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We believe in championing diversity and are

is a key part of our values and culture.

to retaining and developing female talent in
the business and the impact of the pandemic
and the changes to the ways of working across
our management teams has supported this
increased flexibility through hybrid working.
We plan to build on the success of this new way
of working as we move forward.

We have committed to be representative of

Gender & Bonus Pay Gap

committed to creating an inclusive workplace
where everyone feels valued and empowered
to fulfil their potential – no matter what their
background, race, ethnicity, gender or sexual
orientation. This is really important to us and

the communities we serve by 2025 as part
of the Greggs Pledge. To support us in this
journey we have signed up to the National
Equality Standard (NES). The National Equality
Standard is an external, industry recognised
standard for diversity and inclusion, and this
assessment will help inform our diversity and
inclusion plans for the future.

Our 2020 figures show a statistically
significant reduction in both the Hourly Pay
Gap and Bonus Pay Gap.
Like all business, we have experienced a year
like no other in 2020 with the impact of the
Covid crisis.

As we supported all our colleagues with full
pay or contract hours up to the end of June,
With regards to gender, at Board level, we
this meant we had a significantly higher
exceed government guidelines, with 44% of
our Board being women. In the latest Hampton number of colleagues than normal included
Alexander Report, we have been ranked 34th in in the calculation for our Gender Pay Gap
figures. In a year where colleagues are not
the FTSE 250 rankings for Women on Boards
furloughed, we would normally have a number
and in Leadership.
of colleagues who would be absent from
We support progression and development
work due to sickness, family leave or unpaid
for all of our talented colleagues through our
leave and subsequently not be receiving full
career pathways programmes and our Women’s pay. Therefore, the impact of supporting our
Development Programme is being expanded
colleagues for a period of time in topping up
in 2021 as we support the development of
their furlough pay has an impact on our Gender
our high potential females for future Senior
Pay figures. Coupled with this, we had grown
Management roles.
our shop workforce to the highest number of
colleagues in our history as we exited a record
We are committed to supporting and
breaking 2019 for the business.
encouraging working flexibly as a key enabler

As of the snapshot date (5 April 2020),
the table below shows our overall mean
and median Gender Pay Gap and Bonus
Pay Gap based on hourly rates of pay.

The percentage
shown is the
difference in
overall mean and
median pay and
bonus between
men and women:

Difference between men and women 2020 GPG Figures
Mean (Average)

Median (Mid-range)

Hourly Pay Gap

12.52%

1.37%

Bonus Pay Gap

42.8%

-10.57%

For the purpose of comparison, our 2019 Gender Pay Gap
figures are outlined below:
Difference between men and women 2019 GPG Figures
Mean (Average)

Median (Mid-range)

Hourly Pay Gap

17.02%

6.37%

Bonus Pay Gap

47.54%

40.11%

Hourly Pay Gap
Between 2019 and 2020 we grew our shop
numbers and significantly increased the
number of colleagues employed in Retail to
support our growth plans. Retail represents
87% of the number of colleagues included
in our Gender Pay snapshot date and the
increased headcount in Retail coupled with
a pay gap of -1.09% across our Retail estate
has contributed to the reduction in our overall
Hourly Pay Gap. The most significant factor
in the reduction of the Hourly Pay Gap in
2020 was the growth of our Retail population
between the snapshot dates in 2019 and
2020.
Subsequent to this, as a business we were
significantly impacted by Covid-19 and this
resulted in a reduction in the number of
colleagues working across Retail in the later
part of 2020 and into the first part of 2021.
Along with this, in our April 2021 snapshot
date, we will once again be expecting more
of our colleagues to be excluded from the
calculations as they may be absent from work
due to various reasons and as such they will
not be receiving full pay. We are therefore
expecting this to impact our 2021 Gender Pay

Gap figures when we run the data for April
2021. As colleague numbers have reduced to
around 22,150 and more will be removed from
the calculation due to absence, we believe our
Gender Pay Gap figure may slightly increase
from the current 2020 average of 12.52% for
2021.

Bonus Pay Gap
In January 2020 we awarded colleagues a
special one-off payment in recognition of our
business successes in 2019. All colleagues
employed prior to 1st April 2019 received
£300 reducing to £75 for colleagues who
were employed between 1st October and 31st
December 2019. 89% of colleagues received
this special one-off payment on the basis
that they met the qualifying criteria to receive
payment (i.e had more than 3 months service).
This was paid in addition to profit share/bonus
payments in March 2020 which is based on
factors such as earnings and length of service.
As such the population included in the Bonus
Pay Gap data in 2020 increased and this has a
positive impact on narrowing our Bonus Pay
Gap.

Proportion of males and females receiving a bonus payment

86%

91%

Proportion of males
and females in each
pay quartile

28%
72%
Bottom Quartile

22%
78%

We have divided our
population into four equalsized pay quartiles, each
containing 5,867 people.
The following charts show
the percentage of males
and females in each of
these quartiles.

Second Quartile

23%
77%
Third Quartile

55% 45%

In line with our 2019 figures, our 2020
report continues to show that we
employ more females than males in
front line operations. This is very much
in common with many other businesses,
particularly those in our sector. In
the top pay quartile however, the
proportions are equal.
We have seen a reduction in the number
of males being employed in our bottom
quartile (from 31% in 2019 to 28% in
2020 and an increase (from 20% in 2019
to 22% in 2020) in the second quartile.

Key:

Male:
Female:
Top Quartile

Pay differentials
by quartile

Top Quartile

15.01% pay
differential

Third Quartile

00.09% pay
differential

Second Quartile

00.0% pay
differential

Bottom Quartile

-1.85% pay
differential

There is no significant gender pay differential in the
first three pay quartiles, and in the bottom and second
quartiles, females are paid slightly more on average
than males as outlined below:
As in last year’s report, the gender pay gap is confined
to the top quartile of our business where females earn
an average of 15% less than males, which is a marginal
change on the 2019 figure. The differentials in the
bottom, second and third quartiles have narrowed
compared to 2019.
Analysis of our data for the top quartile shows that this
pay gap does not arise from males and females doing
the same job/at the same level of management being
paid differently. The gap in average pay and average
bonus pay is due to the fact that we have fewer females
in our most senior management grades.
At the snapshot date, males represented 56% of our
top three management grades and 74% of our top two
management grades and it is this imbalance that we
continue to address. Although we continue to make

positive steps in this top quartile, the opportunities
to increase female representation at the most senior
management grades are less frequent as they depend
on vacancies becoming available and our turnover
continues to be low at this level.
We are now in the fourth year of publishing our Gender
Pay Gap figures and we remain confident that our
Gender Pay Gap is not caused by men and women being
paid differently to do the same job, but is instead driven
by the structure of our workforce.
With our action plans in place and our commitment
to both the National Equality Standard and the
development and support of our talented women
in the business we remain confident that we will
see a growing female representation at our highest
management grades in the years ahead.
I can confirm that the data contained within this report
is accurate.

Roger Whiteside
Chief Executive

