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Robert Dyas is part of my retail group that also encompasses Ryman, Ryman Design, Boux
Avenue and London Graphic Centre.

We are a family of multi-brands employing over 3500 colleagues across 300 retail stores,
focused on delivering fantastic customer service and first class product knowledge.

Our colleagues are at the heart of everything we do and our commitment to those on the
frontline was to pay above the national minimum wage to help us compete for skills &
talent. It was a significant investment but recognises the vital role our frontline colleagues
continue to play.

| am pleased to report that we remain ahead of the Office for National Statistics Average
for both the Mean and Median gender pay gap but there always remains much to do and
it is a continuous journey.

We therefore, continue to review our data to test our progress in all areas ensuring this

reflects on our belief that diversity and equality have been, and will continue to be a key
element of our success.
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The legislation requires a UK employer with 250 employees or more to publish
their Gender Pay Gap each year.

When reporting on the Gender Pay Gap, we look at the following data:

Q@ Our MEAN data, which is the difference between the average hourly earnings of
men and women.,

v@ﬂ Our MEDIAN data, which is the difference between the midpoints in the ranges
of hourly earnings of men and women.

p@) Our PAY QUARTILES, breaking down the levels of our employees into four areas
(lower quartile, lower middle quartile, upper middle quartile and upper quartile).

v@ﬂ Our BONUS PAY GAP, reporting on the percentage of men and women who
received a bonus and our MEAN and MEDIAN data specifically looking at who
received a bonus. Fuller details are later in the report.
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Lower Quartile Lower Middle Quartile

Male
40%

Male
44%

Female
56%
Female

60%

2022: 2022:
Male - 47% Male - 40%
Female - 53% Female - 60%

Upper Middle Quartile

Female

Male - 51%
Female - 49%

Upper Quartile

Female
40%

Male
60%

2022:
Male - 60%
Female - 40%
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We are pleased that both our Mean and Median percentages remain significantly below those for the Office of National
Statistics provisional for both the UK and Retail.

The methodology started in the gender pay gap regulations requires us to report on the difference in the actual amount of
bonus received by our colleagues. Bonuses continue to be paid equally to both males and females and we are pleased by

the significant reduction in our mean and median bonus gap statistics for 2023, however there is still work to be done.

We continue to focus on our recruitment processes to create diverse shortlists to ensure we recruit the right talent for the
right role.

We are working with our managers to upskill and educate to minimise unconscious bias in all people-related processes.

We continue to review our data to test our progress in all areas ensuring this reflects our belief that diversity and equality
have been, and will continue to be a key element to our success.

We have invested in a new fully integrated HR Information System that will help us monitor and report on workplace
diversity.

Our Gender Bonus Gap

Who received Bonus Pay
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Donna Jackson

Social Media Marketing Manager
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Esther Bowles
Project Manager

| can confirm that our data has
been calculated according to
The Equality Act 2010 (Gender
Pay Gap Information
Regulations 2017)

Laura Keane
Group People Director

Nicola Lloyd
Multi Store Manager




