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Wells Fargo’s long-term commitment 
to diversity 
Wells Fargo is committed to advancing diversity and 
social inclusion by helping ensure that all people 
across the workforce (Wells Fargo team members) 
and communities feel valued and respected and have 
equal access to resources, services, products, and 
opportunities to succeed. 

We promote a culture with inclusive policies and 
programmes that attract, develop, engage, and retain 
the best talent. In our eforts to implement diversity 
and inclusion in every aspect of our business and at 
every level of our organisation, we collaborate with 
key internal partners and leverage existing diversity 
initiatives in the organisation. 

To attract and retain talented team members, 
Wells Fargo ofers a total compensation package 
comprising salary, benefts, and incentive pay. 

We are committed to diversity throughout our 
enterprise and to taking the necessary steps to 
achieving better gender diversity representation 
at all levels and geographies of the business. 

Currently, 56 percent of our global workforce is 
composed of females and Wells Fargo is steadily 
increasing the representation of female  and ethnically 
diverse leaders across the company. 
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What is the gender pay gap? 
The gender pay gap is a measure of the overall diference between the average earnings of males 
and females across an organisation. The gender pay gap is not the same as equal pay. Equal pay 
relates to what females and males are paid for the same, or similar, jobs or work of equal value.   

UK gender pay and bonus gap — understanding the results 

Key data 

In this report, we provide gender pay gap information for 597 team members employed by Wells Fargo Bank N.A., 
London Branch (WFBNA London Branch), as at the snapshot date (5 April 2018). 

The tables below provide the gender pay analyses set out in the UK gender pay gap reporting regulations. 
The gender pay gap shows the overall diference in average pay between females and males, it does not take 
into account factors such as role diferences. 

Mean and median gender pay gap 

The mean gender pay gap is the diference between 
average hourly rates of pay that male and female 
team members receive. Hourly rates are combined 
and divided by the total number of male/female team 
members in scope. 

Mean  

20.6% 
Median  

21.0% 

The median gender pay gap shows the diference in the midpoints of the ranges of hourly rates of pay for males 
and females. This is calculated by ordering individual rates of pay for males, and separately for females, from the 
lowest to the highest and comparing the middle value of each. 

Mean and median gender bonus gap 

The mean gender bonus gap is the diference between 
the average bonus pay paid to male team members 
and to female team members. 

The median bonus gap shows the diference in the 
midpoints of the range of bonus pay paid to male and 
to female team members. 

Mean  

38.5% 
Median  

44.0% 
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Proportion of males and females receiving bonus pay 

This is the percentage of males and females who 
received bonus pay in the 12 months leading up to 
the snapshot date. 

Males  

90.7% 
Females  

93.9% 

Proportion of males and females by pay quartiles 

This is the percentage of male and female team members in four quartile pay bands 
(dividing our workforce into four equal parts). 

˜ˇ.°% 

Lower 
quartile 

ˆ˝.°% 

Males % Females % 

ˆ˜.°% 

Lower 
middle 
quartile 

˜˜.°% 

˘�.˜% 

Upper 
middle 
quartile 

˛˝.˜% 

ˇ˜.˜% 

Upper 
quartile 

˙ˆ.˜% 

Overall, our year-on-year gender pay gap numbers show a narrowing of the gender pay gap between men and 
women compared to 2017, although there are signifcant diferences in the population which makes year-on year 
comparisons challenging. 
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Understanding the gender pay gap 
Wells Fargo’s gender pay gap in the UK is driven by 
having a greater proportion of men in more senior 
roles. The gender pay gap is based on averages across 
the organisation, which do not take into account 
diferent factors such as job type. We have reviewed 
our gender pay data and the pay gaps in WFBNA, 
London Branch are the result of the distribution of 
males and females working at diferent organisational 
levels across Wells Fargo UK, and the consequent 
pay distribution. 

This is not unique to Wells Fargo and is refective 
of the UK fnancial services sector more broadly, 
however, this is something we are looking to change 
over the long-term through our Diversity and 
Inclusion strategy and initiatives. 

Equal opportunities — addressing the 
pay gap 
With diversity long enshrined in Wells Fargo’s 
Vision, Values and Goals, we are committed to being 
an attractive employer for all.  At the bank, every team 
member is empowered to explore, grow, and enhance 
their knowledge and skills through a full range of 
development opportunities. 

We will continue to develop and implement initiatives 
to support and enhance diversity, including gender 
diversity in senior roles. 

Here are some examples of what we have been doing 
in the UK and across the globe: 

Diversity and inclusion 

In 2017, we launched our three-year International 
Diversity and Inclusion Strategy (2017-2020) with the 
goal of ensuring that we value and promote diversity 
and inclusion in every aspect of our international 
business and at every level of our organisation. 

Our diversity function has focused on launching 
regional diversity and inclusion councils to act on 
local and regional priorities aligned with the bank’s 
diversity strategy. For example, in 2018 we built the 
infrastructure and support for an EMEA D&I Council 
which will launch in 2019. 

The Wells Fargo ‘Gender Acumen’ programme 
has been extended into our international regions, 
including EMEA. This is an immersive diversity and 
inclusion programme which brings males and females 
together to examine the layers of diference for each 
gender and their impacts. It is also about taking 
action to address gender-related issues. Twenty EMEA 
regional leaders attended a very successful Gender 
Acumen session in London in May 2018. Additional 
leaders will attend the session in June 2019. 

