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We’re committed to creating
a truly inclusive workforce at
Tesco Bank.

Understanding the
gender pay gap data
In this report, we are sharing our gender
pay gap data for the 12 months to April
2017. To calculate our gender pay gap, we
have taken the pay data for almost 3,900
colleagues in Tesco Bank.

What is the gender pay
gap?
Introduction
At Tesco Bank, our core purpose is to serve
shoppers a little better every day. We have
built the bank around our customers putting them first; prioritising their needs
and making first class customer service
a real differentiator in an increasingly
competitive market.
Our colleagues, therefore, lie at the
heart of our business and are integral
to our success. We value the unique
characteristics each colleague brings
to work each day and are committed to
creating a diverse and inclusive workforce
that reflects the communities we serve.
Establishing a better gender balance at
all levels of our business is an important
first step in the creation of a truly diverse,
inclusive workforce. While our gender pay
gap is slightly lower than the UK median*,
it is a critically important indicator that we
need to improve.
We know that the key driver of our pay gap
is the higher proportion of male colleagues
in most senior roles. While we recognise
that it will take time to close our gender
pay gap we took an important step to
improving the gender balance at senior
roles last year when we signed the HM
Treasury Women in Finance Charter.

* UK National median gender pay gap is 18.4%,
UK National mean gender pay gap is 17.4%
(Office of National Statistics)

As part of our commitment to that Charter,
we are committed to ensuring that:
• One third of our Executive Committee
members will be women by end of 2020.
• One third of our Directors will be women
by end of 2022.
• One third of our Board will be women by
end of 2020.
Our focus going forward is to ensure that
we continue to support women currently
working with us whilst also attracting more
women into senior roles.

The gender pay gap measures
the difference between men and
women’s earnings across the
business by expressing women’s pay
as a percentage of men’s pay.
This is different to equal pay, equal
pay refers to men and women
receiving equal pay for equal work.

Gender pay gap
The figures below shows our gender pay gap
as the percentage difference in both our
median and mean pay.

Median (middle)

Mean (average)

14.6%

29.2%

In 2017, our median (middle) gender pay gap
was 14.6% and our mean (average) gender
pay gap was 29.2%. While our pay gap is
below the UK median pay gap of 18.4%,
we want to close the gap altogether. Our
analysis tells us that the gap is primarily
driven by a higher proportion of men in our
senior roles and we know that we have a
great deal of work to do to both promote
and attract more women into senior
management roles.

Achieving greater gender diversity is only
part of our commitment, our ambitions
go further. We want to ensure that our
workforce is both diverse and inclusive.
We are confident that by taking clear,
positive and inclusive actions, we can make
real progress in ensuring Tesco Bank is a
truly inclusive workplace.

David McCreadie

Executive Director &
Sponsor for Diversity and
Inclusion, Tesco Bank
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Pay Quartiles

Our actions

The figures below show our gender balance
within each of our pay quartiles.

We’re committed to creating a diverse and
truly inclusive workplace where everyone is
welcome. Gender balance is an important
part of this commitment, and as such, we
have recently become a signatory to the HM
Treasury’s Women in Finance Charter which
aims to see gender balance at all levels
across financial services firms.

Each quartile has an equal number of
colleagues with Quartile 1 having the lowest
paid colleagues and Quartile 4 having the
highest paid colleagues.
Q1

Q2

Male 43.5% 41.8%

Q3

Q4

39.5%

64.8%

Female 56.5% 58.2% 60.5% 35.2%

Our analysis shows that women progress
through our business at a steady rate,
however there are fewer women in Quartile
4 as there is a higher proportion of men in
our more senior, higher paid roles.

Bonus pay gap

As part of our commitment to the
Women in Finance Charter, we have set
three challenging targets to improve
female representation on our Executive
Committee, amongst our directors and on
our board which will be driven by both our
Executive Committee and Board.
In order to achieve these targets, we are
taking focussed action across three areas:

Support and attract female talent

The figures below show the percentage
of men and women who received a bonus
payment and the percentage difference in
bonus amount between men and women
for the year ending 5 April 2017.

Percentage of men and women who
received a bonus
Men

64.8%

Women

69.3%

• We aspire to ensure that half of the candidates being considered for senior roles will be
women.
• We have partnered with EveryWoman, the world’s largest network for women in business, to
provide an important learning and development platform available to all colleagues.
• Our ‘Women in Tesco’ network brings female colleagues together to focus on core common
development topics and works in partnership with Women in Banking and Finance allowing
more networking opportunities for women in financial services.
• We’ve improved our maternity pay to help new parents manage those first months with
their new baby by extending the payments to colleagues on maternity leave. We have also
introduced shared parental leave which means that colleagues can be flexible about the way
they care for their baby.

Equip and empower our leaders
• We’ve held inclusive leadership training for our senior leaders and we’ll be exploring how we
roll this out across the business.

Bonus pay gap

• We will work closely with our female talent to better understand development needs
and build strong bespoke development plans to help them to succeed.

Median

21.6%

Mean

61.6%

• Our Executive Committee members will each personally mentor our high potential future
female colleagues.

Building a truly inclusive culture
• We’re reviewing our approach to workplace flexibility at all levels of the organisation.

It is important that colleagues are rewarded
for the success of our business. During this
period, over two-thirds of colleagues across
the business received a bonus and our
analysis illustrates a bonus pay gap which
is driven by a higher proportion of men in
senior roles, which typically attract higher
bonus opportunities.

• We’ve created an Inclusion Advisory Panel made up of key figures within the Diversity and
Inclusion space to support, challenge and provide insight to our business leaders. The panel
helps us to understand how we can best support diverse customer and colleague groups.

I confirm that our data has been calculated according to the requirements of The Equality Act 2010
(Gender Pay Gap Information) Regulations 2017. Benny Higgins, Chief Executive.
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