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As a company with a global reach and ambition, we believe that equality and diversity are essential to the
present and future of our business.
James Cropper plc has been operating for 175 years and has seen a significant amount of change,
however, one thing that has not changed is our commitment to our people. At the heart of this
commitment is fairness, and equality and diversity are essential to ensuring we run the business ethically
for our valued employees.
We welcome the legislation requiring companies with more than 250 employees in the UK to share their
percentage of female employees and the difference in the average pay between women and men. The
mean gender pay gap for 2020 was 0.2%
This continued focus will act as a catalyst in ensuring equality of pay and opportunity for women in the
workplace. Therefore, our gender pay gap report is our commitment to transparency of this data and to
strive to develop new strategies to improve equality for current and future employees. We remain
committed to working on this no matter what our results are.

Introduction.
This is James Cropper’s third Gender pay gap statutory report for our UK employees, prepared as required
under the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017. This report covers the
snapshot date of 5 April 2020. We did not produce a report in 2020 covering the snapshot date of 5 April
2019, due to the impact of the Coronavirus pandemic.
James Cropper PLC
James Cropper is a world-class advanced materials and paper products group with an operational reach
in over 50 countries. Using materials from cotton and wood to carbon fibre, we support industries from
packaging, digital imaging and aerospace with products that are at the cutting edge of performance. Our
UK business is in scope for this reporting requirement and employs over 570 people across our three
businesses which are split between Burneside, Crewe and several field-based roles.
James Cropper PLC comprises of James Cropper Paper, ColourformTM, and Technical Fibre Products (TFP)
James Cropper Paper is a prestigious paper innovator supplying distinct, custom made paper products to
many of the world’s leading luxury brands, art galleries and designers.
ColourformTM is a thermoformed, plastic-free moulded fibre packaging business.
TFP is a leading global manufacturer of wet-laid nonwovens. TFP provide solutions for challenging
applications in aerospace, defence, fuel cells, composites, automotive and construction.

Reporting Requirements.
The information presented in this report captures our UK based employees who work for our UK business as previously mentioned. The metrics stipulated under the
regulations are the average pay gap and average bonus gap and the proportion of men and women receiving bonuses and a summary of the organisation's pay structure
by gender.
The regulations specifically require both the median and mean gender pay gaps to be reported (which are both types of average.) The metrics are complementary and
show different aspects of the distribution of pay across the business.
As senior roles pay more than junior roles, the smaller the proportion of women who hold senior roles in a company, relative to the workforce as a whole, the greater the
average gender pay gap. Therefore, the gender pay gap can be seen as a measure of the extent to which women are able to progress into senior leadership roles within the
business. We operate a Pay Grade structure within James Cropper, which helps us to ensure that we provide and monitor fair pay at James Cropper.

What is the median (middle)
gender pay gap?
The method used for calculating the median
gender pay gap requires companies to identify the
hourly pay for the middle (or median) male and
female employees when ranked from the lowest to
the highest. The resulting gap is the percentage
difference between the midpoints in the male and
female hourly pay.

What is the mean (average)
gender pay gap?
The mean is calculated by adding up all
average hourly salaries and dividing them by
the number of employees. The resulting gap
is the percentage difference between the
average male and female hourly pay figures.

Gender Pay Gap Report 2020.
We employ 550 people in the UK across all of our companies, however, for this reporting period (snapshot date 5th April 2020), many of our employees were furloughed due to the impact of the Coronavirus pandemic. The
reporting requirements state that we must report on “full-pay relevant” employees and anyone who did not top their salary up to full pay is therefore not considered to meet these criteria. Thus our headcount appears
significantly lower in this report, at 472 employees. Those furloughed on the snapshot date include both operational and office based staff, primarily within our specialty paper division.
The Office of National Statistics (ONS) Provisional Gender Pay Dataset median gender pay gap for 2020 15.5%. Our median gender pay gap across the whole company is 1.2%.
The mean gender pay gap shows that the average hourly pay for all female employees is 0.2% lower than the average hourly pay for all male employees. Our median pay gap is 1.2% meaning that the female median hourly
pay is 1.2% lower than the male median hourly pay.

Whole company mean
2020 0.20%
2019 2.30%
2018 10.90%
2017 3.60%
Whole company median
2020 1.20%
2019 -2.50%
2018 3.10%
2017 -3.10%
Speciality Paper Mean
2020 9.30%
2019 8%
2018 18.60%
2017 -9.10%
Speciality Paper Median
2020 -3.40%
2019 -0.40%
2018 3.60%
2017 -10.80%

Proportion of Male and Female Employees
Receiving a Bonus.
We operate a flat bonus structure available to all employees, as is indicated by the fact that
the figures are largely similar.

Whole Company

Speciality Paper
Retirement

Men: 89.77%
Women: 75.00%

Men: 88.69%
Women: 64.00%

2020 Mean and Median
Bonus Gap.
2020 Mean and Median Gender Bonus Gap

MEAN

MEDIAN

Whole Company

-2.1%

8.3%

Specialty Paper

29.6%

0%

At James Cropper PLC, all UK based employees are entitled to take
part in our Profit Bonus Scheme, with each person having the option
to take cash or shares. We like to offer flexibility in the way bonus
payments are made (cash or shares) and these figures only relate to
employees who chose to take their bonus in cash.
In 2019/20, the profit sharing bonus was not paid out, so these
figures come from our safety and attendance bonuses, as well as our
sales incentive and senior manager bonuses (for whom only certain
members of staff are eligible). It appears that a higher amount of
bonus was paid to male employees than female and this could be
due to eligibility for incentive bonuses.

Proportion of employees in each pay band per quartile.
Women who make up 17% of our total UK workforce occupy 22% of the upper pay quartile but hold a higher proportion of roles in the
lower pay quartile at 24.58%. Although as a whole these results show the comparatively low level of women employed overall in the
business, they also show a somewhat polarised position for women who are more likely to be in either the highest paid quartile or the
lowest or second lowest quartile.
First Quartile
Women

First Quartile
Men

Second Quartile Second Quartile
Women
Men

Whole company

24.58%

75.42%

10.17%

Specialty Paper

18.46%

81.54%

4.62%

Third Quartile
Women

Third Quartile
Men

Fourth Quartile
Women

Fourth Quartile
Men

89.83%

10.17%

89.83%

22.03%

77.97%

95.38%

1.54%

98.46%

4.62%

95.38%

Encouraging line
managers to
offer routes for
progression, be it
through a
development
plan or
mentoring
opportunities.

Things we
are working
on.

Improving
communication
with female
colleagues,
particularly
whilst they are
on maternity
leave.

Setting out our
purpose and
values.

Investing in
inclusion
education.

Reviewing our
policies and
practices to be
supportive of a
more diverse
workforce.