About the Gender Acumen Programme 

“The majority of the session was about 
encouraging us to see each other as 
fully rounded people, not just male or 
female colleagues. Only by really getting 
to know the person beneath the team 
member ‘profle’ can you understand how 
to get the best out of them.” 
Chris Robinson 
Director, UK Commercial Real Estate Property 
Underwriting, Wells Fargo 
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• Wells Fargo also has a well-established Women’s 
Team Member Network which provides multiple 
programmes to help with personal, career and 
professional development. Some of these initiatives 
have included external events with key partners, 
Speed Networking events, Speed Mentoring 
sessions, workshops on managing team member’s 
career, reconnecting after maternity leave, and Meet 
Our Leaders sessions. 

• In the Spring of 2018, we launched the new 
Wells Fargo behavioral expectations (a set of 
clear expectations for how every Wells Fargo team 
member is expected to behave on the job every 
day). This supports our commitment to diversity 
and inclusion by ensuring that all team members in 
every geographic location, line of business and role 
understand and live the Wells Fargo culture. 

• Our diversity strategy has brought tangible results 
and received external accolades in Asia Pacifc 
where Wells Fargo Hong Kong has been recognized 
by the Hong Kong Family Council and Home 
Afairs Bureau as being a ‘family-friendly employer’ 
and the ‘best company for women’. We intend to 
build on this success story in our other regions, 
including EMEA. 

• In early 2019, Wells Fargo was included in the 
2019 Bloomberg Gender Equality Index and is one 
of 230 companies globally that are publicly leading 
the way towards a more equal, inclusive workplace. 

About diversity and inclusion 
at Wells Fargo 

“Wells Fargo thrives on being an 
organisation that is focused on developing 
and nurturing an inclusive environment. 
In this respect, we allocate a substantial 
amount of resources to diversity and 
inclusion globally. As the Executive 
Sponsor of the EMEA Diversity and 
Inclusion Council, I feel very encouraged 
to see how much progress we have made 
in promoting females to key senior 
positions in the last few years. Having 
such female role models both in the U.S. 
as well as here in the EMEA region allows 
us to attract and retain top talent.” 
Dilek Mutus 
Head of Financial Institutions Group, EMEA, 
Wells Fargo 

Executive Sponsor of Wells Fargo EMEA Diversity and 
Inclusion Council 
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Females in leadership positions 
Our commitment to diversity, including gender 
diversity, starts with our board of directors, where 
Wells Fargo has been an industry leader for decades. 
Three of the six newest directors elected to our 
Wells Fargo & Company Board of Directors are female. 
Overall, fve of our 12 directors are female. And our 
Wells Fargo & Company Board of Directors chair 
is Betsy Duke, the frst woman to lead the board of 
directors of a major U.S. bank. Females also represent 
almost 40 percent of the top four leadership levels at 
our company across our global footprint. 

Females hold many of the key leadership positions 
in EMEA including heads of lines of business and 
major functions. 

Gender-balanced talent pipeline 

When we have open positions, we look to identify a 
diverse group of internal and external candidates who 
are a strong ft with our company and our culture and 
whose skills will help advance our business. 

In EMEA, we are continuing to make great strides 
on ensuring females are equally represented on all 
candidate shortlists and that our interview panels are 
gender balanced. 

Talent strategy and leadership development 

We provide a range of leadership development 
programmes to recognise and engage team 
members at all levels. We will continue to evolve 
these programmes to ensure that they prepare 
team members to meet the needs and challenges 
of our business. 

Through an integrated, end-to-end talent strategy, 
we continue to develop a deep pool of international 
talent who have the skills to adapt across cultures, lead 
the business inclusively, navigate change, mitigate 
risk, and help our customers succeed globally. 

Wells Fargo has formal mentoring programmes 
where executives provide career development advice 
and guidance for aspiring leaders. We emphasise 
diverse representation in identifying our aspiring 
leaders for development planning purposes and we 
are purposeful in how we match individuals with the 
best development opportunities to meet their needs. 

The EMEA Early Talent programme, launched in 
Autumn 2018, is enabling 12 graduates (including 
7 females) from several lines of business in London, 
Dusseldorf and Stockholm to gain professional 
knowledge and skills that complement what they will 
learn as part of their role and in their line of business. 

About the Early Talent Programme 

“It’s exciting to have this group of 
talented new team members on-board, 
and it is so important to support their 
professional development as they begin 
their career with Wells Fargo. I am 
confdent that this programme will help 
them to grow and develop a broader view 
of the organisation quickly.” 
Frank Pizzo 
Wells Fargo EMEA Regional President 
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A key goal for Wells Fargo is to be employer of choice — a place where people feel included, valued, and supported; 
everyone is respected; and we work as a team. Building and sustaining a diverse and inclusive workplace for all 
Wells Fargo team members is a fundamental part of our commitment to achieving this goal. 

Declaration 
I confrm the information and data reported is accurate. 

Frank Pizzo 
Wells Fargo EMEA Regional President 

© 2019 Wells Fargo Bank, N.A. All rights reserved. Member FDIC. IHA-5086882 


	Wells Fargo Bank N.A., London Branch 2018 Gender Pay Report
	Wells Fargo’s long-term commitment to diversity
	What is the gender pay gap?
	UK gender pay and bonus gap — understanding the results
	Key data
	Mean and median gender pay gap
	Mean and median gender bonus gap
	Proportion of males and females receiving bonus pay
	Proportion of males and females by pay quartiles

	Understanding the gender pay gap
	Equal opportunities — addressing the pay gap
	Diversity and inclusion
	About the Gender Acumen Programme
	About diversity and inclusion at Wells Fargo


	Females in leadership positions
	Gender-balanced talent pipeline
	Talent strategy and leadership development
	About the Early Talent Programme


	Declaration


