTILES

MEAN MEDIAN
GENDER PAY GAP | GENDER PAY GAP

18:8% | 0:0%

UK 17.1%* Retail 17.6%* UK 17.9%* Retail 9.1%*

62.9%

*Based on estimates from ASHE survey 2018.

It's great to see that like last year, there is no gap at the median.
While there is a gap at the mean, we’re pleased that it is below
the retail sector and national averages, and has reduced by
1.8% compared to last year. Our mean pay gap is going in the
right direction, but we know more work is needed to close it.

82.5%

Our numbers are impacted by the distribution of women and ) 75.8%
men across our UK business. Over 90% of our colleagues are ' )

retail assistants and supervisors in our stores, and 75% of these

colleagues are women compared to 25% men.

This means we've a lot more women than men in

our most junior roles in store, which impacts our results. v TR 74.8%

In addition to this, and like many businesses, we have more
men in our most senior roles. However, it's great that we're
continuing to see an increase in female representation in our
most senior roles. Globally, female representation has increased
by 5%, with women now representing 48% of our senior leaders.



OUR 2018 BONUS PRIMARK
RESULTS ~ BONUS PAY DIFFERENCE

BETWEEN WOMEN AND MEN
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Our bonus eligible population is almost an even

split between men and women. The reason the

female percentage is lower is largely because

75% of our retail assistants and supervisors are

women, compared to 25% men. As these roles

are not bonus eligible, this reduces the proportion .
of female colleagues receiving a bonus.




OUR COMMITMENT AND

FUTURE FOCUS

Over the past number of years, diversity and inclusion has been an important
topic for us here at Primark. In last year’s report, we spoke to you about
our commitment to delivering on existing and new initiatives to ensure more

women and other under-represented groups progress to senior leadership
roles.

We are proud of the progress we’ve made this year and want to outline some
of our 2018 achievements. We know there is more we still need to do and are
pleased to share our focus for 2019, to build on the work we’ve done so far.
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PRIMARK

DIVERSITY & INCLUSION

Last year, we told you about the Diversity Group that was set

up, and this group is currently in the process of creating a new
Diversity & Inclusion Policy.

LEADERSHIP & DEVELOPMENT

We have launched two core Leadership Development
Programmes. These were rolled out to 200 Senior Leaders in
Primark across 2018. Our focus for 2019 is to roll this out to
a further 400 Store Managers globally. Cultural diversity and
inclusivity are core components of these programmes.

UNCONSCIOUS BIAS TRAINING

Unconscious bias is a key focus at Primark. We have created a
programme for hiring managers that is currently being rolled out
across the business to ensure we are all hiring in the Primark

way with unconscious bias training as a key element of the
programme.

FLEXIBLE WORKING

Throughout 2018, we partnered up with Timewise to carry out
an audit of Working Practices in our Dublin and Reading offices.
This allowed us to get a snapshot of how flexible we currently
are and help us focus on areas of improvement.

Throughout 2019, we'll be working on putting their
recommendations into practice.
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