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Target Gender Equality — Case Study Series — Natura &Co
“Natura &Co invites the business community to work together to accelerate equitable pay across industries and to drive
thoughtful and meaningful change that supports everyone in fulfilling their potential.”

Quick facts: Natura &Co - Brazil - Cosmetics Group — 40,000+ Employees

Targets:

" Equal representation with 50% women on board/senior team
= Equitable pay by closing the gender gap
= Living wage (or above) for associates at Natura &Co

Date Set: 2023

Progress Made: The group is committed to work towards achieving 100 per cent gender
pay equity globally, across all 73 countries by the end of 2021, well ahead of the original
Read more about Natura & deadline.
Co's efforts to close the
Gender Pay Gap!

What is driving your company's ambition to advance gender equality?

In June 2020, in the midst of the COVID-19 pandemic, Natura &Co launched its ambitious Commitment to Life for 2030
sustainability vision. Within the plan’s three pillars is a commitment to Protect Human Rights and Be Human-Kind by
ensuring equality and inclusion across its network.

As patron of the UN Global Compact initiative Target Gender Equality, Natura &Co is committed to sharing best practices
and learnings with the broader business community, which is why it has chosen to share its insights on how drilling down
into the detail has enabled it to identify how it will close its gender gap ahead of its 2023 goal.

What are concrete actions your company is taking to reach your target and help move the needle on women's

representation and leadership?

The group undertook a comprehensive in-depth study of its position on equitable pay and gender balance across 73 markets.

It partnered with global HR consultancy, Mercer to ensure independent quality assurance and the adoption of best-in-class

methodology.

In March, the group shared the findings of the research with its employees globally and has now shared them across all

stakeholders. Findings:

= At 13%, the raw gap! is at the lower end of industry norms.

= Tts unexplained gap?is very low at 0.9%. At Natura &Co, any unexplained gap is unacceptable. Thanks to the research,
it can now take action to close its gender pay gap ahead of its 2023 goal and ensure it stays closed.

= As a beauty business, Natura &Co employs more women in its workforce, particularly in customer-facing roles, and
many of whom prefer part-time or flexible working. This has an impact on the overall gender pay gap. By the nature of
its business, it will likely always have a pay gap, but notably no difference in pay on a like-for-like basis.

= By undertaking this deep dive into the current state of equitable pay within its business, Natura &Co is now well-placed
to deliver an action plan to reduce the raw gap as far as it can, while ensuring that the unexplained gap continues to
close.

What is one lesson or pitfall to avoid that other companies could learn from?
Experience at Natura &Co has demonstrated the importance of measurement and data analytics to evaluate and track
progress. Having regular reviews enables actors to set and meet their targets.

1 The raw pay gap is the difference between the average (the mean and median) of all women's pay and the average of all men's pay irrespective of
role, location and experience.

2 The unexplained pay gap reflects the residual pay gap that cannot be explained by legitimate factors and may be due to pay inequities by gender or
race/ethnicity.


https://naturaeco.com/en/group/info/
https://www.weps.org/resource/closing-gender-pay-gap-globally
https://www.weps.org/resource/closing-gender-pay-gap-globally
https://www.weps.org/resource/closing-gender-pay-gap-globally
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