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ForeWord
Producing household favourites from Cadbury to Toblerone,  
Mondelēz International is one of the largest branded food 
manufacturers in the UK. 

In the UK, we are committed to driving advances in diversity and 
inclusion (D&I) and believe we all have a role to play. This April marks 
our fourth year of reporting our gender pay gap figures, and the 
tracking of our progress remains hugely important. The challenges 
of the past year presented by the pandemic have been significant 
for all of us, but we must continue to examine our data to ensure a 
deeper understanding of where we need to improve. Looking back 
at what has been achieved, I am proud of the foundations that have 
been laid across the business to foster a diverse and inclusive working 
environment. 

Our mean gender pay gap for 2020 is 5.6%, which is lower than last 
year by 0.5%, and lower than the national average of 14.6%1. The closing 
of the gap demonstrates progress, but we know there is more work 
to do. 

Our gap is driven primarily by the underrepresentation of women at 
senior levels of the business, and a higher proportion of women at 
more junior levels, both of which are historic factors we’re working to 
overcome. We recognise that we need to do more to strengthen and 
support our strong pipeline of female talent, and we’re working hard 
to get there.

Part of our response concerns our recruitment strategy, which 
aims for gender balanced shortlists and interview panels, and 
to target women for senior leadership positions where they are 
underrepresented. We also encourage hiring managers to assess 
whether roles can accommodate flexible working.

In September 2020 we launched a partnership with Vercida, the 
UK’s biggest D&I job board. We are proud to have met the Vercida 
assessment criteria to be certified as a suitable D&I employer, and 
we’re now able to reach more diverse candidates that are looking for 
employers with a strong D&I culture.

Creating an inclusive environment is a critical enabler of a diverse 
workforce. I am proud to be an active member of the European D&I 
Council and a sponsor of our Inclusion@MDLZ scheme, which is 
helping the business to foster an environment where everyone can 
flourish.

Last year saw the appointment of our first Chief D&I Officer at a global 
level, as well as the launch of our global D&I commitments. Specifically, 
we are establishing representation goals for women in leadership, as 
well as increasing our development support through mentoring and 
leadership programs accessible for under-represented groups. 

We are proud of the positive engagement scores we have received 
over the past year on internal surveys, asking how our colleagues feel 
about being able to speak their mind on our business’s D&I. 

In 2020 our Women’s Network rebranded to GENDA and updated its 
purpose to identify and remove barriers, to empower everyone’s full 
potential at Mondelez. One of GENDA’s goals is to champion women in 
leadership through mentoring to help overcome obstacles to success 
– I am proud to be one of the many mentors.

Supporting new and expectant parents, alongside all employees as 
they balance work and family life, is the goal of our inclusion group 
Families@Mdlz. We know that flexibility is a key enabler to an inclusive 
environment, and the need for flexible working has become more 
critical during the pandemic. Studies in the past year have shown 
that there’s been a rise in mental health problems, particularly among 
women, due to the challenges of changed working routines around 
lockdown restrictions2 . To support our employees in balancing their 
work and personal lives during this time, we have encouraged the 
adoption of flexible working, created toolkits on balancing home 
schooling, provided activities for children, and developed further line 
manager training. 

We are committed to driving change across our own organisation, 
and the wider industry, and we take great pride as one of the founding 
partners of D&I in Grocery, a collective of Grocery organisations 
coming together to champion D&I and inspire change, that reaches 
2.5m people. 

Louise Stigant
Managing Director,  
Mondelēz UK Limited 

ForeWord MeaSUrInG tHe GaP oUr data redUCInG tHe GaP StatUtorY dISCloSUreS

The following report provides detail on the 
initiatives in place designed to foster a diverse 
and inclusive working environment.

It is important to note that although the 
regulations ask us to identify our colleagues 
as men and women, we know that some 
of our colleagues may not identify with 
either. We continue to actively support our 
colleagues and customers of all gender 
identities, working closely with our  
LGBT+ network.

2 Source: 4 Day Week campaign report, October 2020
1 Source: ONS, December 2020
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MeaSUrInG tHe GaP
Gender pay reporting is an opportunity for us to look closely at the 
reasons behind our pay gap. In order to fully understand why our 
gender pay gap exists, it is important to recognise how the gap is 
calculated and the structure of our business in the UK.

