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Introduction
Equity, Diversity and Inclusion is critical to our focus on our people, our planet and business performance. Our work
continues to build a culture that is inclusive of all and psychologically safe, embracing openness and transparency.
We develop internal and external relationships that are based on mutual respect and trust following our values of
Innovation, Excellence, Empowerment and Co-Operation. We foster a culture of trust and belonging where everybody
has equal opportunity and support to flourish and is respected and valued for embracing what makes them unique.
Opportunity for all means actions not words. The actions we are taking are making an impact and we are committed to
continuing to grow, challenge, adapt and continue to move towards greater representation and balance.

I confirm that the data in this report has been calculated according to the
requirements of the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017.

James Bain, Chief Executive Officer, Worldline IT Services UK Limited

Overview
We are pleased to see a decrease
of 3.48% in our mean gender pay
gap as at April 2021. The gap is now
at 12.69%. This is a 46% decrease
compared to 2017 snapshot data
when our mean gender pay gap was
23.49%. The median has increased
slightly by 4.45% from last year
to 24.23%. We have increased the
representation of women in our
business to 30% women and in 2021
28% of our apprentices were women.
Initially this will increase our mean
gender pay gap both this year and
next year as we hire more women in
junior roles. However this is part of

our strategy to develop a pipeline of
talented women within the business
whom we can support to develop
and progress.
Our mean bonus gap is in favour of
women due to senior women in global
positions sitting in the legal entity.
However the gap has decreased to
23.24% and the median increased
slightly to 22.75%. This is mainly
due to shares vesting from 3 years
ago when there were less women in
senior roles. In regards to the number
of women eligible for a bonus, this
has increased by 9% to 62% eligible

compared to 69% of men who are
eligible for a bonus.
This year we are voluntarily reporting
our Ethnicity Pay Gap for the first time.
Our mean ethnicity pay gap based on
the snapshot date is 14.79% while the
median gap is 4.34%. We will continue
to report on this and have initiatives
within our wider our Equity, Diversity
and Inclusion (EDI) strategy that will
help reduce the gap further. We are
proud of the progress we made with
our EDI strategy and you can read
about some of the accomplishments
below in this report.

Gender Pay Gap Figures for
Worldline IT Services UK Limited
The following shows data as of the snapshot date of
5 April 2021 compared to our 2020 data.

HOURLY WAGES PAY GAP

2021

2020

2021 vs 2020

Median Gender Pay Gap

24.23%

19.78%

4.45%

Mean Gender Pay Gap

12.69%

16.17%

3.48%

THE PERCENTAGE OF WOMEN IN EACH PAY QUARTER

Women
Top Quartile

Upper Middle Quartile
23.3%

76.7%

Lower Middle Quartile

21.4%

78.6%

Increased by 0.6%

Since 2019 this figure
has increased by 3.3%

Men

41.7%

33%

67%

Decreased by 0.1%

Lower Quartile

58.3%

Increased by 5.5%

Reduced by 0.5%

BONUS PAY GAP 2021 VS 2020

2021

2020

Median Gender Bonus Pay Gap

22.75%

19.82%

Mean Gender Bonus Pay Gap

23.24%

42%

WHO RECEIVED BONUS PAY

62.1%
of women

68.6%
of men

2.93%
Increase in favour of men
18.76%
Reduction in
favour of women

Ethnicity Pay Gap Figures for Worldline IT Services UK Limited
The language in this section uses guidelines from the UK government when writing
about ethnicity. We use ‘ethnic minorities’ to refer to all ethnic groups except the
following who are grouped as White: English, Welsh, Scottish, Northern Irish or British,
Irish, Gypsy or Irish Traveller, Roma and any other White background.
All data below is based on voluntary
ethnicity declaration rate of 85.7% as at 5 April 2021

HOURLY WAGES PAY GAP 2021

Median Ethnicity Pay Gap

4.34%

Mean Ethnicity Pay Gap

14.79%

THE PERCENTAGE OF ETHNIC MINORITIES IN EACH PAY QUARTER

% Ethnic Minorities
Top Quartile

Upper Middle Quartile
8.4%

91.6%

% White
Lower Middle Quartile

11.9%

88.1%

Lower Quartile

16.3%

83.7%

12.8%

87.2%

BONUS PAY GAP 2021

*Median Ethnicity Bonus Pay Gap

13.17%

Mean Ethnicity Bonus Pay Gap

41.68%

*Note: median is in favour of Ethnic Minorities

WHO RECEIVED BONUS PAY

65.2%
Ethnic
Minorities

65.6%
White

Key insights from our data
Our analysis of our data reflects that we have:
Our snapshot data shows 30% of
our workforce in the UK are women.
Our snapshot data shows 12.5% of
our workforce have declared they
are from an ethnic minority. Currently
88.3% of our workforce have declared
their ethnicity and of these 13.3% are

from an ethnic minority so we have
already seen an increase since the
snapshot date. We constantly aim
to improve this proportion.
A higher number of white employees are
in senior level positions, our challenge
is to increase the number of colleagues

from an ethnic minority and particularly
in senior roles.
A higher number of male employees
are in senior roles which has an impact
on bonus payments and long term
incentives. However we are seeing
a change in the number of women
progressing into senior roles. We first
reported 17% of women in the top pay
quartile and this is now over 23%.
We have invested in building a pipeline
of talent, taking on 32 apprentices
in 2021 and another 50+ planned
for 2022. This supports our longer
term strategy and enables us to hire
more women and ethnic minority talent
into the organisation. This may initially
negatively affect our pay gap as
they are junior roles but over time will
help reduce the gap.
As part of our Internal First policy,
we offer opportunities for our people
to move to different roles and support
them to gain experience, which over
time will contribute to more women
and ethnic minorities progressing
and becoming eligible for bonus.
During 2021 our data has shown
strong evidence of more women
applying for and being promoted
to key roles.

