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There is a clear link with ADM’s purpose, value and vision to enrich 
the quality of life over the world and our diversity and inclusion 
efforts.  We aim to have a diverse workforce which represents the 
customers we serve and the communities we reside in.  Through 
our different DE&I campaigns and forums we encourage 
colleagues to learn from each other and celebrate their 
differences.  

Introduction to ADM
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ADM Milling’s Gender Pay Results

The data contained in this report is based on a snapshot date of 5 April 2021. As of this date ADM Milling employed 402 people.

KEY:

• Mean pay gap: The difference between the mean hourly rate of 
pay of all male and female employees. 

• Median pay gap: The difference between the median hourly rate 
of pay of all male and female employees.

• Mean bonus pay gap: The difference between the mean bonus 
pay paid to all male and female employees. 

• Median bonus pay gap: The difference between the median 
bonus pay paid to all male and female employees. 

• Proportions paid a bonus: The proportions of all male and female 
employees who were paid bonus pay.  

2020 2021

Mean 11.48% 14.80%

Median 18.89% 18.68%

Mean bonus pay gap 75.44% 52.17%

Median bonus pay gap 43.38% 23.14%

Proportion of males received bonus 4.13% 91.21%

Proportion of females received bonus 1.59% 61.76%

Bonus pay: the proportion of all colleagues that received a bonus 
drastically increased from previous years due to the company 
rewarding all front-line colleagues who worked in key operational 
roles throughout the pandemic a one-off bonus.  Both the mean and 
median bonus pay gap have reduced since 2020. 
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The flour milling industry as a whole employs fewer women than men at all levels. Over time, more senior management and 
support roles have moved to sit within other parts of the ADM framework, leaving the vast majority of UK Milling employees in
the supply chain arena, to which these roles are typically performed by men with the capacity to earn additional pay elements. 

Recognising this challenge, we are working hard to improve our gender diversity both now and for the future. 

In 2021, we have implemented the following: 

 Publicised and internally showcased important roles performed by 
under-represented groups. 

 Introduced a Hybrid working policy to assist with creating a more 
flexible way of working. 

 Enhanced the maternity and adoption leave journey by adding a 
number of additional touch points including a return to work 
assistance programme and promotion of KIT days.

 Introduced an online parental support portal and 1-2-1 coaching 
support to individuals returning from maternity leave.

 Introduced a menopause policy and management guide, as well as  
conducting menopause focus groups to gain a better 
understanding of how the company can support women going 
through the menopause cycle.

 Established a UK Diversity, Equity & Inclusion forum comprising 
colleagues from different functions and backgrounds to find 
opportunities to support underrepresented groups. Using a 
candidate scoring matrix to support candidate assessment and 
facilitate hiring decisions.

 will receive this bonus going forward. 

 Conducted female focus groups to gain an insight into how we can 
better support females in our organization, and developed action 
plans accordingly.

 From 2022 we have extended our eligibility to support functions to 
participate in our performance incentive plan, which will increase 
the number of women who will receive this bonus going forward. 

 Introduced a gender-decoding tool to focus on changing the 
language within our job descriptions. By using this tool, it has 
assisted in avoiding the gendered phrases and exclusionary 
descriptions that discourage applications from women. 

 Established Employee Resource Groups across the EMEA region to 
help colleagues learn and find inspiration from others and to assist 
women build networks.

 Partnered with Stemettes to inspire the next generation of women 
and girls  to pursue careers in STEM subjects.
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This is the proportion of relevant male and female 
employees in the lower, lower middle, upper middle 
and upper quartile pay bands.

Whilst we have seen our pay gap widen, the quartile 
analysis shows we have our second highest portion of 
women in the upper quartile, which demonstrates 
women are progressing into more professionally 
qualified and senior positions within the business. 

Pay Quartiles: 

34%
13% 7% 14%

66%
87% 93% 86%
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Quartile 
2
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FOCUS AREAS FOR 2022 INCLUDE: 

 Introduction of BUPA menopause plan to provide medical support to individuals going through the menopause cycle.

 Menopause Training for managers, supervisors and existing Mental Health First Aiders.

 Continue to work with the UK Flour Millers Associate to support the promotion of women in the Milling industry.

 Assertiveness training for women.

 Establishment of a two-way mentoring support system. Using a specific tool to ensure that our job descriptions are gender neutral and are 
drafted to attract all qualified talents. 

Focus areas in 2022:
ADM Milling recognise there is further work to be done to ensure a more balanced representation in the areas where women are 
currently underrepresented.  We have continued to build on the foundations we have in place to build a more diverse workforce. 

We will also continue to develop the diversity training all ADM managers receive to help remove any unconscious bias and to deliver appropriate
learning and development tools. These tools can ensure we have suitably experienced candidates who may be considered for promotion into senior
roles.

As a business, we are committed to building on these steps to tackle our gender pay gap, and to encourage an inclusive culture with a diverse
workforce where all colleagues feel they belong.

Alistair Cross, Managing Director - April 2022
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