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At Asda, we believe that a
diverse workforce and an
inclusive environment is critical
to our success. Reducing the
gender pay gap and increasing
the representation and
opportunities for women at all
levels of the business will help
drive performance and foster
new ideas.

Like many companies, Covid 19 has had a
significant impact on Asda. The company
saw the mass hiring of temporary
colleagues and the shielding or
self-isolation of many others during the
pay period in which the gender pay gap is
calculated. Despite this, we have continued
to make significant progress on increasing
diversity and inclusion at all levels of the
business.
In the past year, the median and mean pay
gaps have reduced, the proportion of
women in the upper pay quartiles and the
proportion of women in senior leadership
roles have increased. However, we
understand we can go further.

FAST FACTS ASDA

>140,000
TOTAL COLLEAGUES

ACROSS THE UK

56%
38%
FEMALE
OF OUR SENIOR

COLLEAGUES

LEADERSHIP
ARE WOMEN
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Measuring the pay gap
Under the UK Government’s Gender Pay Gap Regulations,
employers in Great Britain with more than 250 employees
need to report their gender pay gap.
What is the gender pay gap?
The gender pay gap shows the difference in the average hourly earnings of men and women
across an organisation regardless of their roles or industry sectors. The statistics can be affected
by a range of factors, including the different number of men and women across all roles right
across the workforce. The gender pay gap is different from equal pay. ‘Equal pay’ is about men
and women receiving equal pay for the same jobs, similar jobs or work of equal value.

Under the regulations there are two ways to
measure the pay gap

MEAN PAY GAP

2. Mean pay gap
1. Median pay gap
The median represents the middle point of a population. If you lined up
all of the women at a company and all of the men, the median pay gap
is the difference between the hourly rate of pay for the middle woman
compared to the hourly rate of pay for the middle man.

The mean gender pay gap is the
difference between the average
hourly rate of pay for women,
compared to the average hourly
rate of pay for men, within a
company.
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Understanding Asda’s pay gap
In this report we are providing our data across two distinct
industry sectors – retail and logistics services. Details for April 2020
are set out below:

Asda Median Hourly Pay Gap
2020

Asda Mean Hourly Pay Gap

5.5%

UK National Median Pay Gap 15.5%*

86%
OF WORKFORCE

ARE HOURLY-PAID
STORE COLLEAGUES

8.4%

2020
UK National Mean Pay Gap 14.6%*

0%

At Asda, 86% of our total workforce are hourly
paid store colleagues. Within this population
we operate set hourly rates, and therefore, if we
were to calculate the gender pay gap on those
rates alone, our median pay gap would be 0%.

MEDIAN PAY GAP
BASED ON SET HOURLY RATES

Gender population by pay quartile
The regulations require that we split our relevant
paid colleagues into four equal quartiles and show
the gender distribution for each quartile. 2020 saw
a significant increase in the proportion of women in
the two upper pay quartiles and a reduction in the
proportion of women in the lowest pay quartile.

*Source: Office for National Statistics, October 2020

UPPER
UPPER MIDDLE

38.8%

61.2%
67.3%

LOWER MIDDLE
LOWER

42.4%

57.6%
60.3%

32.7%
39.7%
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Understanding Asda’s pay gap
Gender Bonus Gap
We’re proud that our bonus scheme is open to all job levels across the business and colleagues
at the same level have the same bonus opportunity. Asda’s bonus gap is influenced by, currently,
having more men than women in senior roles.

Asda Median Bonus Gap

24.8%

2020

Asda Mean Bonus Gap

50%

2020

Proportion of our men and women
paid a bonus

83.9%

2020

75%

The statutory calculation
does not allow for full time
equivalent normalisation.
If we were to apply this
normalisation, Asda’s median
bonus gap would be

5.9%

The proportion of men and women who received a bonus fell this year because of the mass
hiring of temporary colleagues. These individuals missed the February 2020 bonus pay out
but will be eligible for February 2021’s.
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Our plans
to close
the gap
We are committed to
being a diverse and
inclusive employer
and addressing our
gender pay gap.
Some of the steps
we are taking to
address this are
detailed opposite.
These are broadly
reflective of the work
we committed to
as part of our 2019
report and we have
been implementing
throughout 2020.

Now
Recruitment
Our recruitment policies and practices enable our hiring
managers to think about gender diversity at all levels of
the business. We have introduced objective selection
tools, such as psychometrics and structured interviews,
with a view to reducing unconscious biases. We
continue to have intentional checkpoints such as
balanced candidate slates and balanced interview
panels for all senior hires. We advertise all vacancies
internally and internal candidates are given robust
developmental feedback regardless of outcome. Our
new recruitment system has improved reporting
functionality which allows us to monitor candidate
attraction and diversity through all stages of the
recruitment lifecycle.

Flexible Job Design
Our flexible working policies apply to all colleagues, at
all levels, and are an important part of supporting our
colleagues to establish a working pattern that is right
for them.

Inclusive Culture
We continue to offer unconscious bias awareness
training to all our managers, reinforcing the personal
accountability of our leaders to positively influence the
working environment they create. We have also
delivered over 40 inclusion calendar moments
throughout the year, engaging our colleagues on how
to be consciously inclusive, with dedicated sessions
focusing on gender related topics.

Leadership Development
We have continued to support the accelerated
development among our high potential female
colleagues through both individual and cohort
development programmes. These include female
participation in external programmes such as The
Pipeline Top Flight. Our You Can Be programme helps

colleagues develop the skills they need to take the next
big step in their career at Asda. Last year 50% of
colleagues enrolled in the programme were female. Our
Apprenticeship programmes are open for all colleagues
to apply and our current female participation rate in
higher level apprenticeships (levels 5, 6, 7) is 54%.

Talent Analytics
We continue to regularly map our gender representation
at all levels and formats across our business. We have
created Diversity and Inclusion dashboards so leadership
teams can understand the demographics of colleagues
within their areas and implement any strategies to
improve.

Colleague Advocates
We have a dedicated Gender network group who are
focused on driving the gender diversity agenda within
all formats of our business.

Beyond Gender
We are committed to ensuring we are a diverse and
inclusive employer and that our colleague population is
reflective of the UK general population. We engage our
colleagues on our inclusion activity through various
events, where we celebrate and champion diversity of
thought across our business.

The Future
At Asda we want to make sure that all our colleagues
have the opportunity to fully develop their careers and
are actively working to improve our gender balance at
the more senior levels of our organisation. We
currently have a 52% female participation rate on our
Senior Managers’ development programmes, and 45%
female participation on our Senior Directors’. We
recognise we have more to do to achieve gender
balance and are fully committed to this journey.

I confirm that the information
reported is accurate and
meets the requirements
of the Equality Act 2010
(Gender Pay Gap Information)
Regulations 2017.

HAYLEY TATUM
Chief People Officer

