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Mean Gender Pay Gap

Mean Hourly Rate - Male Mean Hourly Rate - Male 

£13.27 £13.02

Mean Hourly Rate - Female Mean Hourly Rate - Female 

£12.86 £12.71

To include bonus, salary 
sacrifice & allowances

Basic

3.12% 2.36%

Median Gender Pay Gap

Median Hourly Rate - Male Median Hourly Rate - Male

£10.84 £10.86

Mean Hourly Rate - Female Mean Hourly Rate - Female

£11.14 £11.06

To include bonus, salary 
sacrifice & allowances

Basic

-2.74% -1.84%

Mean Bonus Gender Pay Gap

Mean Bonus Pay - Male Mean Bonus Pay - Female

£1,996.84 £1,895.85

Mean Bonus Gender Pay Gap 5.06%

Proportion of males receiving a bonus payment

No. of males who received
a bonus payment

Total no. of males

1,450 2,457

Proportion of males receiving a bonus 
payment 59.02%

Median Bonus Gender Pay Gap

Median Bonus Pay - Male Median Bonus Pay - Female

£760.00 £1,000.00

Median Bonus Gender Pay Gap -31.58%

Proportion of females receiving a bonus payment

No. of females who received 
a bonus payment Total no. of females

215 507

Proportion of females receiving a bonus 
payment 42.41%

Introduction from our UK 
and Ireland HR Director
Rexel has gone through a significant 
period of change in the past few years.  
The acquisition and integration of several 
different businesses has brought with it 
similar diversity challenges that are faced by 
other male-orientated organisations in our 
sector.

Whilst we acknowledge we have a gender 
pay gap we know this in some part can be 
attributed to the segmented labour market. 
To improve the gap our industry requires 
all of us to work to improve the image and 
attractiveness of the sector to more females 
and to effect longer lasting change, this is 
not a short term ‘fix’.

The results of the gender pay gap report 
that we are required to publish each year 
helps us identify any areas of concern and 
plan for the future we want, which is an 
inclusive and diverse workplace where all 
colleagues can thrive and perform.

We understand that sustainable change 
will take time and must involve action both 
inside and outside of Rexel. However, we 
believe this is a strong starting point and 
will help us work towards a business, and a 
leadership team, that is evenly balanced and 
more closely reflects our diverse customer 
base.

Best Regards
 

K Sharkey



26.74% 16.57% 23.69% 31.36% 24.09% 29.39% 25.48% 22.68%

Distribution of each gender across the quartiles

88.66% 11.34% 78.54% 21.46% 79.89% 20.11% 84.48% 15.52%

Proportion of males and females in each quartile pay band

Q1 Q2 Q3 Q4

Q1 Q2 Q3 Q4

Lowest Highest

Results / Conclusion

Mind the Gap
We believe that a supportive culture is as 
important as these three individual steps 
that can contribute to the overall employee 
profile and over time can influence it.

The three steps are:

1   Attract
2  Retain
3  Develop
The biggest factor behind our gender pay 
gap is the balance of men and women 
across job levels. The majority of colleagues 
in the Branch Network are predominantly 
male, this compounds the challenges of the 
organisation and the industry in reducing 
the gap. We operate a relatively flat 
structure within the business and labour 
turnover is much lower at Senior levels than 
in more highly populated roles.
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