Ornua Foods UK
Gender Pay
Report 2021

A note from our MD, Bill Hunter
This is Ornua Foods UK’s fifth Gender Pay report. This details the extent of the Gender Pay Gap within Ornua
Foods in the UK and outlines how we are continually strengthening and embedding Diversity and Belonging in
our workplace.
Our Gender Pay Gap for 2021 was -0.3%. This means that, on average, women earned 0.3% more per hour than
men. This represents a change of 4.3% in favour of women compared to our 2020 Gender Pay Gap. Our mean
bonus pay gap remains at 14%. The reasons for the year-on-year change are detailed later in this report.
I am pleased to say that our Gender Pay Gap for 2021 is broadly zero, meaning that on average, men and women
at Ornua Foods are paid the same amount.
Our Gender Pay Gap continues to reflect our workforce profile of predominantly male operatives with a higher
proportion of women in management positions.
Our business is committed to embedding diversity and inclusion in our workplace. We are engaging our
workforce in how to increasingly make Ornua Foods a great place to work for all. This is demonstrated through
embedding Diversity and Belonging in the objectives of all our people managers, continuing our D&B moments
campaign and marking significant dates such as Pride and International Women’s Day with our workforce.
I can confirm all our data is accurate.
Bill Hunter
Managing Director – Ornua Foods UK Ltd
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Our Gender Pay Gap in 2021
Our overall workforce
Our Gender Pay Gap
Our mean Gender Pay Gap for 2021 is -0.3%. This represents a
improvement of 4.3% in favour of women compared to our 2020 mean
Gender Pay Gap.
Although a similar proportion of our male and female workforce received
bonuses, the men were paid, on average, 14% more than the females in
the period 6 April 2020 to 5 April 2021 – this is consistent with the previous
year.
Our bonus payments are made in April, which artificially inflates our
Gender Pay Gap. By excluding bonuses from the Gender Pay Gap
calculation, our mean Gender Pay Gap decreases slightly to -0.7%.
Our median Gender Pay Gap is -2.9%. This represents a movement in
favour of females of 4.9% compared to last year. Excluding bonuses from
the calculation, our median Gender Pay Gap is the same at -2.9%.
Our Gender Pay Gap shows a movement in favour of females between
2020 and 2021 because on balance our female hires over the period are
paid more than our male hires, and our male leavers over the period
were paid more than our female leavers.
Ornua has put in place unbiased hiring practices and these hires were the
best available candidates for these roles.

Our figures are based on a headcount of 739 relevant
employees, including 515 males and 224 females – split
70% male, 30% female. This is an decrease of 1% in total
headcount from 2020, with our male/female split
remaining similar.

Calculation

Hourly pay
gap including
bonus

Hourly pay
gap excluding
bonus

Bonus pay gap

Mean

-0.3%

-0.7%

13.9%

Median

-2.9%

-2.9%

0%

Bonuses
Due to COVID-19, we paid
bonuses to a number of
employees who continued to
work at site. A large proportion of
our employees therefore
received bonuses in the reference
period.

97% of male
employees
receive a
bonus

98% of
female
employees
receive a
bonus
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Our Pay Quartiles in 2021
LOWER
The pay quartiles show the percentage of men and women in each quarter of our
workforce when ranked by hourly rate and split into four equal sections. Our
overall workforce is split 70% male and 30% female, but for Gender Pay Gap
purposes all calculations need to be based on full pay relevant employees. In
2021, this group was split 71% male and 29% female.
Overall our pay quartiles are broadly consistent, reflecting that we have male and
female employees in all roles. The lower middle quartile contains a lower
percentage of females which reflects the fact that our higher-paid operative roles
are more likely to be filled by males. One of our Diversity and Belonging focuses
for 2022 is to better understand why this is the case and put steps in place to
achieve a more equal gender distribution in these roles over time.
The upper quartile contains a higher percentage of female employees, reflecting
the fact that a higher proportion of our middle managers are female.

Male

Female

LOWER MIDDLE
Male

24%

29%
71%
Role type: Apprentice, Operative, Junior
Administrator

UPPER MIDDLE
Male

Female

Female

76%
Role type: Operative, Administrator,
Technician

UPPER
Male

Female

36%

28%
72%
Role type: Operative, Technician, Team
Leader, Supervisor

64%
Role type: Specialist, Engineer,
Manager, Senior Manager, Executive
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Diversity and Belonging at Ornua
Ornua’s global Diversity and Belonging strategy is a key part of who we are as a business.
We understand that each member of our global workforce is unique. By recognising the rich
range of differences that we all bring to the table, we can benefit from a more inclusive,
collaborative and compassionate workplace that allows us to flourish.
Diversity is a rich range of differences, both visible and invisible, that makes each of us
unique. Belonging is making everyone feel welcome for who they are. It is developing a
deeper connection with others by sharing your authentic self and receiving acceptance in
return. It helps people thrive in the workplace.
Diversity and Belonging at Ornua is about our workforce being their best authentic selves at
work. We want to foster a working culture that allows everyone at Ornua to bring their
whole self to work. Ornua seeks to create an environment where diverse perspectives and
experiences are embraced and incorporated into our ways of working. As our employees
navigate the newly adapted work environments that blur home and professional lives during
and after COVID-19, the concept of ‘bringing your whole self to work’ is more relevant than
ever.
In 2017 we launched our Diversity and Belonging working group, sponsored by our Group
CEO John Jordan. Today, this team is made up of thirteen colleagues supported by a global
network with 31 representatives covering every business across the Group. This network is
active in promoting Diversity and Belonging across out business through our Be You hub.
Some changes of note are highlighted on the following page.
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Our Diversity and Belonging Journey So Far
Optimised hiring practices, through
an interviewing development
programme, we educate our hiring
managers on avoiding bias in our
selection processes.

Increased the female proportion in
our senior succession pool from 17%
to 35%.

Working with Bord Bia’s AgriFood
D&B Forum to advance the D&B
agenda within the Irish food and
drink industry.

Created Ornua Women in
Leadership programmes: 120 female
leaders across the business have
attended programmes.

Celebrating events such as world
mental health day, gay pride, and
international women’s / men’s day,
as well as recognising culturally
important days for all nationalities
across our workforce.

Created a D&B Moments campaign
– led by colleagues to instil the idea
that small moments of change can
make a big difference.

Active member of 30% Club to
support gender diversity at senior
level and cross company mentoring.

Delivery of a Senior Leader Inclusive
Leadership programme and a
Belonging @ Ornua Inclusive
Leadership programme, with over
100 people leaders completing this
programme

Promoting inclusivity through
cultural drop-in sessions, partnering
with disability support
organisations, and supporting
neurodiversity by working with and
supporting an Autism charity on our
leadership development programme

Supporting parents through
improvements to maternity,
paternity and shared parental leave
and pay, and providing better
support for those returning to work
through our New Parents
Programme.

Diversity and Belonging objective
included in all people managers’
KPIs
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