Mondelēz International employs over 4,000 people based across 9 
sites in the UK. These include: 

1. Bournville, the birthplace of chocolate and home of Cadbury in 
the UK. 

2. Sheffield, one of the largest confectionery manufacturing  
sites in Europe. 

3. Our Reading Science Centre where Reading Scientific Services 
Limited is based, a wholly owned subsidiary of Mondelēz 
International. 

4. Uxbridge, where many of our office-based roles are located, 
ranging from eCommerce to Finance, HR to Sales. 

5. Cadbury World and sites in Chirk, Malbrook, Crediton and 
Minworth which are integral to our UK operations. 

HoW We CalCUlate tHe Mean diFFerenCe
The mean pay gap is the difference between the hourly pay of all 
male and female employees when added up separately and divided 
by the total number of the males and females in the workforce.

Number of 
male  

employees

Number 
of female 
employees

Mean male 
average 

pay

Mean 
female 
average 

pay

=

=

THE DIFFERENCE =  
MEAN HOURLY PAY GAP

+ + +

+ + +

HoW We CalCUlate tHe Median diFFerenCe
The median pay gap is the difference between the pay of the middle 
male and middle female, when all of the employees are listed from 
the highest to the lowest paid.

Lowest 
hourly pay

Median  
hourly pay

THE DIFFERENCE = MEDIAN HOURLY PAY GAP

ForeWord MeaSUrInG tHe GaP oUr data redUCInG tHe GaP StatUtorY dISCloSUreS
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oUr data
In this report we provide the combined gender pay gap data for the 
total UK business at Mondelēz International, and the individual gender 
pay gap data from our seven business entities, which employ more 
than 250 people. 

Gender pay gap reporting does not represent equal pay. Equal pay 
relates to men and women being paid differently for ‘like work’ or 
‘work of equal value’. We are confident that our gender pay gap is not 
an equal pay issue. 

For 2020, our overall mean gender pay gap is 5.6%, which is 0.5% lower 
than last year and lower than the national average of 14.6%.

Our gender pay gap can be explained by the fact that our senior roles 
are predominantly held by men whilst the majority of our workforce 
below this level are women. We have built a strong pipeline of female 
talent in many areas of our business. However, we are aware that we 
must do more to develop women and enable them to reach the higher 
levels in our business. Doing so will help to reduce our gender pay  
gap further. 

Across our manufacturing business entities, we are working to change 
the historical imbalance of men in specific roles. These roles have 
traditionally attracted a higher salary due to the skills and knowledge 
required to undertake them. Low staff turnover, as a result of our loyal 
and long-serving workforce, means it will continue to take time for 
opportunities to open up and for more women to progress into more 
of these roles, but we have placed a larger focus on addressing this 
balance in the long-term through our diversity related schemes. 

With regard to bonuses, employees are entitled to bonuses at varying 
levels throughout the business. All senior positions, however, are 
entitled to discretionary remuneration packages comprising shares in 
the company and a cash bonus. The overall mean bonus pay gap for 
2020 is 30.9%. This is due to an underrepresentation of women in the 
senior leadership positions, which attract the highest value bonuses.

 % oF eMPloYeeS oVerall

% oF eMPloYeeS reCeIVInG a BonUS

57.3%

65.4%

42.7%

84.1%

ForeWord MeaSUrInG tHe GaP oUr data redUCInG tHe GaP StatUtorY dISCloSUreS

Median pay gap

13.5%5.6%
Mean pay gap

Average UK national 
mean pay gap 

14.6%

oUr CoMBIned data

1. Mondelez UK Limited: Our UK sales team. 
2. Reading Scientific Services Limited: Largely our research & development team based in Reading. 
3. Cadbury UK Limited: Our core chocolate manufacturing roles based in Bournville, Marlbook & Chirk. 
4. Mondelez Europe Services GmbH – UK Branch: Our service functions such as Customer Services, 
Finance & Marketing, which are predominately based at Bournville & Uxbridge. 
5. Mondelez UK Confectionery Production Limited: All manufacturing 
employees except our core chocolate manufacturing team. 
6. Mondelez UK R&D Limited: Largely our research & development team based in Bournville. 
7. Mondelez Europe Procurement GBMH – UK Branch: Our Logistics, Warehouse and 
Procurement functions.

