Gender Pay Report 2022/23

Generating the report

To generate the Gender Pay Gap report, we firstly look at all jobs and all rates 20 2 2
of pay across our entire business. Su Mo Tu We Th Fr Sa
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For this, our fifth report, the reporting period is from 6th April 2021 to 5th April a
2022. We are required to take a snapshot of the pay data for all colleagues 2 VNG S 14
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Our reporting deadline is within one year of the snapshot date, which means 25 26 27 28 29 3r

we will be sharing our report on 4th April 2023 with the public, via our website .

and with the Government, via the Gender Pay Gap Service online.

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.

Glossary

Mean gender pay gap: the percentage difference between the mean (average) pay for male colleagues compared to
female colleagues. To calculate it, we convert all salaries to an hourly rate, add these up and divide the total by the
number of colleagues in that group.

LOWEST
Median gender pay gap: the percentage difference between Ll

the midpoint of pay for all male colleagues compared to

MEDIAN HIGHEST

female colleagues (when converted to hourly rate and listing
from lowest to highest pay).

Mean and median bonus gender pay gap: calculated the same way as the above but looking at bonus payments rather
than salaries.

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.
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Explaining the data o o
On the snapshot date of the 5th April o
2022, we employed 27,523 colleagues
across England, Scotland and Wales. This
was made up of 55.9% male colleagues
and 44.1% female colleagues.

27,523

Lidl GB Colleagues

Pay

As highlighted above, Lidl pays the exact same rates of pay to both male
and female colleagues in the same roles. We are therefore pleased to Median Pay
report that the median gender pay gap was again 0% as in the previous
year. This means that there continues to be no difference in the midpoint
of pay between male and female colleagues. This has reduced by 0.2%
from reporting period 2020/21 and 0.5% from the reporting period of
2018/19, which is an exceptional position to be in, making Lidl a leader
in equal pay, not just in the 0%
Mean Pay supermarket sector but the wider
retail industry.

Our mean gender pay gap was

10.9% for 2021/2022, with a

marginal increase of 0.4% on the previous year. This is still significantly
10.9% lower than the national average of 13.9% for all retail employees within the

UK, as recorded by the Office for National Statistics.

Bonus focus

For the purposes of the reporting,
bonuses include, but are not limited
to, anniversary payments, retention
payments and incentive payments, such
as rewarding colleagues for submitting
ideas to improve business processes or
referring a friend to apply for a vacancy.

Mean bonus gap Median bonus gap

31.7% 24.9%

In the reporting year our mean bonus pay
gap has seen a slight increase to 31.7%,
up from 28.2% in the previous year. This
increase has been influenced by the
need to make unprecedented, localised
and time limited retention payments to
warehouse colleagues. This was at a time, during the reporting period, when well documented, post covid supply
chain and workforce challenges were at their peak.

Despite this increase, our median bonus pay gap of 24.9% in this reporting year is still lower than that reported in 2020
which was 29.7%.
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Bonus Payment . . .
The overall proportion of colleagues who received a bonus payment, like those

stated above, was 14.8% of male colleagues and 7.4% of female colleagues.

Compared with the previous year’s results there is a clear decrease in the overall
proportion of bonus payments made from a high of 94.6% of male colleagues
and 93.9% of female colleagues. The unusually high number of bonus payments
made in 2021, were due to special ‘Thank You’ payments, made to the majority
of our colleagues in that unique year, to recognise their collective support and
commitment during the pandemic

Quartiles

The quartiles show the distribution of colleagues’ pay, broken down by the hourly rate. If we lined up all Lidl colleagues
in order of their hourly pay rates and we split them into four equal-sized groups, we would see what is known as the
four pay quartiles.

The hourly salaries represented in each of the quartiles are as follows:
- roles with hourly salaries above £12.40 per hour

- roles with hourly salaries of between £11.40 per hour to £12.40 per hour
- roles with hourly salaries of between £10.90 per hour to £11.40 per hour

- roles with hourly salaries of up to £10.90 per hour

The chart on the right shows the percentage of

male and female colleagues represented in each UPPER

quartile over the 2021/2022 reporting period. 66.1% 33.9% Q
For the first time, in the lower quartile, we

are reporting a higher percentage of females

than males and while this provides a strong UPPER MIDDLE

future potential for upwards promotion, we . o
acknowledge that more needs to be done to 55.9% 44.1%

increase the number of women within the
middle and upper quartiles.

LOWER MIDDLE

To address this, we are focused on attracting
and retaining skilled and talented women, and 53.3% 46.7% Q
encouraging women to apply for roles within

traditionally male-dominated sectors such
as warehousing, property and IT. Our family-
support policies also help to give colleagues a LOWER

better work-life blend and flexibility for those o o
with caring responsibilities. We are continuing 48.5% 51.5%

to expand on these.
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How we are closing the gap

This report is a good indicator of the steps we are taking as a
business to strive for gender equality. We remain committed
to reducing these figures further in the years ahead in the
following ways:

All hiring managers have now completed diversity and
inclusion training, with a focus on unconscious bias, to
ensure Lidl’s hiring practices remain fair and transparent.
Refresher training is also provided on an annual basis to
continue to support this.

Our commitment to advertising all non-specialist role
vacancies internally before publishing them externally is
also facilitating internal development and providing female
colleagues with a fair opportunity to progress through the
business.

We have ways of working in place to support our colleagues to achieve more flexible working practices.

For our desk-based colleagues, we introduced a new mobile working policy, combining both remote and collaborative
working.

For our store and warehouse-based teams, we have a variety of part-time contracts available. Management colleagues
are included and can retain their management position whilst working part-time hours in order to better support their
work-life balance.

We have an enhanced maternity leave policy, which offers up to 14 weeks full pay, and we continue to review our
family leave policies to ensure that we strengthen the enhanced support that we provide.

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.

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.

‘Women in Leadership’ is a key focus of our inclusion strategy
for 2023. We will be holding focus groups with women to better
understand barriers to progression and how we can better support
women as they move into leadership roles. We also have an increased
focus on family leave and are working towards gaining menopause
accreditation as a business. Looking ahead, we will be launching
specific initiatives to support more women into management within
our stores.




Diversity and Inclusion



