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In the last year, our business has taken some clear decisions and actions to bring us closer to the 
vision we have for being a fair, inclusive and inspirational employer. Our people are already proud of 
what we do as a business and how we operate through our circular business model. The steps we 
have taken reflect our commitment to expand on their passion and further empower them to progress 
within their careers and grow with us. This report highlights the steps that we have taken across CHEP 
UK and shares what we will be focusing on for the year ahead. My leadership team and I have been 
championing open and honest discussion, and will continue to do so, to ensure we continue to work 
together to advance our organisation.

Helen Lane, Vice President, CHEP UK and Ireland

Brambles is committed to ensuring equal opportunities for all our employees. Our people are shaping 
a smarter, more sustainable future by changing the way businesses move and sell goods in every 
corner of the world. This is why we want to make Brambles the best place for them to work. To do 
this we need to supercharge our efforts on inclusion and diversity to make our corporate culture a 
real enabler for the business. A key priority for HR is to continue working with our wider business to 
ensure our diversity of thought, skills, backgrounds and experience is leveraged to help us meet  
our strategic goals.

Patrick Bradley, Group Senior Vice President, HR 

As Director, Inclusion and Diversity, EMEA, I feel really proud to work for an organisation that has made 
such a strong commitment to gender equality. Study after study has demonstrated the clear business 
benefits of having a gender balanced workforce. I was appointed to my current role late last year and 
I am delighted to see our organisation making this investment in fostering an inclusive and diverse 
workplace.

In our CHEP UK business we are committed to ensuring equal opportunities for female and male 
colleagues alike in all aspects of the employee life cycle, from recruitment to onboarding, through to 
learning, development, career progression and ensuring a healthy and equitable work-life balance.

Tom Allmark, Director, Inclusion and Diversity, EMEA
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Our current 
workforce
The results of the analysis into the pay data of our overall 
workforce show a gender pay gap in favour of women. To 
help explain these results it is important to understand our 
business here at CHEP UK.  
 
The results are primarily driven by the fact that about 
60% of our jobs are plant operative roles, occupied 
predominantly by men. Female employees mainly 
work in office, sales or field-based roles. This means 
the male average pay calculation is spread across the 
whole organisation and at all levels. The average pay 
calculation for women on the other hand covers a narrower 
group of roles within the organisation.

The supply chain and logistics industry has a lower 
representation of females, so as a company and as 
an industry we need to work together to change 
this dynamic for the future. Gender diversity has 
been a key focus area for us and we are proud of 
the progress we’ve made to date.

We’re committed to making CHEP  
a great place to work for everyone.  
This has been acknowledged by 
CHEP UK being awarded the  
Top Employer Certificate for the 
fourth year running.
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Appointment of a full-time Inclusion and Diversity Director, Tom Allmark

Expanded our 
partnership with  
LEAD Europe

We continue to partner with 
LEAD (Leading Executives 
Advancing Diversity) a members 
organisation which is focused 
on improving the gender 
balance in the retail and Fast-
Moving Consumer Goods 
sectors, where women have 
typically been underrepresented 
and where we and so many 
of our customers and supply 
chain partners operate. This 
is a fantastic opportunity to 
share best practice, collaborate 
with our customers and other 
organisations. We want to drive 
wider change in the sector to 
create an environment in which 
women can be equal partners 
and have the opportunity to 
grow and further their careers.

Joined OUTstanding 
to support our 
LGBTIQ+ employees

Berry Sevriens, Chief 
Financial Officer, EMEA, 
Juan José Freijo, Global 
Head, Sustainability & EMEA 
Government Relations and 
Mike Pooley, President, 
CHEP EMEA are supporting 
our LGBTIQ+ (lesbian, gay, 
bisexual, transgender, intersex 
queer and others) employees 
and as such CHEP EMEA 
have joined OUTstanding. This 
is a membership organisation 
for global businesses who 
work with LGBTIQ+ leaders, 
to drive cultural change and 
create an environment where 
everyone can succeed. 

