gender pay gap
report 2019

Intro

Our Shape Our Future 2030 Strategy is helping us to
strive towards our centenary year and one of the
first steps for us was to set our business up with the
correct structure – the wilko family of businesses. It’s
been a year since we made these changes and
it’s making a positive impact as we achieve the key
milestones we set ourselves on our journey towards
2030.
The legislation requires a UK employer with 250
employers or more to publish their gender pay gap
information each year. Our gap remains a result
of having more women than men in junior roles
and fewer women than men in senior roles. We
will continue to focus on our long term plan which
remains a key focus for us in becoming a more
inclusive employer.
We’re well on our journey towards 2030 and we
know that we wouldn’t be able to achieve our
key milestones without our hard-working team
members. Our team members continue to live
our values every day and serve our hard-working
families, whether this is in store or behind the
scenes, and without their continued support and
commitment we wouldn’t be able to deliver our
strategic plan.

77%

We know there is still lots to do to make wilko the
best it can be and we have a plan in place to get
there. This includes the continued development
of our team members and listening to what
is important to them personally from career
development to work life balance.
With c19,000 team members we must have the
right communication forums in place to be able
to listen to all our team members from all areas of
the business. Our listening forums remain in place
and consist of In The Loop (which helps us to share
information and give everyone a chance to have
their say about what’s important to them and
where things can be resolved) and our recognised
trade union, the GMB. These forums continue to
be an important part of our culture as we aim
to strengthen our network around the business to
help share best practice and seek out ideas and
opportunities as well as identifying challenges that
need to be overcome.

The gender pay gap shows the difference in the average hourly* rate of pay between
women and men in a company. A gap may exist because different jobs pay different
rates of pay and the number of women and men in those jobs varies.
A gender pay gap is not unlawful.
Gender pay is different to equal pay, which is where women and men are paid differently
for doing the same or similar job.

How is the gender pay gap calculated?

Median (the middle)

hourly pay gap

Kate Price, Group HR Director

I’d recommend wilko as
a great place to work.

I feel part of the
wilko family and
that I belong
here.

I am able to do
my best every
day at wilko.

I’d recommend wilko
as a great place
to shop.

Lowest paid
team member

Median
(the middle)

Highest paid
team member

If we lined up all of our female team
members from lowest to highest paid and
did the same with our male team members,
the median gender pay gap is the difference
in hourly pay between the female and the
male in the middle of their lines.

Mean (the average)

*

of our team
members said...

What is the gender pay gap?

hourly pay gap

If we add up all the hourly rates of pay for
our female team members and divide that
by the number of female team members
we have in the company that gives us the
average hourly rate of pay for a female
team member. If we then do the same
for our male team members, the difference
between the female and the male average
rate of pay is the mean gender pay gap.
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* From our 2018 annual engagement survey

*The legislation requires us to calculate a team member’s hourly pay.

Male team
member
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=
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Our gender pay gap - wilko retail ltd
Our median (the middle) pay gap is

0%

which is better than the
UK national average
figure of 17.3%*

Our mean (the average)
hourly pay gap is

11.0%
which is better than the
UK national average
figure of 16.2%*

Pay quartiles – the % split of female and male
team members in each quartile
Each quartile is calculated by lining up all our team members from lowest
to highest paid* then split into 4 equal groups.
Male

Lower
39.7%

Lower middle
19.9%

Upper middle
27.5%

For example:
Customer Service
Assistant, Admin
Clerk

For example:
Promotion Data
Co-ordinator,
Product
Merchandiser

For example:
DC Department
Leader, RSD
Coordinator

60.3%

80.1%

72.5%

Female

Upper
47.5%
For example:
Store Manager,
Regional
Manager

52.5%

*Based on estimates from the Annual Survey of Hours and Earnings 2019, Office for National Statistics (ONS)

A positive % means that we have more women than men
in junior roles and fewer women than men in senior roles.

Our bonus gap in the year to 5 April 2019

Lowest paid

Highest paid

*Each quartile contains 4,235 team members and is calculated using our female and male team members’ hourly rates of pay.

Our median bonus gap (the middle)

0%
Our mean bonus gap (the average)

85% of men received a bonus in 2019

-4.9%

Understanding our gap
• This remains the largest area of
our business with a headcount of
16,941. This makes up 97.9% of
our total team member population.
• The roles within this area of the
business are predominately store
based and are made up of 65%
female and 35% male.
• 67% of the part time positions are
held by our female team members
which affects our gender pay gap
results as more part time positions
are held in our lower grade roles.

90% of women received a bonus in 2019
Although we didn’t pay a bonus in 2019, the gender pay gap legislation recognises things like our £10 celebratory voucher and long service awards as bonus.

• The reasons why more female team
members hold part time positions
could be influenced by many
factors – personal preference,
interests, wants and how this fits in
with a team member’s personal
lifestyle choices.

Our gender pay gap - WHSL
Our median (the middle) pay gap is

Our mean (the average)
hourly pay gap is

19.9% 30.2%
which is higher than the
UK national average
figure of 17.3%*

which is higher than the
UK national average
figure of 16.2%*

Pay quartiles – the % split of female and male
team members in each quartile
Each quartile is calculated by lining up all our team members from lowest
to highest paid* then split into 4 equal groups.
Male

Lower

Lower middle

37.2%
For example:
Admin Clerk,
Product Data
Assistant

62.8%

51.3%
For example:
Business Solutions
Support, Finance
Analyst

48.7%

Upper middle

Female

Upper

35.9%
For example:
Health & Safety
Officer, Technical
Analyst

64.1%

48.1%
For example:
Commercial
Accountant, Business
Relationship Manager

51.9%

*Based on estimates from the Annual Survey of Hours and Earnings 2019, Office for National Statistics (ONS)

A positive % means that we have more women than men
in junior roles and fewer women than men in senior roles.

