gender pay gap
report 2021

Intro

Last year again has been another challenging year for everyone. The
pandemic continued and adjusting to a new normal, has taken its toll on all
of us.
At wilko, we had a plan and we stuck to it. Without the support of our team
members, we wouldn’t have achieved what we did, under the circumstances.
True to the wilko values, team members pulled together supporting each one
another, our hard-working families and suppliers.
Current legislation requires UK employers with 250 employers or more, to
publish their gender pay gap information each year. Our gap remains: with
more women than men in junior roles and fewer women than men in senior
roles.
We continue to make sure that we’re inclusive and diverse which is a firm
focus for us across the business. Real progress has been made in the last
year, from how we recruit through to working groups but we know we’ve still a
long way to go and lots to go after as we continue to hold the mirror up and
reflect. The pandemic caused recruitment to change and we are committed
to sticking to our plan and delivering through these tough times.
Now more than ever it’s important we listen to and support our team members.
We’re always looking to improve, and we know it’ll remain an important part
of our culture and how we interact with one another. Just some of the areas
we’ve focused on to improve include:
• Launching our new In The Loop forum
• Rolling out a series of team member polls in addition to the annual team
member survey
• Introduced a Diversity and Inclusion Advisor Group
• For the first time ever, rolled out the first of our team member networks to
support our LGBTQ+ community (with other groups in plan)
• Continued to work with our recognised trade union, the GMB.
These forums are important to our wilko culture to help our team members
communicate, share better ways of working and create opportunities.

what is the gender pay gap?
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?
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our gender pay gap - wilko retail ltd
our median (the middle) pay gap is

our mean (the average)
hourly pay gap is

3.9% 11.2%
which is better than the
UK national average
figure of 15.4%*

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.
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*Based on estimates from the Annual Survey of Hours and Earnings 2021, 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 2021

Lowest paid

Highest paid

*Each quartile contains 3,552 team members and is calculated using our female and male team members’ hourly rates of pay.
The roles within the lower and lower middle quartiles are the same due to how we have to allocate the Retail estate into quartiles,
the rates of pay for both lower and lower middle do not differ.

understanding our gap
our median bonus gap (the middle)

•

This remains the largest area of our
business with a headcount of 14,207.
This makes up 97.9% of our total team
member population.

•

Our median result has improved from
4.7% in 2020 to 3.9% in 2021

•

The roles within this area of the business
are predominately store based and our
split of female and male team members
remains the same (66% female and 34%
male) and is shown in our mean result
which has remained the same year on
year

•

In line with the previous year, 68% of
the part time positions are held by
female team members which affects our
gender pay gap results as more part time
positions are held in our lower grade roles.

•

The reasons why more female team
members hold more 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.

0%
our mean bonus gap (the average)

89% of men received a bonus in 2021

65.5%

88% of women received a bonus in 2021
The gender pay gap legislation also recognises our celebratory vouchers and long service awards as bonus.

our gender pay gap - wilkinson hardware stores ltd
our median (the middle) pay gap is

our mean (the average)
hourly pay gap is

24.5% 22.7%
which is higher than the
UK national average
figure of 15.4%*

which is higher than the
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figure of 14.9%*

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.
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*Based on estimates from the Annual Survey of Hours and Earnings 2021, 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 2021

86% of men received a bonus in 2021

Lowest paid

Highest paid

*Each quartile contains 75 team members and is calculated using our female and male team members’ hourly rates of pay.

understanding our gap
Understanding our gap
our median bonus gap (the middle)

•

WHSL makes up 2.1% of our team
member population with a headcount
of 301.

0%

•

Our median result has improved slightly
from 25.5% in 2020 to 24.5% in 2021

our mean bonus gap (the average)

•

WHSL median of 24.5% is higher than
the national average however is an
improvement on the previous year. There
has been a movement in headcount in
this area of the business which has seen
an increase in female team members
therefore improving our gap.

•

The roles in this area of the business
remain head office based roles and are
typically made up of our support centre
functions such as Finance, IT, Legal,
Health & Safety, Internal Comms etc.

