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Gender Pay Report 2021/22
“We are very proud of what our colleagues collectively
contribute and achieve each year at Lidl GB. We are
committed to rewarding this hard work and dedication and
retaining the talent we have throughout the organisation.
“The past two years have been very challenging. As an
essential retailer during the global pandemic our colleagues
did a phenomenal job of stepping up to feed the nation.
It was truly humbling to see everyone pull together to
keep our shelves stocked and to keep operations running
as smoothly as possible for our customers each day. For
this great effort, we gave a gift of Lidl vouchers to all
colleagues in April 2020 and, the following year, we gave
all colleagues a one-off payment to show we recognised
and hugely appreciated their collective efforts. These
amounted to a combined additional investment of over
£9.5 million during this reporting period.
“The pandemic also drastically altered the way our
office-based colleagues work. The Government’s workfrom-home policies meant many of us had to adapt to
working remotely. By introducing an enhanced remote
working policy, we have shown that the business embraces
flexible and agile working where this is possible.
“The data within this report shows just how unique
the period of the pandemic has been. This makes it
challenging to compare year-on-year figures and it also
means we have two years of data that isn’t from a ‘normal’
business as usual period. However, what is clear is that
we’ve reduced our mean gender pay gap, the difference
between the average hourly pay of men and women we
employ. This now stands at 10.5%, down from 11% from
the last ‘normal’ reporting period in 2017/2018 (published
in 2019). As a comparison, the latest Office for National
Statistics figures show the UK gender pay gap among all
employees was 15.5% in 2020, down from 17.4% in 2019.
“I’ve very pleased to report that we have completely closed
our median pay gap, meaning there is no difference in the
midpoint of pay between male and female colleagues. This
has reduced by 0.2% from the reporting period 2019/2020
and 0.5% from the reporting period of 2017/2018.
“This shows that positive steps have been made in recent
years however, we acknowledge that more needs to be
done to continue to ensure equity between male and
female colleagues. As a rapidly growing organisation

we aim to attract female talent and retain this within
the business by putting in place initiatives for career
progression.
“As we begin to emerge from the pandemic, although there
is still uncertainty as a result of global events, we continue
to prioritise delivering opportunities to help colleagues
thrive and fulfil their career aspirations at Lidl GB.
“As we look ahead to the next reporting period, we are
positive that it will reflect the strides we are making to
build and retain a more diverse workforce.
“I confirm that the information and data provided is
accurate and in line with mandatory requirements for
businesses in England, Scotland and Wales.”

Nan Gibson,
Chief Human Resources Officer, Lidl GB

Generating the report
To generate the Gender Pay Gap report, we firstly look at all jobs and all rates
of pay across our entire business.
For this, our fourth report, the reporting period is from 6th April 2020 to 5th
April 2021. We are required to take a snapshot of the pay data for all colleagues
employed on the 5th April 2021.

How it is calculated
Our Gender Pay Gap is calculated using two figures, the median and the mean value. We also look at the difference
between both pay and bonus payments.

It is important to note that the gender pay gap is different to equal pay. It is a legal requirement for men and women to
be paid equally for performing the same work, or work of equal value. At Lidl GB, we pay all our colleagues, regardless
of gender, equally across the business. Our pay structure is designed to be simple, fair and transparent, with pay
being based on the role an individual holds and their length of service within the business. This shows that we value
loyalty and reward colleagues for their hard work.

Explaining the data
On the snapshot date of the 5th April 2021,
we employed 26,112 colleagues across
England, Scotland and Wales. This was
made up of 57.9% male colleagues and
42.1% female colleagues.

Pay focus
Our mean gender pay gap was 10.5% for 2020/2021, up from 6.6% in the previous year.
At first glance it looks as if our mean gender pay gap has increased significantly during
the reporting period, however this isn’t the case as the pay data for 2019/2020 was
impacted by a unique situation – the payment of Lidl vouchers* to all colleagues.
These vouchers were given to recognise and reward our colleagues for their hard
work and support during the peak of the COVID-19 pandemic.
For this reporting period (2020/2021) there were no vouchers included in the
calculations and therefore we see the mean pay gap returning to the levels seen
the previous reporting periods. When we look at the 2017/2018 figures (which were
published in 2019), we can see an overall positive trend, as the gender pay gap has
reduced since then by 0.5% (from 11% to 10.5%)
– a step in the right direction.
We are pleased to report that the median gender pay gap was 0% for the
2020/2021 reporting period, meaning there is no difference in the midpoint
of pay between male and female colleagues. This has reduced by 0.2% from
reporting period 2019/2020 and 0.5% from the reporting period of 2017/2018.
As mentioned, Lidl pays the exact same rates of pay to both male and female
colleagues in the same roles. This means the midpoint in the data for pay is the
same for male and female colleagues.

Bonus focus
Bonuses include, but are not limited to,
anniversary payments and incentive
payments such as rewarding colleagues
for submitting ideas to improve business
processes through the Ideas Lab.
During this reporting period a unique
WeAreLidl payment was made to a
majority of colleagues. This was our way
of saying thank you to our colleagues for
their collective support and commitment
during such a challenging year.