Our bonus gap in the year to 5 April 2019

Lowest paid

Highest paid

*Each quartile contains 79 team members and is calculated using our female and male team members’ hourly rates of pay.

Our median bonus gap (the middle)

0%
Our mean bonus gap (the average)

35% of men received a bonus in 2019

78%

47% of women received a bonus in 2019
Although we didn’t pay a bonus in 2019, the gender pay gap legislation recognises things like our £10 celebratory voucher and long service awards as bonus.

Understanding
Understandingour
ourgap
gap
• WHSL makes up 1.8% of our
team member population with a
headcount of 313.
• WHSL median is 19.9% which is
higher than the national average but
lower than the previous year (31.8%).
• The roles in this area of the business
remain head office based roles and
are typically made up of our support
functions such as Finance, IT, Legal,
Health and Safety, Internal Comms
etc.
• This area of the business has an
equal split of 50% female and 50%
male.
• Even though there is an improvement
on the previous year’s gap, with an
equal split of female vs male and a
high median % gap this still shows
that our male population hold more
senior positions than our female
team members.

What we are already doing to be a more inclusive employer
Developing our team members the wilko way

Supporting our team members in their careers

Our team members are at the heart of everything we do and we get excited
when we can support them with their development – whether that’s great
training, career development or job satisfaction. We want our team members to
stay with us on our journey to becoming a more inclusive employer.
Whether a new or existing team member, we want to make sure our recruitment,
induction and development programmes are fit for purpose.
An induction guide for line managers
Supporting and helping a new team member understand their role and how
they can be the best they can be
Performance coaching for leaders
To support our leaders’ personal development to be the best leaders they can
be to drive performance and use coaching to realise potential
Be Better Every Day bitesize sessions
Leadership topics to help support great conversations with team members,
coaching, managing performance and understanding how these connect with
our values in enhancing performance
MyWay eLearning
Easy to access modules for team members to utilise to strengthen their
development

We love nothing more than supporting the development of our team
members. That’s why we’re committed to providing learning and development
opportunities that allow our team members to be the best they can be.
We’ve teamed up with Lifetime Training to help deliver our apprenticeship
programmes. Our team members are loving the opportunities to learn whilst on
the job.

594 apprenticeships
have been funded since
March 2018

Winner and finalist
for the British Quality
Foundation Awards for
our improvement in
apprenticeships

Apprenticeship graduation
ceremony at DC2

What we are already doing to be a more inclusive employer

Inclusion and diversity

Flexible working

We want to ensure we achieve a work environment in which all team members
feel included, valued and are treated fairly and equally, helping them to feel
happier and engaged within the workplace.

Life can be challenging sometimes and we appreciate the diverse needs of
our team members with the increasing demand for a better work-life balance.

valuing everyone as an individual

We have set up a monthly D&I Committee which is helping to identify key
workstreams we need to take forward with action plans put in place around
gender, ethnicity and family to ensure we remain an inclusive employer.
We continue to review our dynamic working environment to ensure we can
provide our team members with the support and tools they need to manage
their own work life needs.

balancing the demands of everyday life
We know through offering a range of flexible working arrangements we are
supporting our hard working team members be the best they can be.

of our team members feel their line
manager is approachable and supportive
about work and non-work related issues

Health and wellbeing

building a culture of open conversation
We’re always looking for ways to support our new and existing team members
with the challenges and opportunities they face in their everyday life - whether
at work or at home.
We have created a Health and Wellbeing group to help support the promotion
of general Health and Wellbeing in the workplace whether this is physical,
mental, financial or social – we want to ensure our team members have the
resources for living a full and stress-free life.
Our new partnership with Neyber is also providing further support for our team
members and their financial wellbeing. Neyber offer a range of services offering
access to financial education and insights, providing a full wellbeing solution
for our team members which means they have access to more than just a
savings scheme.

What we’ve
been doing

Inclusion and diversity:

Leadership programmes:

Everyone’s development:

Health and wellbeing:

• Holding workshops for our directors to
establish clear workstreams to take forward

• Coaching our leaders to help
drive performance using
coaching techniques, helping
to identify and release potential,
enabling our team members to
be the best they can be

• Celebrating and continuing
our commitment to change,
continuous improvement and
team member development

• Creating an annual Health
and Wellbeing calendar

• Developing our technology to help progress
dynamic working even further
• Completion of face to face unconscious
bias training

self care

work

• Promoting the services we
already provide for our hard
working team members

relationship
financial

• Holding regular listening groups to identify
the needs of our team members from all
areas of the business

What we’ll
focus on next

Inclusion and diversity:

Learning and development

Communication

• Review our policies to ensure these are relevant
in a more inclusive environment

• Development of a career toolkit to enable great
conversations with team members to enable
career progression

Our listening groups remain a big part of our
culture and provide a channel for a constant feed
of information. We continue to use our local and
national In The Loop teams, our GMB and pulse
surveys to capture up-to-date feedback from our
team members

• Continue with our unconscious bias training
within other areas of the business
• Continue with our D&I workshops to identify
future opportunities
• Restructure job adverts to attract the right calibre
of talent
• Explore 90% contracts and evolve flexible
working options

• New Learning Management System to improve
access to learning and development for all
team members
• 2020 high potential programme
• Explore further opportunities with the
apprenticeship programme

• Expand and continue with our listening groups to
help grow an environment where everyone feels
able to participate and achieve their potential

Our long
term plan

I confirm that wilko’s gender
pay gap calculations are
accurate and have been
collated in accordance with
the requirements
of The Equality Act 2010
(Gender Pay Gap Information)
Regulations 2017.
This statement was approved
by wilkinson hardware stores
ltd.
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Kate Price, Group HR Director

