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WHAT IS THE 
GENDER PAY GAP?

Understanding our 
workforce profile

How do we measure 
the gap? 

Mean pay gap

Median pay gap
The gender pay gap is calculated as the difference 
between average hourly earnings (excluding overtime) 
of men and women as a proportion of men’s average 
hourly earnings (excluding overtime). It is a measure 
across all jobs not the difference in pay between men 
and women for doing the same job. 

We are one of Europe’s leading fresh produce 
companies. We are an international marketing 
led farming business. Established in 1952, 
G’s is fully vertically integrated and is driven 
by market leading innovation and customer 
insight. We supply customers across UK, Europe 
and the USA. The company is, at its heart, a 
family business with very strong values for its 
people, its customers, and its suppliers, as well 
as enormous respect for the environment and 
nature.

Barway Services Ltd (BSL) is part of the G’s brand 
and is required to publish an annual gender pay 
gap report.

We employed as of 5th April 2021 686 
employees.

The government provides specific calculations on 
how the Gender Pay Gap is calculated with detailed 
guidance on formulating the date to present the 
following:

• The mean and median pay gap

• The mean and median bonus

• The proportion of male and female employees 
who receive a bonus

• The proportion of male and female employees 
within each pay quartile

The mean gender pay gap is the difference in the 
average hourly pay for women compared to men. 

The median represents the mid-point of a population 
if you separately lined up all women and men from 
lowest to highest paid. The median pay gap is the 
difference between the hourly rate for the middle 
women compared to the middleman. 
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What is our gender pay gap?

Mean and median pay gap

male

Female

��%

��%

• The mean pay gap demonstrates that on average men are paid 5.56%, in £ value this represents £0.56p 
higher than women. This is an increase on previous years reporting where we had a 3% gap (£0.34p) in 
2019/2020. 

 
• The median pay gap displays that on average men are paid 3.85%, in £ value this represents £0.35p 

higher than women.  This is an increase on previous years reporting where we had a 2% gap (£0.13p) in 
2019/2020. 

• The workforce comprises of 69% males and 31% Female, which is relatively consistent on 2019/2020 
reporting (70/30 ratio). 

• The national average for all industries combined is 14.6% and the food industry average pay gap is 11.4% 
in favour of men (ref. latest release from www.ons.gov.uk).
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Commitment

Our Company values: Trust, Efficiency, Quality, Expertise and Can-Do are imbedded with our business. They 
support our on-going approach to narrowing our gender pay gap by ensuring we are driven by excellence, put 
people first and trust underpins all that we do.
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Mean and median 
bonus gap 

Proportion of colleagues 
awarded a bonus

• Our mean bonus gap highlights on average men are 
paid 76.04% more than women, this represents an 
improvement on 2019/2020 where the mean bonus 
gap was 100%.  

• Our median bonus gap also highlights significant 
improvements as there is a 0% difference in the 
median bonus gap between men and women Vs 
2019/2020 where the gap was 100%.

In respect of receiving a bonus significant improvements 
have been made, 9% of men and 9% of women are now 
receiving a bonus Vs 2019/2020 figures where 2% of 
males and 0% of females where in receipt of bonus.  

There are 91% of males and 91% of women who are not 
receiving a bonus Vs 2019/2020 where 98% of males and 
100% of females did not. 

Pay quartile represents the pay rates from the lowest 
to highest across the organisation, split into equal-
sized groups, with the percentage of men and women 
represented in each quartile. 

 

The % of women with Q1 and Q2, which are the Upper 
and Upper middle quartiles, has the smallest gap between 
gender proportion with women representing 41% within 
each quartile, however the lower and lower middle 
quartiles demonstrate women only represent 20%. 

Pay Quartile Proportions
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Pay Quartile Proportions 

What do our Quartiles 
tell us? 

‘‘there is a �% 
difference in 
the median 
bonus gap 
between men 
and women



from a strong foundation of trust and understanding 
that operations evolve and adapt overtime. 

A great place to work cares about and supports its 
employees whilst also challenging them to grow with 
the company. Managers and employees trust and 
respect each other and have a shared commitment to 
both individual and company success.

Equal opportunities - This is a continual programme. 
We know flexibility is vital to our workforce, but that 
flexibility could also be a factor limiting progression. 
Our efforts to close the gender pay gap will consider 
whether we could go further in supporting those 
within factory operative roles, without undermining 
their ability to have their own work/life balance and 
progress their careers. 

Continuing to create an inclusive culture - We 
will ensure gender diversity is an integral part of 
our business strategy, continuously identifying 
potential underlying clauses of the gender pay gap. 
Our internal resourcing team are in a progression 
of growth and alongside this we are currently 
developing and focusing on competency-based 
interview frameworks alongside advance interview 
techniques training to ensure we have a fair/inclusive 
and consistent platform within our recruitment 
strategy. 

Career Pathway/Development programme - 
Increased clarity and development of our career 
pathways and building upon on current job banding 
and associated terms. 

Overall, our Company values reflect what our teams 
across G’s and BSL believe in, Trust, Efficiency, 
Quality, Expertise and Can-Do. With these values 
in mind, they support our on-going approach to 
narrowing our gender pay gap by ensuring we 
are driven by excellence, put people fist and trust 
underpins all that we do.

We confirm the information and data is accurate 
and has been calculated in line with the UK 
Governments Equality Act 2010 (Gender Pay 
Gap Information) Regulation 2017. 

Henry Shropshire, MD - BSL
Louise Zirpolo, HR Director - UK

At BSL our men and women receive equal pay for 
the same or broadly similar work; work rated as 
equivalent under a job evaluation scheme; or work of 
equal value. 

The gender pay gap does not stem from paying men 
and women differently for the same or equivalent 
work. Our gender pay gap is the result of the roles in 
which men and women work within the business and 
the salaries that these roles attract. 

Across the UK economy, women earn less across 
their careers for complex and often related issues. 
There is no single or simple explanation behind the 
gender pay gap numbers or the pay gap in society 
more generally. Job differences, age, education, 
training, length of service, life and career choices all 
play a part. As we look to understand and address 
our gender pay gap, we are exploring whether caring 
responsibilities, unconscious bias in recruitment or 
promotion and the gender split in the talent pool for 
different kinds of roles may be playing a part. 

We know this is a societal and business issue. 
Research shows that businesses with more diverse 
workforces tend to be higher performing. Via these 
transparency regulations, the Government has also 
put the onus on businesses to help create a bigger 
discussion about the issues and the changes required. 
As gender pay gap reporting is now forming part of 
annual business as usual management information, 
we can start to track its impact on our recruitment, 
retention, and reputation. 

There continues to be no single or simple explanation 
behind our gender pay gap numbers. We know across 
our organisation we have significantly more men in 
our higher-level quartiles therefore management 
roles. 

Our gender pay gap figures show that there is scope 
for improvement in our businesses and demonstrate 
that we can still do more to encourage women to 
progress into higher paid roles. 

Great Place to Work – As a business we have 
decided to embark on a cultural change programme. 
This will in turn support our desire to address 
the gender pay gap. This programme will involve 
continually looking at ways to improve, stemming 
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What is BSL doing to 
address OUR gender 

pay gap?

Declaration 

Addressing the Gap

How?