This explains the large jump in numbers of colleagues receiving a bonus payment
and also why the median bonus pay gap dropped to 0%. The figures show that
slightly more male colleagues than female colleagues received this payment,
which reflects the male/female demographic in our business (see the gender
split graphic).
The number of colleagues who received a bonus was 94.6% of male colleagues
and 93.9% of female colleagues – a big increase from the 3.5% and 2.5%
respectively from the previous year.

*1 - In line with the statutory reporting requirements, the vouchers were included in the hourly pay calculations for the 2019/20 reporting period. This had the effect
of, not only appearing to increase the overall rate of pay for all by broadly the same amount, but also it meant a significant reduction was recorded in the mean gender
pay gap between male and female colleagues in this year. This was due to a greater percentage of the female recipients of the vouchers being on reduced hours
contracts. This means, when broken down and added to hourly pay, the voucher had a bigger impact upon the overall rates of pay for female colleagues.

Quartiles
The quartiles show the distribution of colleagues’ pay broken down by the hourly rate. Imagine if we lined up all Lidl
colleagues in order of their hourly pay rates and we split them into four equal-sized groups, we’d get what’s known as
four pay quartiles. The brackets for each are as follows:
• Upper – roles with hourly salaries from £11.80 per hour
• Upper Middle – roles with hourly salaries of £10.70 per hour to £11.80 per hour
• Lower Middle – roles with hourly salaries of £10.30 per hour to £10.70 per hour
• Lower – roles with hourly salaries up to £10.30 per hour
The chart on the right shows the percentage of male and female
colleagues in each quartile over the 2020/2021 reporting period.
The lower and lower middle quartiles show minimal difference
in the number of males and females in these brackets at Lidl
GB. However, the gap widens when we look at upper middle
and upper quartiles which are more heavily male dominated
with lower percentages of female colleagues in these quartiles.
When we compare this to the last reporting period, the figures
are very similar.
We acknowledge that more needs to be done in this area to
increase the number of women in higher paid roles and more
senior positions. To address this, we are focused on attracting
and retaining skilled and talented women through our employer
brand by encouraging women to apply for roles within
traditionally male-dominated sectors such as warehousing,
property and IT. Our agile working and family-support policies
also help to give colleagues a better work-life balance and
flexibility for those with caring responsibilities.
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How we are closing the gap
We remain committed to reducing these figures further in the years ahead in the following ways:

Hiring practices
All hiring managers have or will be receiving diversity and inclusion training, with a focus on unconscious bias as a
core part of their development, as standard, to ensure Lidl’s hiring practices remain fair and transparent.
Our commitment to advertising all non-specialist role vacancies internally before publishing them externally is also
enabling internal development and providing female colleagues with a fair opportunity to progress through the business.

Ways of working
We have ways of working in place to support our colleagues towards more flexible working practices. For our store
and warehouse-based colleagues, we have introduced a variety of part-time contracts. This enables colleagues to
keep a management position whilst working part-time hours to better support their work-life balance.
For our office-based colleagues, we have enhanced our mobile working policy this year to enable colleagues to work
remotely an average of two days each week over the course of a month.
Additionally, we have an enhanced maternity leave policy, which offers up to 14 weeks full pay.

Appraisals and progression
As part of our appraisal process, we conduct a transparent
panel-based ‘talent forum’, which is designed to reduce
any unconscious bias and ensure a rounded, transparent
approach to talent identification and development. The
format of a panel discussion ensures that this is conducted
in the fairest way possible.
Plus, we ensure that all new line managers undertake
an internal training programme called the ‘Leadership
Academy’. This is designed to equip all our leaders with
the knowledge to confidently manage their teams.
In addition, all available positions are advertised internally
to give men and women with the relevant skills an equal
chance to apply.

Supporting female talent
We have kept our partnership with the Retail Week ‘Be
Inspired’ initiative, designed to encourage women to fulfil
their career aspirations and connect them with those who
can help support and inspire them.
Through this, several women have attended a ’Senior Leadership Academy’. This prepares them with both industryrelevant leadership seminars and workshops to give them the skills to become our future leaders. Our ‘Diversity
and Inclusion’ working group continues to explore initiatives to attract, keep and support the progression of female
talent at Lidl.

Diversity and Inclusion
Last year we created our Diversity and Inclusion strategy and shared this internally with all Lidl GB colleagues.
This strategy was created in conjunction with a working group made up of Lidl colleagues from across the business.
Part of this strategy included the importance of having inclusive leaders. Last August ‘Inclusive Leadership’ workshops
were created for all senior leaders across the business to attend (including the Board of Directors). These workshops
focused on the importance of removing unconscious bias in leadership and highlighted the benefits of being an
inclusive leader. To date, over 1,000 colleagues have received this training and all remaining colleagues across GB will
undertake an e-learning module as part of the rollout this year.
Last year, Lidl GB also became one of the signatories on the British Retail Consortium’s Diversity and Inclusion Charter.
This publicly commits us to becoming a more inclusive organisation.
The past two years have been unlike any other we have experienced. As we begin to emerge from the pandemic,
we remain committed to creating initiatives and opportunities that give a clear pathway for talented individuals to
succeed within the business and to fulfil their own potential regardless of gender.

