
People & Culture

at Everpress

At the heart of Everpress is a belief in the power of creativity for good. We started with a 
clear mission - to support grassroots creators while reducing the waste in fashion - and 
every year we see more potential to give back and do more as we grow. 

 

We’ve learnt a lot along the way, finding better ways to support the community, protect 
the planet, improve our garments and build a business. We want to share our journey 
(both the learnings and the mistakes) openly with our community, always. This page 
shares more about our actions and aspirations for the people and culture of Everpress.

Giving back

WHERE WE WERE

What we’ve done

What we’re doing next

We’ve been committed to giving back since we started, which is why we launched 50:50 
in 2016. Our annual drive to raise funds and awareness for causes that need it, we ask 
50 designers to create 50 T-shirts around one theme, with the profits going to one 
organisation or charity; past years have seen us work with Amnesty International and 
Justice4Grenfell. 



We’ve seen a lot of charity and fundraiser T-shirts over the past four years, and since the 
start we’ve also informally matched donations and helped platform fundraisers too. But 
we realised we needed to make our support more tangible.

Between January 2020 and December 2020 we donated:

£87,000 to charities
In 2020

£214,000 to charities
Aim for 2021

These donations went towards BLM causes, the NHS, support after the Australian 
wildfires and aid following the Beirut explosion.



In 2021 we created our Community Pot. Refreshing every quarter, this is a special pot of 
funds earmarked to help us support urgent campaigns as they arise, by matching 
donations raised, platforming causes and more. 



We’ve also launched Balance: Our biannual giving initiative, which runs in consultation 
with our community.

This year, we plan to more than double this support by pledging to give:

And we won't stop there, each year we intend to increase this donation to make sure 
continue to give back as we grow.

Culture

Community

WHERE WE WERE

WHERE WE WERE

What we’re doing next

What we’ve done

What we’ve done

What we’re doing next

Every two months we'll be hosting creator meet ups, giving everybody the chance to 
speak to our team as well as showcasing the amazing work being created by our 
community.

We're looking into ways to lend our studio space in East London to creators who need it 
to use it how they see fit.

In April our Culture Curator joined to help us get even more connected with our creators. 
And this summer we are launching our external board of accountability. This is a paid 
external board made up of members of our community, tasked with holding us to 
account and working with us on special projects.

Just like we introduced equality monitoring internally we're working on ways to accurately 
understand who we work with and how we can be more representative moving forward. 
We aim to set out our aspiration for this by the end of this summer.

Creator Town Halls

Making our Space Available

Board of Accountability

Equality Monitoring

We’ve grown quickly since 2016, and though we were proud of a lively, social workplace 
culture, we realised that while for some of our team Everpress was a great place to 
work, this wasn’t necessarily the case for everyone. 



Our first step towards change was hiring our Chief Operating and Sustainability Officer, 
back in February 2019. 



Since 2020, we’ve overhauled our company culture. This is twofold: we want to provide 
as much support for our staff as possible, to ensure the wellbeing of everybody who 
works at Everpress. This culture prioritises the wellbeing and representation of everyone. 
From our Black and Brown employees, to those from the LGBTQIA+ community, to those 
with disabilities.



But we also understand that part of this is giving our team the tools to create an inclusive 
workplace, and this means education and training. 

We were set up with the mission to support grassroots creators. Something we've been 
able to do from day one. And over the years we built a platform to help spotlight their 
work, and act as a creative resource too. Running our talk series, Everpress Meets, as 
well as initiatives like Community Broadcast, we've built a platform to help our community 
reach new audiences. By the start of 2020 we paid out £2.1 million to creators.

Alongside our activism days initiative, we want to match any donation to any charity 
made by any of our team through payroll

Through a combination of third-party validation, public transparency, and legal 
accountability, B-Corps accreditation means being held to account as a business. The 
scope of B-Corps is far-reaching, but at its core it means every aspect of business 
ought to be conducted as if people and place mattered, both within and outside of the 
company.

We know we won’t get better by only looking inward. So we’ll keep researching the most 
progressive company cultures from around the world, and we’ll hold ourselves to their 
standards too. 

As well as constantly refining our core values and policies through feedback and 
research, we will make sure all our commitments and standards are kept as jargon-free 
as possible, so that they are clear and accessible. We know that it’s not just about 
having policies, it’s about making sure everyone can access and understand them 

Matching Donations

Achieving B-Corp Accreditation

Look To Others

No Jargon

We’ve created more support for the team and made learning part of the culture by 
introducing:

As of May 2021 we're quickly approaching paying out £5million to creators. Supporting 
them and their creativity everyday. We have a team dedicated to supporting their 
success and track this along with ours daily. Our plan is to double-down on this support, 
finding more ways to help our creators achieve what they want by building an inclusive, 
supportive and creative community like no other.

Team

WHERE WE WERE

What we’ve done

When we started out in 2016, we were a team of just a few people working out of a tiny 
unit off Broadway Market. 