5. UK Confy Prod 6. UK R&D 7. Procurement – UK branch

7. Procurement – UK branch

Mean and Median HoUrlY PaY GaP

Mean Median

7.7

1. Mondelez UK Limited

3.6 -0.9

-0.1 23.1 -16.6

2. RSSL

13.7 11.1

28.8 -32.7

3. Cadbury UK Ltd

9.5 10.7

4. UK Service Co

3.4 3.0

1. Mondelez UK Limited

5. UK Confy Prod

2. RSSL

6. UK R&D

3. Cadbury UK Ltd 4. UK Service Co

Mean and Median BonUS PaY GaP

Mean Median

15.3

1.1

10.5

-320.1

27.5

55.2 -43.0

37.949.0

40.2 -354.9

-2345.4 47.7 19.7
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ForeWord MeaSUrInG tHe GaP oUr data redUCInG tHe GaP StatUtorY dISCloSUreS

redUCInG tHe GaP
Attracting and progressing female talent

• In 2020, our Women’s Network rebranded to 
GENDA, with the goal of identifying and removing 
barriers for all. The scheme has led activities 
including networking events, mentoring and 
inspirational talks on topics such as confidence 
and purpose.

• We take great pride from working within our 
industry to drive change and are one of the 
founding partners of D&I in Grocery. This is 
a collective of Grocery organisations coming 
together to champion D&I through mentoring, 
coaching, and learning programmes, which for 
2020 included a series focused on ‘Wellbeing & 
Mental Health’, ‘LGBT+’, ‘Black History Month’ and 
more. 

• We promote our flexible culture, career 
opportunities and inclusive environment 
through our job vacancy advertising campaigns, 
which feature our female leaders sharing their 
experiences of working at Mondelez. 

Supporting families 

• Since its launch in January 2019, our Families@
Mdlz program has evolved from supporting new 
and expectant parents, to helping all employees 
balance work and family life. The support available 
includes toolkits for line managers and employees 
on all forms of parental leave, a buddy support 
network, alongside podcasts and testimonials of 
colleagues sharing experiences.

• We have supported our colleagues through 
the pandemic with flexible working and shared 
toolkits and experiences on home schooling, 
mental health challenges, lockdown activities, line 
manager training, and more.

• We also launched an awareness and support 
campaign for pregnancy loss, simplified our 
Shared Parental Leave Policy, launched a 
campaign to encourage more take up and 
initiated a podcast discussing adoption for same 
sex couples. 

Promoting an inclusive culture

• We’re working hard to ensure our D&I initiatives 
don’t just impact those that are office based. 
Our Field Sales colleagues now have an active 
D&I forum in place as well as a related “staying 
connected” support scheme. 

• In 2020, we appointed our first Global D&I 
Officer and this year, we will be launching a D&I 
objective for 540 of our UK senior managers, 
to help us achieve our goals faster. Our 
further commitments include a mentoring and 
leadership program specifically accessible to 
underrepresented groups.

• Inclusion@MDLZ is a scheme that brings together 
our affinity initiatives under one umbrella. It 
is helping us to foster an environment where 
everyone belongs and can flourish, regardless of 
their background, beliefs or preferences. The Race 
Relations Network is a newly launched affinity 
group with a purpose of promoting racial, ethnic 
and cultural diversity in the workplace through 
empowerment of minority communities and 
creating change for equality. In 2020, the network 
delivered a series of outreach projects and events 
including Black History Month, Black Lives Matter 
Forums and facilitation for teams to talk about 
race.

We are committed to continuing to reduce our gender pay gap through 
initiatives to promote and evolve the strong pipeline of female talent 
in our business: 

• In September 2020, we launched a new 
partnership with Vercida, the UK’s biggest 
D&I job board, to help us attract more 
candidates from diverse backgrounds and 
create a more diverse workforce. 

Inspiring the next generation 

• We’ve changed how we offer careers 
support to schools and colleges to 
predominately focus on students from 
low socio-economic backgrounds. 
These partnerships will be supported by 
IDG, who look to provide schools with 
education and resources that makes a 
difference to society, business and the 
individual. 

• Our Early Careers attraction campaigns 
focus on promoting gender where we 
have underrepresentation within certain 
functions. We have also changed how 
we select university partners for our 
early careers program and now focus 
on partnering with universities that offer 
more diversity across gender, BAME 
ethnicity, socio-economic status and 
nationality. We held our first virtual career 
fairs in 2020 with our new 60 University 
Partners. Moving forward, we will also be 
able to target certain universities where 
we have underrepresented groups for 
certain roles. 

