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Lookers plc is one of the leading UK motor 
retail and aftersales service groups in the UK. 
The company is committed to addressing the 
ongoing gender imbalance, which operates in 
what is historically a male dominated sector.  
Our current gender split is 76% male 24% 
female.  
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Why the gap? 
The reporting data highlights that the main proportion 
of our business are occupied predominantly by 
male employees, particularly across 3 key areas 
of our business: Sales Executive, Technicians and 
Management roles. The remuneration for the roles is 
made up of a combination of basic pay and bonus/
commission.  Within the calculations, the reported 
hourly fixed pay is calculated based on ‘ordinary pay’.  
Ordinary pay is not limited to basic pay but also includes 
other pay elements including bonus and commission.  
As March is one of the busiest months for our Sales 
teams, commission for this reference period is paid 
in April and is likely to be higher than other months, 
naturally increasing their ordinary pay received in April, 
impacting on both hourly fixed pay and bonus statistics.

April is also a period where our managers, 
predominantly male, receive their bonus, the impact on 
the gender pay gap will be greater than it would be in 
any other month.

The information also illustrates the point that a large 
proportion of our employees within the administration 
and support categories are occupied by females, 
which are typically: sales and accounts administration, 
receptionists, and contact centre roles.  These roles 
tend to be lower paid and are often part time roles, 
again impacting the gender pay gap.

Whilst Lookers Plc median gender pay gap is at 15.7%, 
which is in line with other motor retailers, we do have 
dealerships where there is a positive gender pay gap.  
Newcastle Volkswagen, as an example, has a female 
split of 31% Female v 69% Male and a gender pay gap 
of -19.3%.   

This provides us with some confidence that we can 
address the gender imbalance, and this will have 
a positive impact on the areas highlighted above.  
The motor industry has a long history of being male 
dominated and this, along with the challenges of 
changing the culture and misconceptions, mean the 
results will be gradual.  Lookers are confident that 
the work we have done so far and the initiatives and 
focus we have planned for the year ahead,  will allow 
us to continue to make progress in order to reduce the 
gender pay gap over the coming years.  

What are we doing about it?
We have a wide range of roles which should be 
attractive to both males and females.  We offer 
a generous maternity pay, recognising that this 
is important to employees and their families.  We 
continuously review the practicalities of job sharing and 
combining customer service roles to accommodate 
more flexible working especially when women return 
from maternity leave.

 
Apprenticeships
During 2019 we saw another ground-breaking and 
award-winning year for our apprentice scheme with 
an increase of 47% more females taking up technical 
apprenticeships with Lookers from the previous year.  
We were delighted to be awarded the FE Weekly 
award for ‘Diversity in Apprenticeships’ for ‘Female 
Apprentice Network’.  We have been working with our 
training providers and with the National Franchise 
Dealer Association (NFDA) partner, ‘Drive my Career’ to 
increase female uptake on technical apprenticeships 
across the industry. 

Our results
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Attracting from a wider pool 
We recognise that to improve our gender imbalance we 
need to attract more females into the industry however 
this is always a challenge due the historical reality that 
the industry is dominated by men. We want to attract 
a higher proportion of female candidates to our entry 
level vacancies to enable us to grow our own talent 
through internal Trainee programmes in both Sales and 
Aftersales. In addition to this our resourcing team are 
working on several initiatives:

• Using technology and processes, taking gender bias 
out of our job descriptions, and breaking down the 
barriers of perceived gendered roles. 

• We have devised a practical apprentice assessment 
which allows our managers to assess female and 
male applicants “on the job” helping to overcome 
preconceptions of what a female could or could not 
do physically. 

• We strive to cast the widest possible net for talent and 
create an inclusive environment that all can achieve a 
successful career within our dynamic teams. 

We have also established a relationship with the 
Automotive 30% club for greater collaboration 
throughout our sector. 

We acknowledge that the senior management team 
are currently populated mainly by males, not unusual 
for our industry, however, with successful succession 
planning and focus on developing our own talent, 
we plan to change this for the future through our 
recruitment strategy and developing our employees.  

