
Welcome to the Rowse Gender Pay Report
Regulations do not require us to report our gender pay results this year. However, 
we have taken the decision to pro-actively publish our 2017 gender pay results as 
part of our long-term strategy to support equality, fairness and inclusivity for all. 
This will allow us to remain ahead of the competition and to embed meaningful  
and sustained change across the organisation, ahead of our legislative obligation  
to do so.

Rowse Honey was born out of Tony and his wife Barbara Rowse’s love of beekeeping in 1938. Since 
then, Rowse has become a staple favourite in millions of households across Britain and Ireland.  
To create and sell truly great honey, you need healthy honey bees and a team of diverse, skilled  
and passionate people.

We pride ourselves on the diversity of our workforce. We employ over 17 different nationalities and 
have built a performance driven culture based on skills, development and progression from within. 
The business case for diversity at all levels of an organisation is both compelling and well known  
to us; as such we support all initiatives that promote workplace equality and diversity.  
We are particularly pleased to report that this is reflected in our median pay gap of zero,  
which significantly outperforms the national average of 18.4%.

Women account for 40% of our workforce and are well represented at all levels, including on our 
U.K. Board of Directors. Although 40% of management roles are occupied by women, they are less 
represented in the middle quartiles. It’s encouraging to report, therefore, that since April 2017 
women have been promoted into 48% of vacant roles. In external recruitment, 46% of positions  
have been filled by women.

Our strong business performance is driven by a reward culture, whereby we recognise employees’ 
efforts towards achieving our strategy. As a growth oriented business, we offer bonus pay to 
incentivise our senior people to reach business goals. Our median bonus pay gap of zero indicates a 
fair system of remuneration where a high proportion of our employees earn the same level of bonus 
pay. Our mean pay gap has improved since 2016 and our 2017 figure is better than the national 
average.

In line with our long term vision to become an employer of choice, we will continue to strive to meet 
best practice around pay, development of our people and recruitment.  

Ian Ainsworth 
Managing Director, 
Valeo Foods UK (trading as Rowse Honey Ltd.)



Quartile Ranges 

Gender Pay Statistics 

Upper middle  
Quartile

Lower middle  
Quartile

Upper Quartile All Rowse Honey 
Ltd.

Lower Quartile

52% 32% 33% 42% 40%48% 68% 67%
58% 60%

Women

Men

   2016 2017  Change Nationally
   % % % % 

  Excluding bonus 0 0 0 

  Including bonus 0 0 0 18.4

  Excluding bonus 14.5 10.2 4.3 

  Including bonus 15.6 14.8 0.8 17.4

  Median bonus pay gap 0 0 0

  Mean bonus pay gap 61 59.9 1.1

Difference in 
median pay

Difference in 
mean pay

Occupational segregation is common within the manufacturing sector as both men and 
women tend to be over represented in specific functions. Engineering, for example, is highly 
paid and dominated by men, whereas more women fill part-time office roles. Career and 
lifestyle choices also drive the gap as more male colleagues work shifts at times that offer 
premiums, such as nights, bank holidays and Sundays.
For the same role, regardless of gender, all our hourly paid colleagues are paid the  
same hourly rate and premium hourly rate.



Flexible Working

Difference in Bonus Pay-outs*

81%
of men 

 receiving bonus pay
72%

of men  
receiving bonus pay

78%
of women 

receiving bonus pay
67%

of women 
receiving bonus pay

Number of employees        149 +       100 = 249

2016 2017

We recognise that the success of our work culture doesn’t rely on remuneration packages alone. 
We work hard to promote a more flexible approach to the working environment, by offering 
benefits that are lifestyle and family focused. 

In the last year: 54 employees benefitted from our 
family friendly policies through flexible working.

Of these 58% were women. 

The primary reason for the gender mean bonus pay 
gap is that a higher proportion of men are currently 
employed at a senior level across the business. 

40% of our senior management team are female

37% of our management bonus payments in 2017 
              were awarded to females. 

We aim to build on this by ensuring female 
representation grows in line with our talent 
attraction strategy.

*All employees are eligible for bonus, regardless of gender, but qualifying rules apply.

This supports our long-term strategy towards becoming an employer of choice as well as 
demonstrating our commitment to equal opportunities for all.

80%
of employees 

receiving bonus pay
70%

of employees 
receiving bonus pay