“Working at Mondelez enabled me to become 
the first person in the UK to complete a level 

3 apprenticeship in the Food Technologist 
Standard with University College Birmingham; 
a huge achievement. Over the past few years I 
have learned a lot of personal skills which I’m 

now able to apply to everyday life at work. The 
support of my colleagues has been incredible.” 

Kate Rose, Apprentice Food Technologist, RDQ 

“Twelve years ago, I joined Mondelez as a 
graduate. Now, not only am I in a functional 

leader role and studying for a masters 
apprentice, I’m also an active member of 

Families@Mdlz, where I share my experiences 
of being a mum, and encourage new parents 
to consider shared parental leave. I value the 

support I’ve received in balancing a challenging 
role, gaining qualifications, and family 

requirements.” 
Nuala Yelland, Digitalisation  
and Projects Manager CS&L

“I feel privileged to work for a company that has 
given me flexibility to bring up two sons whilst still 
progressing my career.  Over my 30+ years in the 
business I have seen a big change. I am no longer 

the only female engineer in the meeting room.  I feel 
honoured to actively support and encourage female 

engineers. It’s inspiring to work in such a diverse 
community.”

Emma McLeod, Research Fellow working in RDQ  
(Named Food and Drink Engineer of the Year  

at the 2021 FDF Awards)



COMBINED MONDELEZ UK 
LIMITED

READING  
SCIENTIFIC  

SERVICES  
LIMITED   

CADBURY UK 
LIMITED

MONDELEZ 
EUROPE  

SERVICES GMBH 
– UK BRANCH

MONDELEZ UK 
CONFECTIONERY 

PRODUCTION 
LIMITED

MONDELEZ UK 
R&D LIMITED

MONDELEZ 
EUROPE 

PROCUREMENT 
GMBH 

–  UK BRANCH

MALE/FEMALE EMPLOYEES % 57.3/42.7 48.1/51.9 35.2/64.8 77.5/22.5 41.6/58.4 74.5/25.5 46.6/53.4 74.9/25.1

MEDIAN GENDER PAY GAP % 13.5 -0.9 11.1 10.7 3.0 -0.1 28.8 -32.7

MEAN GENDER PAY GAP % 5.6 3.6 13.7 9.5 3.4 7.7 23.1 -16.6

MEDIAN BONUS PAY GAP % 11.8 10.5 49.0 -2345.4 19.7 -320.1 40.2 -354.9

MEAN BONUS PAY GAP % 30.9 15.3 27.5 37.9 47.7 1.1 55.2 -43.0

MALES/FEMALES RECEIVING A BONUS % 65.4/84.1 95.3/96.8 88.5/90.8 2.0/8.7 94.0/93.7 93.9/94.4 88.2/91.0 90.9/93.9

UPPER QUARTILE  (% MALE/FEMALE) 60.4/39.6 50.0/50.0 44.6/55.4 92.3/7.7 48.5/51.5 17.8/82.2 64.9/35.1 63.9/36.1

UPPER MIDDLE QUARTILE  (% MALE/

FEMALE)
67.3/32.7 46.0/54.0 38.1/61.9 84.1/15.9 38.5/61.5 66.9/33.1 41.9/58.1 64.5/35.5

LOWER MIDDLE QUARTILE  (% MALE/

FEMALE)
48.2/51.8 46.8/53.2 36.9/63.1 72.5/27.5 44.4/55.6 73.1/26.9 45.2/54.8 91.9/8.1

LOWER QUARTILE (% MALE/FEMALE) 53.2/46.8 49.6/50.4 21.4/78.6 60.7/39.3 34.8/65.2 75.6/24.4 34.2/65.8 79.0/21.0
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ForeWord MeaSUrInG tHe GaP oUr data redUCInG tHe GaP StatUtorY dISCloSUreS

StatUtorY dISCloSUreS
We have a relentless commitment towards building a diverse, gender 
balanced and inclusive workforce, and it is through this continued 
ambition that we will see our gender pay gap reduced further.  
We will always be looking for ways to improve our performance 
within these areas across Mondelez. 

Louise Stigant
Managing Director,  
Mondelēz UK Limited

Keith Mendez V, 
Senior Director Human Resources,  
Northern Europe, Mondelēz International