•

This area of the business has a near
equal split of 47% female and 53% male.

•

With an improvement on the previous
year, this shows us that our female team
members are starting to hold more senior
positions than our male team members
in this area of the business.

50.5%

90% of women received a bonus in 2021
The gender pay gap legislation also recognises our celebratory vouchers and long service awards as bonus.

what we are already doing to be a more inclusive employer

Health and wellbeing
Flexible working

Continuing to balance the increased
demands of life now the world has changed
Due to the Covid 19 Pandemic we very quickly enabled our Support Centre to teams to continue
working remotely from home and flexible working was key in order for team members to carry on
with caring responsibilities as well as being productive. Once the restrictions started to ease, we
reviewed our workspaces to focus on safety, empathy, collaboration, and wellbeing and started to
discuss hybrid working with our teams.
Work will never be the same again and offering and supporting flexible working across Wilko for all
team members will continue to be a focus for us.

Inclusion and diversity

Valuing everyone as an individual within our
wilko family
At Wilko we are one big family who welcome’s everyone for
who they really are. We are not just about accepting peoples
differences we are about wanting them and celebrating
them. Our plan is to grow the diversity of our team members,
so we have a workplace that reflects the customers of all the
communities we serve.
We are working hard to get rid of all discrimination,
inequality, and unfairness to create an inclusive culture
where everyone is free to belong. We will continue to never
exclude or discriminate anyone based on their race, age,
sexual orientation, gender, religion, beliefs, disability, or social
economic background.

Building a culture of open conversation
We have integrated our EAP and occupational health provider to give added value and the
best service to our team members, increasing the support around mental health. We have also
developed a range of health and wellbeing campaigns pre and post lockdown to support our team
members who deal with a ranges of challenges within work and their personal lives, during this
ongoing pandemic.
Mental Health continues to been a key focus and it has never been so important to increase support
for our team members. A co-hort of team members have embarked on mental health qualifications
to improve the range and depth of support available across the business and we have an ambition
to set up a mental health forum to continue to raise awareness as we continue to strive to break the
stigma around mental health.

Developing our team members the wilko way
We are always looking for ways to develop our team members whether this be in their current role or
whether they have decided to branch out and work in another part of the business – they make our
wilko family who we are. We have focused on two key areas over the year:
Developing our leaders
We created a development programme for our Support Centre line managers working with
AndPartnership to support our line managers be better every-day. The development programme
covered areas such as understanding ‘yourself as a leader’,‘coaching for performance’ and
‘performance ownership’.
But it’s not just about our leaders. We’ve opened development up to all our Support Centre team
members with our virtual BBED Bitesize sessions, these are small ‘lunch n learn’ sessions focussed on
developing team members leadership behaviours. They’re fun and interactive, covering topics such
as effective communication, presenting with impact, coaching, leading change and developing
resilience.
Growing Talent
We Launched our Retail Store Manager Transition programme, supporting those who wish to take
the next step on their career journey. The programme lasted for 12 months and was focussed on
developing the leadership skills of the future including Commercial awareness, strategic thinking and
developing yourself as a leader.
We also introduced our new talent framework, supporting how we identify and grow diverse talent
pools across wilko. Our new talent framework and toolkit support line managers having great talent
conversations with their team members, ensuring all team members feel supported to be at their
best and grow their career at wilko.

what we are already doing to be a more inclusive employer

Supporting our team members in their
careers & celebrating their success
We are committed to providing our team members with jobs and careers they love, and we support
our team members to be the best they can be through our learning and development opportunities
but we love nothing more than celebrating it. We know our team members work extremely hard to
achieve their key goals.
This year we have had plenty to celebrate.
We have had some great achievements across all D&I groups within the business specifically in
relation to completed apprenticeships. Within retail there were 26 level 2 & 3, Logistics totalled 7 from
level 2 – 4 and Support Centre saw 14 apprenticeships completed across level 4 & 5.
Focus on Continues Improvement where there are 7 team members who have either completed or
are finishing their level 4 and 6 programmes.
A great example of someone successfully being promoted after completing an apprenticeship is
Vicky Samuel.

