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| am pleased to present the 2026 Gender
Pay Gap Report for Bestway Retail, a
subsidiary of Bestway Wholesale.

At Bestway Wholesale, we are committed
to fairness, equity, and transparency in
rewarding and developing our colleagues.
Our gender pay gap continues to be
influenced by the high proportion of male
colleagues in depot, distribution, and
support roles. While progress has been
made, we remain focused on creating a
more inclusive workplace and driving
further improvement.

This report outlines our gender pay gap
figures based on data as of 5 April 2025, in
accordance with the Equality Act 2010
(Gender Pay Gap Information) Regulations
2017.
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BONUS PAY GAP ANALYSIS

The bonus pay gap reflects the % difference in
bonus amounts paid in the year ending 5™ April
2025.

MeanBonusGap 0% 31.6%
Median Bonus 0% 19.3%
Gap

There is no bonus pay gap (0.0%) because no
bonuses were issued to any employees during
this period.
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Bestway is one of the UK’s largest privately owned companies, operating a network of 59
wholesale depots across the UK, alongside a nationwide van sales operation and retail divisions,

and employing over 5000 people across its UK wholesale and Retail business. Bestway Retail is
a subsidiary of Bestway Wholesale.

GENDER PAY GAP

The gender pay gap is the difference

between the average pay for men and

women. For the purposes of the gender pay

gap report, 2 measures of average pay are

used:

* Mean Gender Pay Gap: The difference
between the average hourly earnings

* Median Gender Pay Gap: The difference
between the midpoints in the rate of

Mean Pay Gap 8.9% 6.8%

Median Pay Gap 0% 0%

The 0.0% median gap confirms equal pay for
equal work at the midpoint of our workforce.
The 8.9% mean gap is driven by
demographic distribution. While women
outnumber men in all four pay quartiles,
men are disproportionately concentrated in
the highest-earning upper quartile (45.5%).
Conversely, women are heavily clustered in
the middle-income tiers (70.9% of Quartile 2
and 65.1% of Quartile 3). We are committed
to closing the mean pay gap through
targeted initiatives such as gender-blind
hiring and mentorship to move women into
higher quartiles.

Gender Pay Gap - Mean: 8.9%

Gender Pay Gap - Median: 0%
% of men/women in upper quartile: 45.5% / 54.5%

% of men/women in upper/mid quartile: 29.1%
170.9%

%of men/women in lower middle quartile:
34.9%/65.1%

% of men/women in lower quartile: 37% / 63%
Gender bonus gap - Mean : 0%

Gender bonus Gap - Median: 0%

% of men who receive bonus: 0%

% of women who receive bonus: 0%

PAY QUARTILES

While women outnumber men in every tier,
men are disproportionately concentrated in
the highest-paying roles. Men make up 37%
of our total workforce but hold 45.5% of
Upper Quartile positions. Conversely, our
female talent pools heavily in the middle
tiers, making up nearly 71% of the Upper
Middle bracket. Because our entry-level
quartile perfectly mirrors our overall
company demographics, our challenge is
not baseline hiring. Rather, we face a
vertical  progression  bottleneck that
prevents qualified mid-level women from
advancinginto top-earning roles
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