At Ralawise we want to ensure
everyone is rewarded fairly for
their work and enjoys the same

access to all opportunluj
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WHAT |S THE GENDER PAY GAP?
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WHAT DO WE HAVE TO REPORT ON?
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OUR PAY GAP RESULTS

At Ralawise we have over 400 people who play a vital part in making us who
we are. The data used to compile these results was taken on 5th April 2017.

While our gender pay gap of 7.1% is significantly below the UK average of
18.1% we still recognise there is more to do to close the gap.
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POPULATION BY PAY QUARTILES

The personal choices our colleagues make around their working patterns
have been a key driver in our gender pay gap. In particular, when we looked
at the impact of premium hours (Night working, Saturday working) we
found more male colleagues working these shifts and so earning additional
premiums. Also choices on roles made an impact with more male colleagues
taking up truck driving positions and so earning additional premiums, this is
highlighted in the information below with staff in these positions falling into

L'che Upper Middle Quartile bracket.
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The information above ranks all our colleagues pay from lowest to highest and then divides it into four equal groups with the first group (Lower Quartile) being the
lowest paid. This analysis shows that there are proportionally more male colleagues than female colleagues in the upper middle paid quartile, for reasons mentioned
above, while the upper quartile is showing a more balanced proportion of males and females.
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BONUS SCHEME

| .
Every colleague has a part to play in contributing to Ralawise’s success and we
| Pe eve it is Jmportant that everyone is rewarded fairly for the performance of
r]bushnes Al éllglble colleagues are enrolled in a sales and quality bonus.
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PROPORTION OF MALES AND FEMALES
RECEIVING BONUS PAYMENTS:

0.59 2.49

The mean bonus pay gap
is 47.9% higher for
men than women

The median bonus pay gap
is3.7% higher for
men than women

.reat deal of flemble worklng
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The bonus gender pay gap identified is due mainly to there being more male .
colleagues than female in the sales and marketing roles where traditionally |
ackages are bonus driven. The proportion of females receiving a bonus is
igher than males but the roles they are in are not traditionally bonus driven
~ and therefore the gap can be seen in the amounts being received.
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