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Introduction

ILG provides a boutique service to clients and customers in 

the beauty, well-being, and fashion space, enabling brand 

growth through fulfilling online sales, securely storing, 

picking and packing a range of high quality goods to 

retailers and e-commerce customers across the globe. At 

ILG we aim to recruit and retain talent from all backgrounds, 

genders, ethnicities and abilities. We are committed to 

attracting a wide range of people into an industry that offers 

a huge range of exciting opportunities for everyone up to 

the highest level. 

This report covers the Government’s gender pay approach, 

which compares the average hourly rates of pay of all men 

and women within any organisation employing more than 

250 people. This report comprises the company’s results for 

the snapshot date of 5 April 2022. As such it includes hourly 

rates of pay as at that date and bonuses paid in the year 

leading up to April 2022.

“Gender pay can be affected by a range of factors external 
to our business as well as internal factors, but we remain 

committed to an inclusive business, for our employees, our 
customers and the communities in which we operate. Our 

values underpin how we do business and how we treat each 
other – our people are first in all that we do, we act with 

integrity, adapt to changing circumstances with determination 
and are open to continuous learning.”

Tom Ashley, Managing Director, ILG
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Gender Pay Gap

The gender pay gap (expressed as a percentage of a man’s 

salary) shows the difference between the mean or median 

hourly rate of pay that men and women each receive. 

•  The mean pay gap is the difference between average 

hourly basic pay of men and women. 

•  The median pay gap is the difference between the 

midpoints in the ranges of hourly basic pay of men and 

women. It takes all salaries in the sample, lines them up in 

order and picks the middle-most salary. 

The gender pay gap should not be confused with equal 

pay; which focuses on the pay of the individual, where the 

law requires that men and women who carry out the same 

or similar jobs, or work of equal value must not be paid 

differently because of their gender. The existence of any 

gender pay gap does not therefore automatically of itself 

give rise to any discrimination or equal pay matter.
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ILG Gender Pay Gap 2022

The mean gender pay gap for ILG is 19.6% and the median 

gender pay gap for ILG is 1.10%. Whilst the mean rate for ILG 

shows an increase against the previous year it is important to 

note that this can be skewed by only a few higher earners who 

are men having been appointed to the company, or women 

earners changing roles. The median or most common result is 

seen to be more appropriate in this instance, and is the measure 

most reported on by the UK Office for National Statistics.

This median result for ILG at only 1.10% compares very 

favourably with the 2022 ONS published draft median pay 

gap rate of 14.9% for all employees and 8.3% for full time 

employees. This is particularly pleasing given that the logistics 

and warehousing industry has tended to be historically male 

dominated, particularly at a more senior level.

The mean gender bonus pay gap for ILG is 18.15% and the 

median is 0.00%. This reflects the number of male senior 

employees who may be in receipt of performance related 

bonuses, and the potentially higher proportion of men holding 

warehouse middle management positions or above, which 

attract a more regular bonus.

However, the median bonus again shows no gap, as not only 

was the proportion of men and women who received a standard 

bonus in 2022 very similar, the most common amount received 

was identical for both men and women.
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The percentage of employees receiving a bonus at ILG was 

59.90% of men and 56.87% of women, demonstrating an 

almost equal distribution of bonus payments. 

Proportion of Males Paid Bonus

Men

Proportion of Females Paid Bonus

Women

The data collected indicates the highest proportion of women 

compared to men are in quartiles 1 and 3, with representation 

of women being lower but similar in quartiles 2 and 4.

This indicates that almost 40% of employees in our highest 

pay quartile are women and more than 45% are represented 

in our next level down, in quartile 3.

Whilst we accept that there remains further work to do to 

ensure complete equality, it is encouraging to see that women 

are strongly represented within our management teams.

The lower quartile, which represents our workers with the 

lowest hourly pay rate, had the greatest disparity in the 

proportion of men to women in the last survey, but we are 

seeing a change here moving to almost 50/50 representation 

when taking all roles at this level into account. 

56.87%59.90%

Proportion of Men and Women 

in Each Pay Quartile

Receipt of Bonus
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Conclusion

We believe that any gender pay gap tends to be more 

related to the differing roles carried out by men and 

women as they move up through the business. Whilst we 

are increasingly successful at recruiting women into ILG, 

we know we can always do more.

We remain committed to being an inclusive  

employer through:

•  Our partnership with Aldingbourne Trust and WorkAid, 

where we have welcomed more than 20 colleagues to 

the business who have learning challenges or who are 

neurodiverse.

•  Our ongoing support of employees where English is 

not their first language.

•  New investment in our applicant tracking system and 

through that, our ability to improve the candidate 

experience and track the applicant journey, in particular 

by gender and other strands under the Equalities Act.

•  Our growing employee representative group where 

members provide feedback on improvement initiatives.

I confirm that this information is 

accurate at the time of publication.

Kristine Pollock, Head of Human Resources
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