Fast forward four years to 2020, and we’d bloomed into a team of 33 people (and 
upgraded our office too, in the process). Like a lot of scrappy startups, this growth 
happened organically; hiring ad hoc for roles as the need for them emerged. As a result, 
by the time we’d become a team of 33, we didn’t have the internal HR department, or 
the rigorous hiring policies, to match our size.



In the summer of 2020 our community called us out for not doing enough to protect our 
Black and Brown employees. And it made us reflect on where we had fallen short.  We 
acknowledge this, and we are sorry.



The actions we take speak louder than any words could. This is why we’re focusing our 
efforts to do everything we can to make sure the same situation couldn’t happen again, 
and to safeguard the welfare and happiness of every single member on our team.

Building a team that’s as representative of wider society as it can be, in which every 
person feels supported, empowered, and able to be themselves, is work we’re 
committed to doing. And in the summer of 2020 we made a promise to double down on 
doing this work the right way. It means tangible initiatives that make hiring as accessible 
as possible, working to create a supportive internal culture, and constantly monitoring 
where we’re coming up short so that we can be better.



As of the first quarter of 2021, we’re a team of 51 people, and thanks to our now ongoing 
diversity monitoring (covering race, gender, sexual orientation, socio-economic 
background and disability) we know our team is:

We’ve also created new roles to make sure this work is happening daily within our team, 
and to help foster an inclusive workplace culture:

Diversity Inclusion and Equity Manager

Karys Coker, Joined sep 20’

MY ROLE IS TO MAKE SURE 
THAT EVERYONE FEELS SAFE 
AND COMFORTABLE TO BE 

THEMSELVES AT WORK.

For me, doing my job well means that I need to appreciate that 
what one person needs to feel safe will vary to what another person 
needs. I need to make space for all of these different requirements"

HEAD OF PEOPLE

Melanie Connor, JOINED MAY '21

I'M RESPONSIBLE FOR LOOKING 
AT DIFFERENT WAYS THAT WE 

CAN ATTRACT THE BEST PEOPLE, 
WHO ARE PASSIONATE ABOUT 

OUR MISSION AND VALUES.

I work with our leaders to develop great teams in which every 
person feels valued and is contributing to our success. As well as 
this I create unique experiences for our team to collaborate with, 

and learn from, each other and to develop their skills.

What we’re doing next

We’re an ever-growing team, and we see every new opportunity on our team as a 
chance to change for the better. In 2021, across our seven sections – finance, people, 
community, marketing, production, sales and tech – we’re set to hire 35 new people for 
entry-level positions all the way up to senior management. 



We are taking strategic steps to make sure each application process is as open as 
possible. This starts with the way that jobs are advertised, and includes promoting all our 
opportunities through different platforms, to help drive better representation in the 
applications we receive. 

Open Door Hour

Every week our Diversity Inclusion and Equity Manager holds an open doors forum for 
staff to bring feedback and concerns, or to seek advice. This is available to all, and is in 
complete anonymity too.

Internal Mental Health Support

There are now two fully trained Mental Health Aiders on our team, and every member of 
our team is entitled to take mental health days.

External Mental Health Support

We’ve set up a free and confidential mental health helpline, which runs 24/7. This 
includes our Employee Assistance Programme, through which anyone on our team can 
access six sessions of free therapy.

Mental Health Days

Mental health is treated like physical health, and we encourage our team to take time off 
when they need it. As well has having full team days off when we need it.

Policies To Protect Everyone

We reviewed our hiring, appraisal and disciplinary processes with the goal of removing 
blockers to genuine inclusivity and compassion. And introduced formal policies to look 
after our staff.

Diversity & Inclusion Induction

Every person who starts working on our team has a full D&I induction, given by our DI&E 
manager. This means that everyone on our team knows and understands from the very 
outset the standards we want to uphold.

Compulsory D&I Workshops

And this training continues for everyone through the time they’re on the team, with D&I 
workshops to augment our knowledge, and ensure we’re continuing to work inclusively.

Hustle Crew Partnership

We partnered with Hustle Crew, a D&I consultancy, over the summer of 2020, to lead our 
team through a series of workshops and events. Since, we’ve created the roles to 
enable us to carry on this work internally.

Sustainability and D&I Committee

Our committee of 6 people was set up to hold us accountable, and to make sure we’re 
consistently doing everything we can as a team and as individuals.

Activism Days

We take a holistic approach to internal culture, which means emboldening our team to 
help in the community too. Every year each member of our team is entitled to take two 
activism days, to work with any organisation of their choosing.

Ongoing Events

We keep an ever-changing programme of events to promote discussion and change, 
including: workshops on LGBT inclusion and gender, as well as external expert speakers, 
who can share their experience and knowledge.
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We know that diversity is important throughout any company too, not just at the lowest 
level. So we’re monitoring our management stats too: 

If you have any questions about Diversity and 
Inclusion at Everpress, you can reach out to us.

diversity@everpress.com
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