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GENDER PAY GAP STATEMENT
The UK government requires companies that employ at least 250 people to publish annual gender pay gap data. This report is 

based on the snapshot date of 5 April 2025 and  reflects data for the 2024-25 reporting year.  

The gender pay gap is a high-level measure that shows the difference between the average (mean) and mid-point (median) 

earnings of male and females across an organisation. It does not compare pay for individuals performing the same role. The 

report also includes information on the gender bonus pay gap, which measures differences in bonus payments received by male 

and females.

All calculations have been completed in line with government-prescribed methodology, using payroll and HR data from our three 

UK locations: Gillingham, Stonehouse, and Warwick, which together fall within the scope of this reporting requirement. No 

individual employee data is disclosed as part of this process.

PHINIA Delphi UK Ltd is required to publish this information on both the UK Government gender pay gap reporting website and the 

Company’s own website. We confirm that the data contained within this report is accurate.

On behalf of PHINIA Delphi UK Ltd,

Gwyneth Hodgkinson

Plant HR Manager – Stonehouse, UK



ORGANISATIONAL CONTEXT
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PHINIA Delphi UK Ltd – comprises of three sites falling within 

the Fuel Systems and Aftermarket segments.

Gillingham, Production Plant & Technical Centre

Stonehouse, Production Plant

Warwick, Aftermarket Sales

PHINIA Inc., the parent company of PHINIA Delphi UK Ltd., is 

an independent, market-leading, premium solutions and 

components provider, with a strong brand portfolio that 

includes DELPHI®, DELCO REMY® and HARTRIDGE®.

PHINIA’s workforce is composed of approximately 12,500 

employees, with a geographically diverse footprint, 

headquartered in Auburn Hills, Michigan, USA.



THE GENDER PAY GAP & EQUAL 
PAY
• The gender pay gap and equal pay are not the same thing. Equal pay, 

a legislative requirement, ensures that male and females receive the 

same pay for doing the same job. In line with this requirement, male 

and females at PHINIA Delphi UK Ltd receive similar pay for 

performing similar roles, including with respect to the opportunity to 

earn an annual incentive bonus.

• The gender pay gap, as measured by the UK’s gender pay reporting 

regulations, shows the difference in the average hourly pay of male 

and females across the entire UK workforce, irrespective of the role 

they perform. The mean gender pay gap is calculated by adding up 

the hourly pay of all male and female employees respectively to obtain 

the average for each gender, and the difference is expressed as a 

percentage of average male's earnings. 

• To support an inclusive and respectful reporting process, employees 

who are transitioning or have transitioned gender are included within 

the gender category that aligns with their self-identified gender.



GENDER PAY STATISTICS
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The figures shown summarise PHINIA Delphi UK Ltd’s 

mean and median gender pay gap, mean and median 

gender bonus pay gap, calculated in line with statutory 

gender pay gap reporting requirements.

The mean pay gap compares the average hourly pay of 

all male and female employees, while the median pay 

gap compares the mid-point of hourly earnings for each 

gender. 

Differences in workforce composition across pay 

quartiles may result in a gender pay gap, even where 

male and females are paid equally for the same roles.

We have seen the gender pay gap reduce for both mean 

and median pay and an increase in the number of both 

males and females participating in bonus schemes
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GENDER PAY STATISTICS

PHINIA’s compensation and reward strategy is designed to 

attract, motivate, and retain high-performing talent while 

reinforcing our values of fairness, integrity, and performance. 

The strategy supports business objectives by ensuring 

employees are rewarded equitably, competitively, and 

transparently for their skills, experience, and contributions—

regardless of gender or other personal characteristics.

Our approach balances market competitiveness, internal 

equity, and pay-for-performance, while aligning with applicable 

regulatory requirements and evolving employee expectations 

around transparency and fairness.

What this means

In a population with unequal numbers of male and female 

employees in each quartile, even when there is equal pay, 

there may  still be a gender pay gap.
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SALARY QUARTILES
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Internal Equity and Job Architecture

A structured job architecture 

underpins compensation decisions, 

with defined job families, levels, 

and salary ranges. We can 

determine the impact of this 

strategy when reviewing the mean 

and median pay gaps within each of 

the 4 pay quartiles.

Employees performing comparable 

work with similar skills, experience, 

and performance are compensated 

consistently.

This structure supports equitable 

progression and helps mitigate 

unintended pay disparities.



OUR COMMITMENT TO PAY EQUITY
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Gender Pay Equity

PHINIA is committed to equal pay for equal work, regardless of 

gender. This commitment is reflected through:

• Regular pay equity analyses to identify and address unexplained 

gender-based pay differences

• Structured salary review and approval processes that promote 

objective decision-making

• Use of defined pay ranges and role evaluations to reduce bias in 

compensation outcomes

Where pay adjustments are warranted, they are managed 

responsibly.

Broader Equity Considerations

While gender pay equity is a priority, PHINIA’s approach to pay equity 

extends to all protected characteristics, supporting an inclusive and 

respectful workplace.
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