I’m pleased to say that since last year’s report, we’ve been
working on closing our gender pay gap and have already had
some success. Our median gender pay gap has dropped from
10.5% to 7.8%, and the proportion of women in our upper
pay quartile has increased from 21% to 24%. We’ve seen the
gap widen around bonus payments and have outlined the
reasons for this on page 8.

GENDER
PAY GAP

At HEINEKEN, we’re committed to being more inclusive and
diverse and making all our colleagues feel valued and that
they belong. This is something we’re continuing to work on
as we know it won’t happen overnight.

REPORT 2018

I’m proud of the work we’re doing to ensure we become a
truly inclusive and diverse workplace. By identifying where
we need to make changes and taking appropriate action, I’m
confident we’ll continue to make improvements and move in
the right direction.
Best wishes

David Forde
Managing Director, HEINEKEN UK

This report details our
April 2017 to April 2018 results
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WHAT IS THE GENDER PAY GAP AND HOW IS IT CALCULATED?
The UK Government’s Gender Pay Gap Regulations require companies to report their gender pay gap for all legal entities in Great Britain with more than 250 employees, with the
aim of creating transparency and encouraging employers to explore any gender pay gaps revealed by the process.
The gender pay gap shows the difference in average pay between women and men. It’s different to equal pay, which relates to what women and men are paid for the same
or similar jobs or work of equal value.
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The mean gender pay gap is the percentage difference between the hourly pay
of all male employees divided by the total number of males, and the hourly pay
of all female employees divided by the total number of females.

Median hourly pay

The % difference

Highest hourly pay

=
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If all female colleagues were lined up in order of hourly pay and all male
colleagues were also lined up in order of hourly pay, the median pay gap is the
percentage difference between the hourly pay of the middle female and the
hourly pay of the middle male.

Why the difference?

Because different jobs pay differently and the number of men and women performing these jobs varies, a gender pay gap can exist. For example if there’s a higher proportion of
men in senior roles and/or a higher proportion of women in junior roles the gender pay gap will be bigger.

Why is gender pay gap reporting important?

Gender pay gap reporting is an important step forward in putting a spotlight on where companies may have gender imbalances within their workforce, to assist them in
understanding what’s driving it and importantly, what to do to improve it.
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HOW DO WE MEASURE UP?

12.9%

7.8%

38.5%

23.5%

our mean
gender pay gap

our median
gender pay gap

our mean
bonus gap

our median
bonus gap

(13%)

(10.5%)

(34.3%)

MALE

FEMALE

(82%)

(83%)

77%

(6.1%)

74%

% of colleagues
receiving a bonus
payment

This is lower than the national
average of 17.9%*

Pay Quartiles

This shows the proportion of males and females in each pay quartile, ranging from the lowest hourly rate of pay to the highest. Each quartile has an equal number of colleagues.

Lower Q1

Lower-middle Q2

42%

16%

(42%)

23%

(17%)

58%

(58%)

Upper-middle Q3
24%

(22%)

84%
(83%)

Upper Q4
(21%)

77%
(78%)

Female

76%

Male

(79%)

*The 2018 Annual Survey of Hours and Earnings (Office for National Statistics).
Data as at 5th April 2018. Figures in brackets are our 2017 results.
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WHAT DO OUR RESULTS MEAN?

Pay

Bonus

The reduction in the hourly median pay gap from 10.5% to 7.8%, and the increase in
the proportion of women in our upper pay quartile to 24 % from 21%, is a result of
a greater focus across our business on gender pay and inclusion and diversity more
broadly, as can be seen on page 10.

Our median bonus pay gap has widened due to higher bonus payments across the
business as a result of improved business performance. Last year’s report included
bonuses relating to the 2015 performance year. This year’s report includes bonuses
relating to the 2016 business year where pay-outs, which are linked to business
performance, were higher. While payments increased comparatively for both male
and female colleagues, we’ve more male colleagues in incentivised sales roles and a
higher proportion of male colleagues in senior graded positions attracting higher bonus
payments, which has compounded the bonus pay gap.

However, we still have a pay gap. This continues to be driven by the gender make-up
of our workforce, which is 28% female and 72% male. Our breweries and commercial
roles are predominantly male populated, which is similar to comparable industries and
organisations, with these types of roles historically attracting more male candidates.
These roles typically attract a premium through shift payments and a different
incentive scheme. A pay gap also exists because 75% of our middle and senior
leadership population were male in April 2018, with higher levels of remuneration
attached to more senior roles.
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The proportion of colleagues receiving a bonus has dropped for both male and female
colleagues, due to a significant increase in the number of new joiners to HEINEKEN who
didn’t qualify for payment.
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WHAT ARE WE DOING TO CLOSE THE GAP?
In August 2018 we launched our Inclusion & Diversity (I&D) Strategy, which sets out our ambition to be a truly inclusive organisation where we all feel we belong. We’ve
already identified a number of areas where we need to make changes and have started to deliver the actions to make this happen.

HEINEKEN Inclusion Network

We launched our HEINEKEN Inclusion Network at the same time
as our I&D Strategy. It’s open to everyone and we have over 500
members. The network provides a safe space for members to
share their differences and experiences, so we can start to break
down barriers and start a wider conversation around what I&D
means for our business.
We’ve also recruited 50 I&D Ambassadors from the network. The
Ambassadors will help us roll out some of the changes to our
ways of working and bring our I&D agenda to life locally.

Functional Commitments

Each business area has introduced I&D commitments to address
any specific concerns or needs of the department.

Recruitment

Our job adverts are evaluated to ensure they’re not gender
biased, and in some areas we’ve started to introduce ‘blind CVs’
(where the hiring manager has no indication of the candidates’
gender) and gender balanced interview panels. We’re also looking
at where we recruit to widen our resourcing pool. When people
join the company their salary is always based on their experience
and how it fits with the salaries the rest of the team receive.
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Development

Our Leadership Development Programme has been focused on
making our leaders’ ‘unconscious bias conscious’ throughout
2018 and this focus will continue in 2019. An unconscious
bias e-learning module is also shared with people managers
and hiring managers ahead of recruiting. Later this year we’ll
introduce a training module for people managers on how to
create an inclusive environment.

Support

We’ve introduced a Maternity network and we’re piloting a return
to work coaching programme for mothers. Later this year we’ll
also introduce a mentoring programme for women.

Policies

We’re introducing revised policies for Smarter (Flexible) Working,
Maternity, Paternity and Shared Parental Leave, giving colleagues
more choice and flexibility.
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Statutory Disclosures
Difference in hourly rate of pay
– mean 12.9%

Employees who received a bonus
payment:

Declaration

Difference in hourly rate of pay
– median 7.8%

Males who received a bonus payment
– 77%
Females who received a bonus payment
– 74%

snapshot date 5th April 2018, and in line with the UK Government’s

Difference in bonus pay
– mean 38.5%
Difference in bonus pay
– median 23.5%

I confirm the information and data reported is accurate as of the
Equality Act 2010 (Gender Pay Gap Information) Regulations 2017.

Employees by pay quartile
Upper quartile
Male – 76%
Female – 24%
Upper middle quartile
Male – 77%
Female – 23%
Lower middle quartile
Male – 84%
Female – 16%
Lower quartile
Male – 58%
Female – 42%

Jane Brydon
HR Director
HEINEKEN UK