We always check in with our team members to see
how their apprenticeships/learning is going. We
share two of these updates below which shows
how it has made a difference in their careers:
Kelly Talbot said: “I completed the Level 3 Team Leader apprenticeship in January, which has helped
me develop my knowledge and opened up other opportunities. It supported my role as a team
supervisor by giving me the knowledge, confidence and on the-job training to be able to develop.
“The apprenticeship covers a wide variety of different modules and the trainer does nothing but
encourage and help you through your journey.
“Since completing, I’ve been given the opportunity to begin the in-house Assistant Manager
Development programme and have a much more hands-on role on the management side of the
store’s operation.”
Joanne Edwards said,: “I’m coming towards the end of my apprenticeship and I’m preparing for
my end point assessments. The apprenticeship is helping me move forward with my career and I’ve
progressed onto the Assistant Manager training programme.
“It’s also aided me with my day-to-day role, giving me the skills and confidence to deal with
situations. The learning modules are easy to follow and, even better, they fit in with work and family life.
“Once I’ve completed, I’m hoping to progress to assistant manager in my own store.”

‘’Being able to access additional learning/development
via an apprenticeship has supported me in developing
the skills I needed to progress my career at wilko. In
particular it’s enabled me to explore different styles of
leadership, analyse my own personal style and helped
me to identify what I needed to do to become a more
effective leader’’

we’re always learning

what we’ve been doing
Inclusion and diversity:

Health and wellbeing:

•

Set up governance for the 6 workstreams to focus on making meaningful change across the business

•

•

A steering committee was established to support with decisions and monitor progress

We ran a wellbeing campaign to equip our team members with the skills and tools for self care
(feelings of loneliness, family life, maintaining exercise, support with sleep, coping with stress and
anxiety, domestic abuse)

•

Axis (a D&I specialist consultancy) was onboarded as a trusted partner to support our journey

•

We invested in team members to be Mental Health champions

•

Calendar of events launched and celebrations along with huddle sheets to broaden team members
awareness of different topics.

•

A number of team members embarked on mental health qualifications to improve the range
and depth of support available across the business

•

Set up a D&I advisory group for us to work closely with team members on the changes we need to
make

•

Mental health has continued to be a focus and it has never been so important to increase our
support for our team members

•

Names badges in store were relaunched with flags of the languages that team members could speak
or sign

Development:

•

We have reviewed and restructured our customer panel to make this more diverse

•

•

We also ran a Diversity, Inclusion and Equity course for the Business Leadership team.

Health and wellbeing:

•

To continue our journey of relentlessly focusing on building and maintaining
a diverse and inclusive culture, developing our D&I strategy that will be
aligned to the business strategy, powering us to 2030.

•

•

Establish the vision for the culture we wish to develop starting with team
member feedback

•

work
relationship
financial

To equip our Senior Leaders, we invested in resilience development and how to nurture
relationships remotely based on trust and common goals

what we’ll focus on
Inclusion and diversity:

self care

Review the support we have with our external partners to ensure it is providing
our team members with the best possible service

Learning and development
•

Set D&I principles to work alongside our values to set the expectation
of behaviours we need to live and breathe when we interact with one
another.

Our listening groups still continue to be a big part of our culture
and we will be looking at ways to improve this even more

•

•

Track progress and hold ourselves to account when updating our business
scorecard targets. Include targets to improve the number of females and
different ethnicities in our top 150 leaders.

Team member surveys and pulse surveys will continue and
will help us get a full understanding of views from across the
business

•

•

Continue with our learning and roll out unconscious bias training to all
leaders across Wilko and broaden awareness through the creation of team
member networks

We will 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

our long term plan
• To continue to improve on our engagement score to ensure that all our team members feel that they belong here and that
wilko is a great place to work and shop
• To create a dynamic and flexible workplace that enables team members to balance their work life with personal responsibilities
• To build an inclusive culture that enables team members to be the best they can be

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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