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Gender pay gap at WDH

Bonus

At WDH, we are committed to equality and diversity in all areas
of employment and we have a robust and equitable pay and
grading structure to ensure fairness. However, WDH’s mean
gender pay gap has increased to 13.9% and our median
gender pay gap has also increased to 12.3%. Whilst we are
taking steps to tackle our gender pay gap, we acknowledge
that these will take time to be reflected in our figures. We are
pleased to publish our gender pay gap report and we can
confirm that the data reported is accurate in accordance with
the Equality Act 2010 (Gender Pay Gap Information)
Regulations 2017.

WDH median bonus pay gap remains static at 0%. This shows
that typically males and females receive the same amount of
bonus pay at WDH. In December 2018, we awarded an annual
non-consolidated bonus to our colleagues irrespective of
gender.

Andy Wallhead

Chief Executive

Tracy Tallant

Director of Organisational
Development

Hourly rate and quartiles
Our mean gender pay gap is 13.9%. This means there is a
13.9% difference between the average pay of males and
females. A reason for this gap is the PRP scheme which is
available to our trade operatives who are predominantly
male. Of the 305 trade operatives, all but three are male.
The under-representation of females in this employee group
has contributed to the pay gap. If we exclude the PRP from the
calculations, the mean pay gap reduces to 10.5% and the
median pay gap reduces to 8.6%. Despite PRP being a factor,
the difference between Ordinary Pay and PRP is decreasing.
In 2017 there was a 6.5% difference, this year it is 3.4%.
In May 2019 we changed our pay structure for our trade
operatives which resulted in their ordinary pay increasing
and their PRP decreasing.
WDH still have a greater proportion of males in the higher
quartiles compared to females. The Upper Middle Quartile
sees the biggest difference with a 62.2% Male to Female split.
A driver of this is that 72.7% of the PRP trade operatives fall
into this quartile. If we were to omit the PRP from their hourly
rate, then many of the operatives would fall into the lower
middle quartile, thus making the pay gap smaller.
In addition to the above, we continue to have a greater
proportion of females in grades one to seven of our pay and
grading structure and a greater proportion of males in grades
eight and above. As there are more males in higher paid roles
this results in the average male hourly rate being greater than
the average female hourly rate which contributes to our pay
gap. However, we have seen an increase in the percentage of
females in the upper quartile range but also an increase in
the two lower quartiles.

Our Mean bonus gap has decreased to 89.2%. Despite this
decrease, males continue to receive a higher bonus. The main
reason for this is our PRP bonus scheme for our trade
operatives which are predominately male. Females are underrepresented in this employee group. Therefore, the average
bonus amounts received by our male colleagues are
statistically higher. If PRP related bonuses were removed from
the calculations, the mean bonus gap would reduce to 18.6%.
Our analysis has also highlighted that the bonus pay gap is
attributable to part time working. The bonus pay gap
calculations use the actual value of the bonus’ received.
The non-consolidated bonus was a fixed amount and
pro-rata’d for part time colleagues, the majority of which are
female, this reduces the average value of bonus’ received by
females. Of the 300 relevant employees who are part time,
only 42 are male.

Are we going to
close the gap?
Over the last 12 months we have promoted agile working
within WDH to help address the gender pay gap. This was
based on external and internal consultation and best practice
reports. WDH’s approach to agile working is supporting
employees in working wherever and whenever appropriate
to meet customers’ needs, without the need for a formal
request. In addition, we have started to run targeted
development sessions for women aspiring to become senior
leaders. This is looking at increasing confidence and skills to
apply and be successful in securing senior appointments at
WDH. We will be monitoring the percentage of our senior
leaders who are females over the short and long term to see
if more agile working arrangements are making a difference.
In addition, we have continued to promote females working
in construction through a targeted campaign in colleges,
schools and through social media to encourage females to
apply for construction roles, particularly construction
apprentice positions. We remain committed to reducing
our gender pay gap and we are taking proactive steps to
understand and address this, however we acknowledge
that this will take time.
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