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| am pleased to present our 2026 Gender
Pay Gap Report.

At Bestway Wholesale, we are committed
to fairness, equity, and transparency in how
we reward and develop our colleagues.

A significant proportion of our workforce is
in depot, distribution, and support roles,
which are predominantly held by male
colleagues. This composition continues to
influence our gender pay gap. While we
have made progress, we recognise that
further improvement is needed and remain
committed to fostering an inclusive culture
and taking targeted action across the
business.

This report provides context to our gender
pay gap figures based on data as of 5 April
2025, in line with statutory requirements.
We remain focused on ensuring fair pay
and using these insights to drive continued
progress.

Our data has been calculated according to
the requirements of 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.

Mean Bonus Gap 50.5% 41%

Median Bonus 71.1% 28.7%

Gap

Our current bonus data reflects an escalating
challenge in the distribution of roles and
incentive structures across the business. Men
currently receive substantially higher average
bonus payments, resulting in a mean gap of
50.5%, which is driven by the heavy
concentration of our highest-value awards
within senior-level or specialised positions.
Crucially, the median gap has surged to 71.1%,
revealing that this disparity is no longer just an
outlier issue at the executive level but a deep
systemic trend across the wider team. This data
highlights a critical and urgent opportunity for
us to overhaul our incentive frameworks,
expand bonus participation, and clear the
vertical career progression bottlenecks that
limit female access to high-earning positions at
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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 business.

GENDER PAY GAP

The gender pay gap is the difference
between the average hourly earnings of
men and women across the organisation,
measured in two ways:

Mean Gap: The difference in average
hourly pay between all men and all
women.

Median Gap: The difference between the
exact middle-earning man and middle-
earning woman.

Mean Pay Gap 7.5% 19.3%

Median Pay Gap 4.2% 9.2%
Between 2024 and 2025, we have seen
very encouraging shifts in our pay
structure. Our mean pay gap narrowed
significantly from 19.3% to 7.5%,
reflecting a strong positive trend toward
more balanced average earnings across
the business. Crucially, the median pay
gap also improved substantially, dropping
from 9.2% to 4.2%, demonstrating that
our mid-point earnings are moving much
closer to parity. The overall data shows
we are making rapid, steady progress in
aligning pay across our diverse workforce
and closing the gender earnings gap
across all levels of the business.

Gender Pay Gap - Mean:7.5%

Gender Pay Gap - Median: 4.2%
% of men/women in upper quartile: 82% / 18%

% of men/women in upper/mid quartile: 78.9% / 21.1%

%of men/women in lower middle quartile: 70.5%/29.5%
% of men/women in lower quartile: 79.4% / 20.6%
Gender bonus gap - Mean : 50.5%

Gender bonus Gap - Median: 71.1%

% of men who receive bonus: 16.4%

% of women who receive bonus: 7.2%

PAY QUARTILES

Our current workforce structure shows a high
concentration of men across all bands of the
business, holding the vast majority of positions in
every pay tier. Men occupy 82.0% of our Upper
quartile, 78.9% of our Upper-Middle quartile, and
70.5% of our Lower-Middle quartile. At present, our
female colleagues have their highest level of
representation within the Lower-Middle quartile at
29.5%, while making up 20.6% of the Lower quartile.
This distribution highlights a significant opportunity
for us to build a stronger internal pipeline, ensuring
we are actively supporting our female talent as they
progress into higher-level roles across the business.
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