WIGGLE GENDER PAY GAP RE VIE W 2018

W I G G L E GE NDE R PAY G A P R E V IE W 2018

CONTENTS
INTRODUCTION

2

PAY AND BONUS GAP

3

PROPORTION OF EMPLOYEES RECEIVING BONUS

4

PAY QUARTILES

5

UNDERSTANDING THE GENDER GAP

6

OUR COMMITMENT

7

1

W I G G L E GE NDE R PAY G A P R E V IE W 2018

INTRODUCTION
We employee around 600 people across Wiggle, mainly in the UK.
We acknowledge we have some way to go, but Wiggle is committed to
building a diverse workforce. We welcome the opportunity for greater
transparency on how we reward our people, driven by the new Gender
Pay Gap report, and aim to empower all our employees to reach their
full potential regardless of gender, race, background or any other
characteristics. This then gives us every opportunity to become the
very best we can be.
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PAY AND BONUS GAP
The gender pay gap is a measure of the difference in the average pay of
men and women, regardless of the nature of their work.
The table below shows Wiggle’s Gender Pay Gap and Gender Bonus Gap
as at 5th April 2018. This shows the mean and median differences in hourly
pay and bonus paid to female and male Wiggle employees in the year
leading up to 5th April 2018.
A positive percentage indicates a higher percentage paid to men and a
negative percentage indicates a higher percentage paid to women.

MEAN

MEDIAN

PAY GAP

18.77%

4.34%

BONUS GAP

76.07%

-50.00%

5.10%

4.34%

PAY GAP EXCL. EXEC
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PROPORTION OF EMPLOYEES
RECEIVING BONUS
The charts below show the percentage split within the genders that received
a bonus in the year leading up to the snapshot date of 5th April 2018.
FE M A LE

M A LE

29.30%

35.70%

70.70%

64.30%

Bonus

Bonus

No Bonus

No Bonus

We launched our first companywide bonus scheme in 2018. This means the entire
business has eligibility to receive a bonus.So, the shape of these statistics will change
over the coming years.
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PAY QUARTILES
The following shows the gender distribution across the four equally sized
pay quadrants in Wiggle.

U PPE R QUA R TI L E
FEMALE

36%

64%

MALE

64%

MALE

U PPE R-M I DDL E
FEMALE

36%

LOW E R-M I DDL E
FEMALE

38%

62%

MALE

LOW E R QUA R TI L E
FEMALE

43%

57%

MALE

We have increased our proportion of women as follows:
Upper Quartile – 4% increase, Lower Middle – 5% increase
Our data shows we have a higher number of male colleagues across all pay quartiles.
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UNDERSTANDING
THE GENDER PAY GAP
All data reported relates to the period leading up to the 5th April 2018.
The mean pay and bonus figures are affected by the generally higher pay for
our senior management, many of whom are male. This means that overall,
our Gender Pay Gap is 18.77%, a reduction of 2% since last year. However,
when the data for the senior population is removed, data shows parity in the
mean pay and the pay gap comes down to 5.10%.
The median gap shows there is no significant difference between the pay for
men and women at this point, and we are confident that men and women
are paid the same when working in equivalent roles.
The Bonus Pay Gap shows a large gap from a mean perspective, again
predominately driven by the higher proportion of male colleagues in senior
roles. However, you can see a significant shift of the median from 38.9% to
-50.0% from April 2017 to April 2018.
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OUR COMMITMENT
We acknowledge there is still some work to be done to meet an equal pay level, but this is
predominately driven by representation of females at the senior level. Our biggest opportunity
to address this is through encouraging and promoting female talent.
We will continue to use external benchmarking to ensure that all roles are fairly rewarded and
that our approach is fair, consistent and free from bias on any grounds. We will always monitor
this approach.
Since last year we have implemented improved internal processes to ensure that everyone
has equal access to new career opportunities. We are continuing to ensure that our talent and
recruitment practices are fair and engaging to provide a positive experience for all our potential
employees, along with looking at different ways to reach different pools of candidates.
We have started delivering management and leadership development programmes, and
plan to continue to train our leaders to build more inclusive teams and better understand the
concept of bias.
The introduction of our company wide bonus scheme will help to address the gap between the
mean and median pay between our male and female colleagues.
I can confirm that the information contained
in this report is accurate.
Nick Gresham
Chief Financial Officer
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