It is our objective to actively pursue a culture that 
develops future leaders throughout our organisation 
regardless of gender or ethnicity and we are very 
pleased that we now have three females on the main 
board. 

Our results
We have also established a relationship with the  

Automotive 30% Club
for greater collaboration throughout our sector. 
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Workforce proportions 
receiving a bonus

Mean Average     Median Average

71.6%
Lower Quartile Lower Middle Quartile Upper Middle Quartile Upper Quartile

78.8%

67.5% 80.9%   85.4%28.4%

60.7%

32.5% 19.1%  14.6%Workforce population  
by quartile

Basic Pay Gap

Basic Pay Gap         15.2%          15.7%

Bonus Pay Gap        45%           41.2%
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Breakdown of 
Legal Entities

Workforce Proportions per quartile

Pay and Bonus Proportion with a 
bonus %

Lower Pay  
Quartile %

Lower Middle 
Pay Quartile %

Upper Middle Pay 
Quartile %

Upper Pay Quartile 
%

Legal Entity Mean 
Basic Pay 
Gap

Median  
Basic Pay 
Gap

Mean Bonus 
Pay Gap

Median 
Bonus Pay 
Gap

Male Female Male Female Male Female Male Female Male Female

Lookers Group 15.2 15.7 45.00 41.2 78.80 60.7 71.6 28.4 67.50 32.5 80.9 19.1 85.40 14.6
Addison Motors Ltd 25.1 13.6 47.60 42.8 80.50 66.9 71.4 28.6 61.80 38.2 80.8 19.2 82.70 17.3
Addison TPS 0.9 -9.6 13.60 -18.3 93.20 100.1 91.7 8.3 100.00 0.0 75.0 25.0 90.90 9.1
Charles Hurst Ltd 1.3 16.5 50.50 22.0 81.70 55.7 70.7 29.3 77.90 22.1 87.5 12.5 90.00 10.0
Colebrook & Burgess Ltd 29.8 26.5 56.20 82.2 80.90 69.1 62.0 38.0 58.20 41.8 93.7 6.3 87.20 12.8
Drayton Group Ltd 36.4 13.6 36.50 64.1 80.20 61.6 70.2 29.8 67.80 32.2 76.0 24.0 87.50 12.5
Fleet Financial Ltd -268.0 28.3 77.90 96.1 94.40 75.1 50.0 50.0 42.90 57.1 62.5 37.5 85.70 14.3
Lomond Motors Ltd 76.7 15.2 28.30 4.5 78.20 50.0 71.2 28.8 65.40 34.6 80.8 19.2 92.20 7.8
Lomond TPS Ltd 1.5 -3.1 -36.00 68.1 91.90 100.0 94.1 5.9 87.50 12.5 87.5 12.5 81.20 18.8
Lookers Colborne Ltd 34.7 26.8 31.00 -62.0 78.80 52.2 71.2 28.8 66.10 33.9 78.0 22.0 88.10 11.9
Lookers Leasing 47.4 31.1 59.90 -15.8 56.20 11.2 14.3 85.7 83.30 16.7 83.3 16.7 83.30 16.7
Lookers Motor Group Ltd -5.2 17.4 50.70 30.5 78.10 59.1 67.8 32.2 65.80 34.2 81.4 18.6 82.90 17.1
MB South Ltd 37.6 22.2 45.30 50.4 75.80 62.2 70.5 29.5 72.70 27.3 84.4 15.6 93.00 7.0
Platts Harris 38.7 33.0 78.10 73.2 55.90 30.0 45.5 54.5 60.00 40.0 100.0 0.0 100.00 0.0
S Jennings Ltd 8.3 4.5 46.90 37.1 74.10 51.3 84.2 15.8 65.30 34.7 84.2 15.8 84.20 15.8
The Dutton Forshaw Motor 
Company Ltd

57.3 12.6 46.30 66.4 85.70 80.0 71.9 28.1 70.40 29.6 78.5 21.5 85.10 14.9
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Lookers -
working hard to 
bridge the gap.

Gender Pay Gap Report 2019


