
At graze, we know the importance of the Diversity, Inclusion, Belonging and
Equity (DIBE) as a key ingredient to success.

We want everyone to rewrite the rulebook for healthy people and planet - and to
do that, we need to make sure that we’re showing up for equity (and being

trailblazing while we’re at it).

When unique and different backgrounds and viewpoints come together, we
combine to make something brilliant. We’re committed to transparent action that

celebrates uniqueness and nurtures growth.

We have big ambitions to go bigger and bolder with our DIBE agenda.

Looking forward
Our 3 year targets are going to stretch us!

- Represent the Country that we live in, across the 10 Diversity facets of
gender, ethnicity, sexual orientation, disability, age, religion, nationaility,
socio-economic status, mental health and parenthood.

- Eliminate all the pay gaps !!
- At least 85% of our employees score us as a ‘diverse and inclusive place to

work’ in our employee survey.

In the short term, In Jan 2022 we changed our talent team to have accountability
for both the  talent and DIBE agenda, so all our external and internal talent
activity has DIBE fully integrated. We also have a DIBE squad.

Our agenda for 2022 is 3 fold:

1. DATA: We have completed 2 data collections of DIBE data already. In 2022
we will take this further to enable us to assess our total company and link
this with our employee survey so we will be able to review the
intersectionalities and put in place specific interventions to drive change.

2. EXTERNAL ATTRACTION:  We continue to ensure that marketing materials
represent diversity. We work with a wide variety of partners and use tools &
websites that help us reach a diverse mix of talent. In 2022 we are also
experimenting with blind CV’s.

3. INTERNAL ENGAGEMENT: In 2022 we will continue to raise awareness on
the importance of DIBE as well as educate to avoid any unintended bias.
We continue to learn and develop! We also celebrate and party through the



good times, raising awareness of a wide range of faiths or cultural
significant events. We also offer our employees interchangeable bank
holidays, if they have different religious or cultural moments that matter to
them.

Looking back
We are really proud that we continue to attract and retain a majority female
workforce, particularly pronounced in our factory. We also have a gender
balanced leadership team with a female CEO.

In 2021, we built and opened a new bakery in our manufacturing facility in Hayes
creating 50 new jobs. Within the 50 new starters we were very successful in
attracting under represented groups. Notably we employed more women than
men. We also worked with a social enterprise that supports homeless people back
to work and with the DWP who work with those currently unemployed, filling 7 of
the 50 roles through these means.

We are also very proud that we became an accredited Living Wage employer in
2021, because we believe we all need a wage that meets everyday needs. We will
continue to increase our pay rates to meet the Living Wage rates.

We have recently enhanced our family friendly policies now offering 26 weeks
fully paid maternity, shared parental and adoption leave. We believe this will
support our working parents and we have deliberately matched the offering
across all 3 policies, so regardless of the scenario the benefit is the same.

Gender pay report commentary:
Our gender pay report represents data captured in April 2021. We have made
significant progress since our first report in 2017, however we have seen an overall
widening of the pay gap since 2020.

This is of course disappointing to see, so it’s important to understand this and
challenge ourselves to do better.

In 2021 we TUPE’d across 54 employees from our Marshfield Bakery in Wiltshire,
who were predominantly female. Additionally, those recruited into our Hayes
factory were also predominantly female. Overall, as a company we have 61%
females. However, given the high percentage of females at the factory, the lowest
quartile has the highest proportion of women at 73%. We have fixed pay rates at
the factory, meaning that all operators have standard pay rates.

When the data is aggregated at a total level the increased predominance of our
female factory teams means that we see the overall gap widen. However when
you look at each of the quartiles you do not see this gap, where mean and median



pay rates are higher for women. In the top quartile the mean pay rate is
marginally higher for men, at less than 1%.

We will challenge ourselves from this to understand why we see the mix of males
and females differing as you go up through the quartiles . We will review if our
new family friendly policies drive more consistency in our gender split.

Bonuses paid during the year have been predominantly linked to performance
related pay in the factory team.  However, those who received a bonus is a very
small number of employees so it is very difficult to gather any significant insights
or conclusions. Whereas in future gender pay reports we will see more insight as
we launched a new bonus in 2021 which paid out in 2022.

Overall, there is no denying that we are disappointed we have a gender pay gap.
We also want to broaden the discussion on pay gaps across more of the facets of
diversity in the coming years, as we gather more and more data to enable us to
do this.

Gender pay data:
As is our legal requirement, we have shared the figures regarding our gender pay
gap (in blue) with some helpful comparison points for context.

Our data below is from April 2021. Our total population was:

173 women (61%) and 112 men (39%)

Hourly Pay:

● Our mean hourly pay is 11.6% (7.2% in 2020) lower for women than for
men

● Our median hourly pay is 13.75% (6.7% in 2020) lower for women than
for men

Pay Quartiles:

● Lower quartile (lowest earners) is 27% men (28% in 2020) and 73%
women (72% in 2020)

○ And mean hourly rate is 0.5% higher for women than men

● Lower middle quartile is 41% men (41% in 2020) and 59% women (59% in
2020)

○ And mean hourly rate is 4.0% higher for women than for men

● Upper middle quartile is 42% men (40% in 2020) and 58% women (60%
in 2020)



○ And mean hourly rate is 0.75% higher for women than for men

● Upper quartile is 47% men (42% in 2020) and 53% women (58% in 2020)
○ And mean hourly rate is 0.72% lower for women than for men

Bonuses:

● Mean bonus pay is 39% lower for women than for men (11.1% lower for
men in 2020)

● Median bonus pay is 51% lower for women than for men (2.95% lower for
women in 2020)

● 2.7% of men received a bonus and 5.8% of women received a bonus