Working towards reducing our gap
Considerable time and energy has been devoted to our EDI strategy and progressing actions and initiatives to enhance the
experience of working in Worldline and improve our diversity. Examples of progress we are proud of include:
• UK Board: percentage of women
has increased. October 2020 33%,
October 2021 44%, +11%
• Our efforts and campaign to increase
voluntary ethnicity declaration rate.
October 2020 84%, October 2021
88%, +4%
• We are making progress with our
ambition for 15-20% employees
to be ethnically-diverse by end 2022.
October 2020 10%, October 2021,
12.3%, +2.3%. Now at 13.3%.
• Increased flexible working in line
with individual and business needs
– our Dynamic Working offers full
time home working during school
holidays, 13 weeks annually
• Achieving Race Equality Code
Accreditation in May 2021 and
delivering against the action plan
to which we have committed
• Achieving Disability Confident
Level 1 Committed early in 2021

• Signatories of The Smallest Things
Employer with Heart Charter –
enhanced leave for those with
premature babies
• Signatories of the Race at
Work Charter
• Four active pillars/networks
since the end of 2020 each with
Executive Sponsors and Pillar/
Network Leads: Gender, Disability,
Race/Ethnicity, LGBT+
• During 2021, a total of 38 events
and articles aimed to engage
and educate our people taking
intersectionality into account.
For example, International Women’s
Day, International Men’s Day, Black
History Month, LGBT History Month,
World Mental Health Day
• Piloted a Menopause Matters
group to provide a space for
women to share their experiences.
This has now evolved into
Wise Women, a monthly space

for women to discuss health and
other topics
• Women in Leadership programme.
An external program for women to
grow in confidence, create positive
impact and thrive. In 2022 we have
invested in 15 spaces.
• One of Many coaching in women’s
leadership and empowerment.
Two of our senior women are
certified One of Many coaches
and one of them is a certified One
of Many trainer. They both offer
coaching and include coaching tools
and resources in meetings they
facilitate – for example Wise Women.
• Submitted an application to Times
Top 50 Employers for Women
for the first time in November 21
(awaiting results)
• Submitted applications to Women
in Rail Awards in November 21
(awaiting results)

Action Plan
The actions we are taking are aligned around three pillars: Engage, Embrace, Empower.

Engage Systemic Change
in order to foster a culture of
trust and belonging, where all have
equal opportunity to flourish.

Embrace Societal Change
in order to invent, innovate,
solve complex problems, create
customer value, drive growth.

Empower Cultural Change
in order to attract, recruit,
develop and retain a diverse
workforce for the future.

Actions in this area include:

Actions in this area include:

Actions in this area include:

Inclusive policies and processes

Clients and suppliers

Inclusive Leadership

Continual review and improvement,
introducing new policies for example
Domestic Abuse policy in 2021.

Signatories and active members
of the Women in Rail and Railway
Industry Association Equality,
Diversity and Inclusion (EDI)
Charter. Collaborating with
signatories and taking actions that
promote better equality, diversity
and inclusion in UK rail.

Workshops with Changing Minds
psychologists providing tailored material
for all employees and line managers/
senior managers aimed at creating
a psychologically safe work culture

Monitoring and analytics

Qualitative data includes Great Place
to Work survey, focus groups on
progression and development, 1-1
dialogue. Quantitative data includes
quarterly tracking of key data (see
below). The combination of this data
informs us of what is working well and
what needs additional attention.
Employee Lifecycle

Quarterly tracking of key data related
to representation across the employee
lifecycle– for example, representation
(age, gender, race) in recruitment,
performance management, promotion,
attrition. Our EDI status and actions
are reviewed quarterly with the CEO
and direct reports, our Senior Leadership
team and with the Leads of our networks.

Community engagement

Seeking to widen our recruitment
net, for example working with Royal
National Institute for the Blind
towards obtaining the Visibly Better
Employee status, achieving Disability
Confident Level 2 Employer.

Diversity and Inclusion Networks

Our UNITE network both at a global and
UK level comprises four pillars: Gender,
Disability, Race/Ethnicity, LGBT+.
Role Models and Supporters

Internal and external guest speakers
during the year, for example a
workshop with Susan Heaton Wright
called “Speak Up, Be Valued”.
“Engaging Dads” workshop with Elliott
Rae on the topic of equal parenting.

About Worldline
Worldline [Euronext: WLN] is the European leader
in the payments and transactional services
industry and #4 player worldwide. With its
global reach and its commitment to innovation,
Worldline is the technology partner of choice for
merchants, banks and third-party acquirers as
well as public transport operators, government
agencies and industrial companies in all sectors.
Powered by over 20,000 employees in more
than 50 countries, Worldline provides its clients
with sustainable, trusted and secure solutions
across the payment value chain, fostering their
business growth wherever they are. Services
offered by Worldline in the areas of Merchant
Services; Terminals, Solutions & Services;
Financial Services and Mobility & e-Transactional
Services include domestic and cross-border
commercial acquiring, both in-store and online,
highly-secure payment transaction processing,
a broad portfolio of payment terminals as well as
e-ticketing and digital services in the industrial
environment. In 2019 Worldline generated a
proforma revenue of 5.3 billion euros.
uk.worldline.com

For further information
WL-marketing@worldline.com

LinkedIn linkedin.com/company/worldline-uk
Twitter twitter.com/WorldlineUKI
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