
 
Following the April 2017 introduction of the UK government requirement for all companies 
(with more than 250 employees) to report on their gender pay gap, we are now reporting for 
the 2nd time.  The delay in reporting is in line with the UK government guidelines during the 
Covid pandemic. 
 
The requirement to report is based on a snapshot of data from 5th April 2020. 
 
We’re pleased to say that, by comparing the 2020 figures with those reported in 2017, our 
gender pay gap has significantly improved. This is a great step forward and the progress 
made is encouraging but, as there is still a gap, we will continue to take steps to address it.  
Even more encouraging is that the data on bonus payments shows that the payments were 
very well balanced between men and women and the mean payments for women have 
moved ahead of men. 
 
Our take on the gap 
 
The gap is driven by two key thing: 
 

● There are more women than men in our manufacturing site roles and other lower 
paid entry level roles and the increasing proportion of women in the Lower quartile 
continues this trend.  We are very proud of the fact that we have successfully 
attracted and retained female staff and, as our production and warehouse facility 
grows, we hope that this trend will continue.  It will also allow more of our female 
employees to develop in their roles and take on more responsibility at higher pay rate 

● The Upper Middle quartile shows the biggest difference between male and female 
hourly rates with a 4.3% difference in favour of our male employees.  This does 
require further scrutiny to see if there are any issues related to recruitment practices 
and/or employee development opportunities 
 
 

Our progress 
 
What is particularly encouraging is that we can now report that we have more women than 
men in Lower middle and Upper quartiles.  This is particularly encouraging and provides a 
further level of reassurance that there is no underlying pay bias towards men. However, 
further scrutiny of the Upper Middle quartile will be important to understand a trend that 
shows numbers of women in this quartile increasing but their mean hourly rate is 4.8% lower 
than for men. 
 
The population of employees receiving a bonus is relatively low and the improvement in 
payments for women is driven by having more females in our sales team than in previous 
years. 
 
We also continue to focus on ensuring that we offer a really positive environment for women 
to succeed and this is a key pillar of our commitment to providing a diverse and inclusive 
workplace.  There is an ongoing review of our policies to ensure we offer a range of flexible 
working options and our benefits package continues to evolve to provide family friendly 



support.  Our aim is to be able to demonstrate no bias towards any particular cohort of 
employees in graze and to enable this by comprehensively reporting our pay data to ensure 
we support our commitment to diversity and inclusion and to extend this beyond gender 
disparities.   
 
 
The data 
 
Government stipulates specific metrics that we have to provide - these are shown in blue 
below.  We’ve also added a few additional metrics to make sure there is no hidden bias and 
shows the progress made since 2017. 
 
The numbers are based on a snapshot of our employees and their earnings (excluding 
overtime) on 5th April 2020.  The earnings are broken down to an hourly rate as that helps 
us to make comparisons between different roles. Employees with reduced pay e.g. due to 
absence, are excluded from the report. There were no bonuses paid during the period we 
reported. 
 
Our total population is: 
 
113 women (62%) and 69 men (38%) 
 
Hourly Pay: 
 

● Our mean hourly pay is 7.2% (19.8% in 2017) lower for women than for men 
● Our median hourly pay is 6.7% (19.4% in 2017) lower for women than for men 

 
Pay Quartiles: 
 

● Lower quartile (lowest earners) is 28% men (43% in 2017) and 72% women 
(57% in 2017) 

○ And mean hourly rate is 1.2% lower for women than men 
 

● Lower middle quartile is 41% men (40% in 2017) and 59% women (60% in 2017) 
○ And mean hourly rate is 1.6% higher for women than for men 

 
● Upper middle quartile is 40% men (52% in 2017) and 60% women (48% in 2017) 

○ And mean hourly rate is 4.3% lower for women than for men 
 

● Upper quartile is 42% men (65% in 2017) and 58% women (35% in 2017) 
○ And mean hourly rate is 2.4% higher for women than for men 

 
 
Bonuses:  
 

● Mean bonus pay is 11.15% higher for women than for men (53.3% lower for 
women in 2017) 



● Median bonus pay is 2.95% lower for women than for men (0.4% lower for 
women in 2017) 

● 8.7% of men received a bonus and 9.7% of women received a bonus 
 


