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WHAT IS GENDER PAY GAP WAHACA

We welcome the opportunity to share our Gender Pay Gap as part of our
commitment to fostering an equitable and inclusive workplace. Guided
by our values - being humble, choosing integrity, thinking positively,
showing pride and having fun — we approach this reporting with
openness and a genuine desire to continue improving.

Gender Pay Gap measures the difference in average pay between males
and females across all roles, distinct from Equal Pay, which ensures equal
pay for performing the same work. Whilst both are important, the Gender
Pay Gap provides a broader view of gender representation and pay
distribution.

This report complies with legal reporting requirements and is based on
legal gender status. We are proud to support a diverse workforce,
encompassing a wide spectrum of gender identities.

The data reflects a snapshot of our workforce as of 5th April 2025,
analysing the pay of 539 full-paid employees. Bonus information includes
579 employees who were on payroll as of the same date, incorporating
all bonus payments made in the preceding 12 months.




OUR TEAMS

WAHACA

Driven by our core values, we remain committed to fostering an
inclusive environment that provides equal opportunities for
everyone across our teams.

We ensure that males and females performing the same roles
receive equal pay.

The hospitality sector has historically had a lower proportion of
females (particularly in Back-of-House roles), and this pattern is
reflected in our own workforce composition, with 63.2% males and
36.8% females, a similar distribution to last year.

Despite this broader industry trend, we are proud of the
representation of females across our business and continue to focus
on ensuring that all our teams, regardless of gender, have access to
progression, development, and meaningful career pathways.
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PAY QUARTERS AND TEAM STRUCTURE

Our statutory pay quarters group different roles across the
business by hourly pay. Central Support and Senior site
Managers fall into the the Upper Quarter. Junior site
Managers and Supervisors are spread across the Upper
Quarter and the Upper Middle Quarters. The rest of our
hourly Front- and Back-of-house team members are
distributed across the Upper Middle, Lower Middle and
Lower Quarters.

Because most hourly roles share similar rates of pay and make
up the majority of our workforce, employees at the same
level often fall into different statutory quarters. As a result, the
statutory pay quarters do not accurately reflect our
organisational structure.
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To provide a clearer picture, we have additionally analysed our teams based
on seniority.
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We are proud to see strong female representation across our Central
Support teams, with females making 68.6% of the cohort (an increase from
last year). While lower female representation among Senior Restaurant
Managers partly reflects the composition of roles in this group (50% FOH and
BOH) and the majority male Back-of-House leadership roles experienced in
the industry, there is clear opportunity here. In contrast, our Junior
Restaurants Managers and Supervisors (roles largely Front-of-House based)
shows higher levels of female representation giving us a healthy pipeline of
future leaders. We remain committed to addressing the factors that may limit
progression into senior Back-of-House roles in particular, including shift
patterns and family commitments.



PAY GAP RESULTS WAHACA

The MEAN (average) gender pay gap calculations are a result of adding all females’
wages and dividing them by the number of females, and then comparing this figure

to the equivalent calculation for males.

We have a reverse mean gender pay gap of -9%, meaning that, on average, females
earn more than males. This outcome is largely driven by the strong representation of
females in senior roles within our Central Support teams. While we are proud of this
progress, we also recognise there is more work to do. In particular, we see
opportunities to support more of our junior female Back-of-House Managers

progress into Senior Restaurant Management roles.

MEDIAN

o
pay is listed from lowest to highest. 0%

The MEDIAN gender pay gap represents the midpoint when all employee’s hourly

A 0% median gap indicates that the median pay for males and females is exactly the
same.




% OF EMPLOYEES PAID BONUS

BONUS SCHEMES

We are committed to creating an environment where equal
opportunities are available to all employees, including fair
and accessible bonus schemes across every level.

Our results show that a slightly higher proportion of females
received a bonus in the 12 months preceding the snapshot

date. m MALES = FEMALES

: .. We offer competitive bonus schemes at all levels.
Both, our mean and median bonus gaps indicate that,on

average, females received higher bonus amounts than males. ) . :
Central Support and Senior Managers participate in transparent

and competitive bonus schemes based on clear performance
targets.

This is largely due to the strong representation of females in
key leadership roles within our Central Support teams.

Junior Managers stepping into their first managerial role have
access to our ‘Step Into Management’ bonus, designed to
BONUS encourage progression and support team members as they grow

MEDIAN into leadership positions.

- o .
8.3% Hourly Team Members have access to both the "Refer a Friend"
and “Training” bonus schemes.




OUR COMMITMENTS
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SUPPORTING OUR TEAMS THROUGH LIFE'S STAGES

Supporting our people through life’s evolving stages is central to how
we operate.

We offer clear career pathways at every age and stage, supporting
employees who are starting out, returning to work, or joining
hospitality later in life, ensuring everyone can grow and thrive with us.

We continue to strengthen our family-friendly policies, offer flexible
and part-time working options where possible, and provide tailored
support during significant life phases such as becoming a parent or
navigating menopause. Menopause awareness training and risk
assessments help ensure our teams receive the right understanding
and adjustments.

Preventing burnout also plays an important role in reducing the
gender pay gap. Employees balancing work and caring
responsibilities (more commonly females in our industry) can face
barriers to progression when stress becomes overwhelming. Our
24/7 hospitality-specific EAP provides confidential support and free
counselling to help employees manage pressures early and stay
supported throughout their careers.

CULTURE, INCLUSION AND FAIR REWARD

We are committed to embracing differences and creating an
environment where everyone feels respected and supported. We
actively listen to (and act on) team feedback through periodic surveys,

using this insight to strengthen our culture and ensure every voice is
heard.

Our commitment to diversity spans across gender, age, nationality, belief,
sexual orientation, and all other aspects of identity. Through inclusion
training in our ‘Respect for Everyone’ framework, we reinforce behaviours
that help build a safe and understanding workplace where people can
thrive.

Fairness is central to this commitment. We maintain a transparent pay
structure with competitive bonus schemes available at every level.
Managers are rewarded against clear performance targets, and all
employees have access to bonus opportunities that recognise
contribution and effort.
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PREVIOUS GENDER PAY GAPS REPORTS

[Link to Gender Pay Gap Report 2024]
[Link to Gender Pay Gap Report 2023]



https://www.wahaca.co.uk/wp-content/uploads/2025/04/GPG-Report-April-2025-for-April-2024.pdf
https://www.wahaca.co.uk/wp-content/uploads/2024/03/Wahaca-Gender-Pay-Gap-Report-FV-200324.pdf

	Headers / Section Openers
	Slide 1
	Slide 2: What is gender pay gap 
	Slide 3: OUR TEAMS 
	Slide 4: PAY QUARTERS and Team structure
	Slide 5: Pay gap results 
	Slide 6: Bonus schemes
	Slide 7: Our commitments 
	Slide 8


