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Introduction

FAST FACTS ASDA

Asda’s mission is to be the Most Trusted
Retailer. We believe that to succeed as
a business, our colleagues need to be from
a diverse range of backgrounds and work
as part of an inclusive culture.
Asda employs more than 149,000 people across the UK, 57% of whom are women.
Today, more than one third of our senior leaders across the business are female, which
is an increase of 4% over the past three years. We have a number of initiatives in place
that have contributed to this progress, but we know there is more to do.
At Asda our aim is to offer all of our colleagues the opportunity to develop their
careers with us, as well as the flexibility to achieve what’s important to them,
both in and outside of work.

>149,000
colleagues across the UK

57%

FEMALE
colleagues

>35%

of our senior
leadership are women

>50%

of our 2017 graduate
intake were women

HAYLEY TATUM

ROGER BURNLEY

Executive People Director

Chief Executive Officer
& President
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Measuring the pay gap
Under the UK Government’s new 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.

UNDER THE REGULATIONS THERE ARE
TWO WAYS TO MEASURE THE 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 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.

2. Mean pay gap
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.

MEAN PAY GAP
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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 2017 are set
out below:
GENDER PAY GAP
For median
hourly pay
The UK national
median gender pay
gap is 18.4%

For mean
hourly pay
The UK national
mean gender pay
gap is 17.4%

* Source: Office for National Statistics

ASDA

8.9%
q

12.5%
q

UK*

18.4%
q

17.4%
q

At Asda, 86% of our
total workforce are
hourly-paid store
colleagues. Within that
population, we operate
set hourly rates.
If we were to calculate
the gender pay gap
based on those rates
alone as at the
snapshot date there
would be a median pay
gap of 0% and a mean
pay gap of 0.7%.

MEDIAN

MEAN

0%
q

0.7%
q
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Understanding Asda’s pay gap cont.
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’s median bonus gap is 21.5%.
Our mean bonus gap is 52.5%.

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%.

21.5%
p

5%

Proportion of our men and women paid
a bonus:

p

52.5%
p

88.3%

85.3%

Gender population by pay quartile
As required by the regulations we have
split our relevant paid colleagues into
four equal quartiles based on their average
total hourly rate of pay to show the gender
distribution for each quartile.

upper

34.7%

65.3%
upper middle

56.4%

43.6%
lower middle

64.6%

35.4%
lower

70%

30%
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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 it are detailed below.

•B
 eyond 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.

NOW

THE FUTURE

• Recruitment: We have introduced policies which encourage all
colleagues to think about gender diversity when talent planning for
roles, including senior roles, and identify opportunities to accelerate
female development through targeted talent pipeline programmes.
In 2017 our graduate intake of 45 colleagues was made up of 23
women and 22 men.

At Asda we want to make sure that all our colleagues have the
opportunity to fully develop their careers. We support colleague career
progression and recognise that we have more to do to achieve a gender
balance at the more senior levels of our organisation which we are
fully committed to doing.

• Flexible job design: Offering all our colleagues the flexibility to
establish both work-life balance and a working pattern that is right for
them is something we are very proud of. Our flexible working policies
apply to all colleagues, at all levels.
•D
 eveloping unconscious bias awareness: Our colleagues participate
in inclusion training, which helps to educate teams on the importance
of creating an inclusive culture. Unconscious bias awareness training
has started at the very top and will have reached all managers by
mid-2018. This reinforces the personal accountability of our leaders
to positively influence the experience and working environment
they create.
•L
 eadership development: Our ‘Women in Leadership’ programme
exists to accelerate focus on gender inclusion. This is a global
programme supported by our parent company Walmart and currently
comprises 75% female and 25% male membership. The focus is sharing
international best practice on activities to drive gender balance and
development and mentoring opportunities for female talent.

SENIOR LEADERSHIP
POSITIONS
Over a third (35%) of our
senior leadership positions are
occupied by women. That’s up
from 31% in 2014, an increase
of 4% in three years.

31%

2014

35%

+4%

2017

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
Executive People Director

