
Gender Pay Report
 

2025 

1



Introduction 

Our goal continues to be minimum of 45% of females in leadership roles. Although this has 
decreased slightly over the year as we have reset our organisational model, we were delighted 
to welcome 9 new female leaders to our business, 10% of our leadership population. The lower 
level roles in our organisation continue to be male dominated which is not uncommon for a 
manufacturing operation, However we have set up a partnership with GAIA, a marketing 
recruitment agency, to help us ensure our talent attraction approach appeals to females in roles 
that are traditionally more male dominated. 

We are proud of our our position on being an inclusive organisation with a score of 85% for 
the question “I can be myself at work”. inclusive leadership is a core part of our leadership 
development. 

Creating a balanced workforce continues to be at the centre of our People strategy and I am 
very much committed to supporting the success of female talent in AG Barr. 

The numbers in this report are from April 2025 as per the regulatory requirements.

Euan Sutherland
Chief Executive Officer 

 
We continue to focus on building a balanced and inclusive workforce as we believe this is the 
foundation for a high performing organisation. We recognise that do this authentically takes 
time, although we are pleased with our progress over the past 12 months. There is always more 
opportunity and we have clear plans to continue to make positive progress over the year ahead. 
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The Gender Pay Gap is the difference between the 
average pay men and women earn. 

The Gender Pay Gap is primarily influenced by the 
amount of men and women working in the organisation 
and the level of seniority. 

The Gender Pay Gap is not the same as equal pay. 
Equal pay refers to men and women receiving equal 
pay for doing the same or similar jobs, which is a legal 
requirement.

Mean Gender Pay Gap The Mean The Quartiles

How do we calculate it? - The Median

What is Gender Pay?
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Workforce Demographics 

Female 
Employees 31%

(2024: 29%)

Female ExCo 
& Board

Members
5

(2024: 5)

Male
Employees 69%

(2024: 71%)

Male ExCo 
& Board

Members
7

(2024: 6)

AG Barr Group  
Employees 933

(2024: 927)

Female
ExCo & 

Board 
Members

42%
(2024: 45%)

Level  1 to 3

Level 5 to 7

70% 30%

39%61%

Previous reports focused solely on the Barr Soft Drinks division of the AG Barr Group, as the Funkin and Moma divisions operated as 
separate entities. The 2025 Gender Pay report encompasses the entire AG Barr Group as at the point of April 2025. 

In accordance with regulatory mandates, all individuals employed by the AG Barr Group as of April 5, 2025, were classified as relevant 
employees, irrespective of whether they received their full rate of pay in April. This constitutes the sample group utilised for our bonus 
calculations.

Full-pay relevant employees represent a subset of relevant employees who received their complete rate of pay in April. This subgroup forms 
the basis for our pay calculations. Individuals receiving a reduced rate of pay, for instance, due to parental leave, are excluded from this 
particular group.

Population By Level  
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The Numbers

52.4%
(2024: -17.2%)

-10.3%
(2024: 22.9%) 

7.2%
(2024: -13.3%)

-1.2%
(2024: -6.0%)

AG Barr Group
Median 

Gender Pay Gap

AG Barr Group
Mean

Gender Pay Gap

Mean Bonus
Pay Gap

Median Bonus
Pay Gap

% Employees 
receiving a 

bonus payment

(2024: 91%)(2024: 93%)

23.2% 21.3%

If you lined up all the 
women and men 
separately, the 
median is the 

difference between 
the hourly rate of the 

middle woman 
compared to the 

middle man. 

The difference in the 
average bonus for 

women compared to 
men.

If you lined up all the 
women and men 
separately, the 
median is the 

difference between 
the bonus value of 
the middle woman 
compared to the 

middle man.

Due to timing of our annual bonus payment, the 
only colleagues receiving a bonus in the time 
period were our Field Sales team who receive a 
quarterly bonus, and those who deferred their 
payment from March 2024 to April 2024. As our 
annual bonus was paid in March 2024 and April 
2025 for the majority of the population, it falls 
outside of the reporting period which has an impact 
on the data. 

Positive numbers are favourable to men, and negative numbers are favourable to women.
The context behind the numbers below is shared on slide 6. 

The difference in the 
average hourly pay 

for women compared 
to men.
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432

Flow for the day…

Removal of 
Non-Executive 

Directors from the 
Data

While previously included, it 
is not typical for this 

population to be included in 
the numbers It can mask true 

gender pay gaps due to 
what equates to high hourly 
rates driven by low weekly 

hours. We have now aligned 
with the more common 
approach of excluding. 

1

Key reasons for the swing in the numbers  

Timing of 
Annual Bonus 

Payment 

The statutory period for 
including bonus metrics is 
April 2024 - March 2025. 

Our annual bonus was paid 
in March 2024 and then 

April 2025 so has not fallen 
within this time period which 
is why the data is impacted. 
The payment timings of our 

annual bonus moved to April 
this year. 

