Subject: Our Gender Pay Gap Report — 2026

We have published our Gender Pay Gap Report for the reporting year ending April 2026.
Gender pay gap reporting, required under UK legislation, measures the difference in average pay
between men and women across our organisation. It is different from equal pay, which relates to

men and women being paid the same for the same or equivalent work.

Our results this year:
e Mean gender pay gap: 9.2%
e Median gender pay gap: 9.2%
e Mean bonus gap: N/A
e Median bonus gap: N/A

We believe that staff being employed in same or similar roles would be paid equally across the
entirety of our business. The main differentials are being caused by the continuing heavy bias of
male employees in our business (85.9% male, 14.1% female). The biggest single factor in the
disparity in the upper quartiles remains our engineering grades, 100% of which are male.

This is to confirm that the gender pay gap information published in relation to Shazan Foods

Limited as applicable at 5 April 2026 is accurate and complete

Percentage of men and women in each hourly pay quarter

Men
Upper hourly pay quarter 85.9%
Upper middle hourly pay quarter 78.5%
Lower middle hourly pay quarter 74.4%
Lower hourly pay quarter 55.7%

Mean and median gender pay gap using hourly pay

Mean gender pay gap using hourly pay

Median gender pay gap using hourly pay

Women

14.1%

21.5%

25.6%

44.3%

9.2%

9.2%
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Percentage of men and women who received bonus pay

Men Women
Percentage of men and women who received bonus pay 0% 0%
Mean and median gender pay gap using bonus pay
Mean gender pay gap using bonus pay Not applicable
Median gender pay gap using bonus pay Not applicable

Organisation Overview

Our gender pay gap reporting for 2025/26 shows:

Mean gender pay gap: 9.2%

Median gender pay gap: 9.2%

No bonus payments were made during the reporting period.

Women are under-represented in higher-paid roles, particularly in the upper hourly pay
quartile where women represent 14.1% of employees.

Our analysis indicates that the principal driver of the gender pay gap is the lower proportion of
women occupying senior and higher-paid positions across the organisation.

Objective
To reduce the gender pay gap by improving the representation, progression and retention of
women in higher-paid roles while maintaining fair and transparent pay practices.

Action 1: Improve Recruitment and Attraction of Women into Higher-Paid Roles
Activities
o Review recruitment processes to identify barriers that may discourage female applicants.
e Use inclusive job descriptions and gender-neutral language.
e Ensure diverse interview panels wherever practical.
e Require balanced shortlists for management and specialist vacancies where candidate
availability allows.
« Monitor gender representation throughout the recruitment process.
Success Measures
e Increase the proportion of female applicants for management and specialist roles by 10%
by April 2027.
e Increase female representation in the upper and upper-middle pay quartiles year-on-year.
e Quarterly reporting of recruitment outcomes by gender.

Action 2: Strengthen Career Development and Progression Opportunities for Women
Activities

Shazan Foods Ltd
Magdalen Street

Eye
Suffolk
IP23 7A)

Registered Office: Shazan Foods Limited, 9 Colmore Row, Birmingham, B3 2BJVAT Reg. No 190 093 415 Registered in England 08929070



e Introduce a structured development programme for employees identified as having
leadership potential.

o Establish mentoring opportunities for women seeking progression into higher-paid roles.

e Review promotion processes to ensure transparency and consistency.

e Provide managers with guidance on supporting career development discussions.

Success Measures

e Increase the proportion of women promoted into management or senior roles during the
next reporting period.

e Achieve at least 35% female participation in leadership development programmes.

e Monitor promotion rates by gender annually.

Action 3: Review Pay and Progression Practices
Activities
e Conduct an annual pay review to identify unexplained gender differences.
e Review starting salaries and pay progression arrangements.
e Improve transparency around salary ranges and promotion criteria.
e Provide senior leadership with annual gender pay analysis.
Success Measures
e Maintain consistent pay-setting processes across all departments.
o Identify and address any unexplained pay disparities.
e Reduce the mean and median gender pay gap from 9.2% over the next reporting cycle.

Action 4: Support Retention and Flexible Working
Activities
o Promote flexible and hybrid working arrangements where operationally feasible.
o Ensure employees returning from maternity, adoption or shared parental leave receive
appropriate support and development opportunities.
« Monitor retention rates by gender and grade.
Success Measures
e Improve retention of women in middle and senior grades.
e Increase the proportion of women remaining in the organisation following family-related
leave.
e Annual review of retention and turnover data.

Through the actions outlined above, we aim to improve gender balance across all levels of the
organisation and reduce our gender pay gap over time.

Luciana Santos

Head of HR
Shazan Foods Ltd
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