We have reviewed 
and standardised our 
recruitment practices 

We have launched a new 
career portal; a more open, 
friendlier tool that promotes 
our culture and Employee 
Value Proposition to inspire 
a diversity of applicants. 
As part of the standardised 
recruitment process we 
consider how different genders 
may react to the wording of 
advertised vacancies. We 
believe in a hiring process 
that treats people with the 
same respect we hold for all 
those who work for us. When 
people apply for a position 
with us they can expect to be 
treated as individuals whose 
unique skills, background and 
experience will be celebrated 
and welcomed. 

Where we 
are now

We are taking a holistic approach to 
inclusion and diversity as promoting 
and supporting diversity in the 
workplace is critical to creating an 
engaging and rewarding working 
environment. We have defined a 
strategy to ensure we value everyone 
in the organisation as an individual, 
respecting our differences and 
ensuring each of us is enabled to  
give our best and get the best  
from CHEP in return. 

Since our last report 
we have launched the 
following initiatives:
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I left to go on maternity leave in 2016 and at the same time 
I was considered for a new role in the team. I went through 
the selection process and was promoted to a director position 

all whilst still on maternity leave. To assist me in coming back I was 
offered flexible working arrangements which allowed me to come 
back earlier from maternity leave whilst still giving me the balance of 
caring for my son. I think being promoted into a director role whilst 
on maternity leave demonstrates clear career progression. Part-time 

working is only one way of working flexibly and there are lots 
of options, but I truly believe it is something more people 
should consider. We all have lives and responsibilities 
outside of work, so it shouldn’t be seen as something  
only for working mothers, it’s for everyone.

Alison Dobbie 
Director, People Capabilities, Europe

John Prescott 
Manager, Carrier Management, UKI

Our people

I joined CHEP as a Quality Assurance Leader at 
the Pontefract Service Centre. I soon found that 
the people and environment enabled me to be 

myself, which encouraged me to put in the effort and work 
to the best of my ability. CHEP believes in development 
and I can put a lot of my success over my 13 year-career 
down to support from my mentors and coaches. I have 
enjoyed eight new roles and am now the Customer 
Transformation Director, Northern Europe. When I have 
needed it, I have been able to work flexibly, which has 
meant that I was still at my best while being able to look 
after my young child.

Katie Wilkinson 
Director, Customer Transformation, UKI

I started out at CHEP as a Repair & Maintenance Operative at the 
Birmingham Service Centre and 26 years in I am in a successful 
management position as Carrier Manager for UK and Ireland 

and am still enjoying my time at CHEP. There are lots of opportunities for 
development on offer, from on line Learning Academies, job secondments 
and mentoring. By taking ownership of my own personal development and 
making use of these opportunities I have enjoyed a career at CHEP  
that spans many different roles in Retail & Asset Management,  
Asset Protection and Customer Operations before  
arriving in Carrier Management.
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Reporting on our Gender Pay Gap

*We can confirm that our figures as of 5 April 
2018 have been independently verified by an 
external advisor.

Calculating the Mean (average) Gender Pay Gap

The mean gender pay gap is the difference in the average hourly pay for women 
compared to men, within a company.

Calculating the Median (middle) Gender Pay Gap

The median gender pay gap represents the middle point of a population. If you separately 
lined up all the women in a company and all the men, the median pay gap is the difference 
between the hourly pay rate for the middle woman compared to that of the middle man. 

Equal Pay

Equal Pay is about testing whether a man 
and a woman are receiving equal pay for 
the same or similar work. 

Gender Pay Gap

The gender pay gap measures the average 
total pay of all males in the organisation and 
compares it to the average total pay of all 
females at a particular point in time. 

The gender pay gap is different to Equal Pay. 

Median hourly 
pay gap

Lowest Paid Highest Paid

The Median

The difference

Number 
of female 
employees

Number 
of male 

employees

Mean hourly 
pay gap

The difference

Mean female average pay

Mean male average pay



7

*We can confirm that our figures as of 5 April 2018 have been independently 
verified by an external advisor.