Population 
Included 

This report is  a more 
comprehensive gender 

pay gap analysis for A.G. 
Barr PLC,  including 

MOMA and Funkin due 
to recent business 
integration. The 

expansion incorporates 
approximately 100 

additional colleagues, 
contributing to the data 

presented.

Representation

The majority of roles at 
AG Barr are 

manufacturing, 
warehousing, and 

transport positions, where 
the workforce is 

predominantly male. 
Femaile representation 
increases in the upper 
quartile, giving a more 

favourable pay outcome 
for females.  
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2025 2024

M F Change 
(F) M F

Upper 64.5% 35.5% -3.3% 61.2% 38.8%

Upper Middle 72.7% 27.3% 0.6% 73.3% 26.7%

Lower Middle 73.2% 26.8% 2.7% 75.9% 24.1%

Lower 66.8% 33.2% 4.8% 71.6% 28.4%

In line with the regulations, the gender distribution across 
four equally sized quartiles based on pay range
is also reported.

Female representation is consistently lower than male 
representation throughout each quartile. This is
largely due to the fact that the majority of roles at AG Barr 
are manufacturing, warehousing and
transport positions, where the general market and Barr Soft 
Drinks’ workforce are predominantly male.

Female representation is largest within the upper quartile,a 
large proportion are within the highest paid,
thus impacting the pay gap, and resulting in a pay gap in 
favour of females.

Pay Quartiles
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AG Barr's 2025 Gender Pay Report demonstrates ongoing advancement towards a pay gap of 0%. Nevertheless, the incorporation of 
Funkin and Moma teams into the reporting following a recent organisational model integration, the payment dates of annual bonus in 

relation to the reporting period, and the exclusion of Non-Executive Directors from the reporting scope to align with common practice, 
have resulted in swings in the data. The report indicates that while female representation is lower in entry level manufacturing roles, it is 

most significant within the upper quartile, thereby positively influencing the pay gap for females.

PAY
1. The mean pay gap for AG Barr Group is 7.2%, indicating 

a pay gap in favour of males. The mean pay gap last year 
for Barr Soft Drinks was -13.3%. 

2. The median pay gap is -1.2%, indicating a pay gap in 
favour of females. 

3. The range is a point of representation. We have more 
males in junior roles, specifically within our Supply 
Chain, and more females in more senior roles, 
specifically within Commercial and Central Functions. 

BONUS
1. The mean bonus pay gap is -10.3%, in favour of females 

and the median bonus gap is 52.4%, in favour of males 
2. The bonus data is impacted by the timing of the annual 

bonus payment in relation to the gender pay reporting 
period, as outlined in slide 6. As with any performance 
related variable pay scheme, the bonus payment 
thresholds are linked to business performance and can 
vary significantly from one year to the next. In addition 
there is a link to personal performance. As a result, 
bonus pay gaps generally fluctuate more than pay gaps. 

According to the October 2025 ONS Annual Survey of Hours and Earnings (ASHE)) the National gender pay gap is 6.9%, down 
from 7.1% in April 2024. 
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Statutory Disclosures
2021 2022 2023 2024 2025

% male / female employees 70.5% / 29.5% 71% / 29% 71% / 29% 71%/29% 69%/31%

Mean gender pay gap 3.0% -5.1% 1.4% -13.7% 7.2%

Median gender pay gap 2.7% -6.0% -4.6% -5.5% -1.2%

Mean bonus pay gap 42.2% -1.1% 19.1% 22.5% -10.3%

Median bonus pay gap 0.0% -17.6% -5.0% -16.7% 52.4%

% male / female receiving a bonus payment 84% / 82% 89% / 93% 94.3% / 95.1% 91.7%/94.7% 21.3%/23.2%

Upper quartile (male% / female%) 68% / 32% 63% / 37% 67% / 33% 61%/39% 65%/35%

Upper middle quartile (male% / female%) 75% / 25% 72% / 28% 71% / 29% 76.5%/23.5% 73%/27%

Lower middle quartile (male% / female%) 71% / 29% 72% / 28% 74% / 26% 74.5%/25.5% 73%/27%

Lower quartile (male% / female%) 70% / 30% 74% / 26% 72% / 28% 71.5%/28.5% 67%/33%

Declaration 

We confirm that the information and data reported is accurate and in line with the Equality Act 2010 (Gender Pay Gap Information) 
Regulations 2017.

Alison Gowen
Chief People Officer 9



Executive coaching 
in place for senior 

female leaders. 
. 

54321

Our Continued Focus on Gender Balance 

Talent 
Attraction 

Partnership 
commenced with 

Gaia to ensure our 
talent attraction 

approach is 
appealing to females 

roles 

Inclusive 
Leadership 

A core focus of our 
Leadership 

development is 
inclusive leadership - 

supported by We 
Are Utopia. 

STEM Careers 
Playing our part to 

support females into 
STEM careers from 

an early age through 
our work with 

schools. 

Supporting 
Career Growth 
Our Rising Stars talent 
programme has over 

20 females from more 
junior levels in our 

organisation to support 
their career growth - 
around 10% of this 

colleague population 

Senior Leader 
Development 
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