What do our 
figures tell us?

Quartile % Male % Female

Lower Quartile 84.1 15.9

Lower Middle Quartile 93.8 6.2

Higher Middle Quartile 91.5 8.5

Higher Quartile 82.6 17.4

Gender split by pay quartile

The statutory figures report a gender pay gap in favour of 
females for our full employee population. Compared to last 
year the pay gap has reduced and we are working hard to 
attract more females into our business, specifically in our 
supply chain teams. We have completely revamped our 
recruitment approach and have seen success through this. 
The figures below, reflect an under-representation of females 
in our service centres, which is not likely to change rapidly due 
to the physicality of the work, but we are creating long-term 
strategies to engage differently with talented people from all 
walks of life.

MEAN
GENDER PAY GAP

MEDIAN
GENDER PAY GAP-9.6% -1.9%

Last year, our mean and median bonus pay gap figures 
were in favour of females. This year, the gap in favour 
of females has further increased. This means that on 
average our females received a higher bonus pay out than 
our males. This is primarily due to changes in our Supply 
Chain network and increased employment opportunities 
following the introduction of new on-site services at some 
of our retail customers. Our bonus scheme eligibility rules 
apply equally across the organisation and this meant some 
of our new employees had not received a bonus pay-out 
at the time of this report.

Access to our bonus schemes and amounts paid is 
gender neutral.

We have a small bonus gap of 5.8% between males 
and females, indicating females are more likely to receive 
a bonus. Access to our bonus scheme is gender neutral 
however eligibility is conditional to an employee’s start date. 
The employment opportunities we’ve created in this past year 
for our new on-site services has contributed to the number of 
employees eligible for a bonus

-75.4% -136.6%
MEAN 
BONUS PAY GAP

MEDIAN  
BONUS PAY GAP

Over the last 12 months we have increased the number of 
people in our service centres to provide additional services 
to our customers. This has resulted in an increase in our 
plant-based employees, which further explains the change 
in the gender pay split by quartile for this year.

CHEP UK Gender Pay Gap
Includes all employees at CHEP UK Ltd, which 
is made up of the UK country business, Supply 
Chain and European Head Office.

Proportion of males and females receiving a bonus payment

83.7% 89.5%

CHEP UK Gender Pay Gap Report 2019
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Unconscious Bias training

Awareness of our “unconscious bias” and conscious management of the impact these biases can have on our behaviour 
is vital to support our journey toward a diverse and inclusive workforce. We have run a number of workshops on this 
topic which included our senior leaders and will now continue to roll this out to all employees.

This training is designed to make employees aware of the role unconscious bias can play at critical decision-making 
moments such as hiring, promotion and performance management discussions and provides employees with tools and 
methods to mitigate the impact of unconscious bias. We will therefore be mandating this training across our workforce 
and including it as part of the onboarding process for new recruits.

Global Dignity at Work Policy

We want to guarantee that everyone working at Brambles is treated, and treats others, with dignity and respect.  
We aim to ensure that we all understand our role in promoting a work environment free from harassment, bullying and 
victimisation. We have procedures and support in place if someone feels they are not being treated in alignment with our 
dignity at work ethos. Each of our people has a duty to support this, and in the UK, we will continue to develop our 
people and roll out training to safeguard this integral part of our culture.

Flexible working

The employment landscape is changing fast; we need to be more agile and better connected whilst still providing 
a great work life balance for our employees. It is widely acknowledged that there is a strong link between flexible 
working, employee engagement and productivity. Flexibility in our working lives is therefore imperative to meet 
business expectations and sustain our workforce.

We already have many examples of supporting people to work flexibly, ensuring we meet their individual needs 
within our current programmes. We have begun a review of our UK flexible working policy to continue to support 
the needs of our workforce in a more visible way.

Whilst we have already made a great start to the inclusion and diversity agenda, there 
is much work still to do. We remain committed to making this a great place to work for 
everyone, so we commit to further embedding the following over the next year:

Our Commitments


