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MOLSON COORS Gender Pay Report

This report provides information on our 2021 gender pay gap and is an 
important part of how we hold ourselves accountable in our mission to make 
inclusion our way of doing business and ensuring equity for all our people.



MOLSON COORS Gender Pay Report

People make the difference at Molson Coors
With such a strong heritage dating back over two centuries, Molson Coors produces beloved beers alongside an exciting and growing portfolio of beverages  
beyond the beer aisle. Our Imprint 2025 goals, which form part of our Environmental, Social and Governance (ESG) approach, are focused around two pillars -  
People and Planet. ESG Report 2021. As part of that focus on People, we’re committed to making diversity, equity and inclusion (DEI) part of the fabric of our culture.  
We know we are at our best when we are free to be our true selves, and by creating an inclusive environment where all our people feel they belong and empowered  
to bring their whole selves to work makes us a better and more successful business. 

We are committed to advancing our people first culture and to using gender pay gap and other data, to drive meaningful and sustainable cultural change.

 SUMMARY 
• The overall 2021 median gender pay gap is 4.13% (the UK average is 15.4%). Following an increase in 2020, we are delighted that our gap has reduced 

further than in prior years to demonstrate our commitment to improve the representation of women in senior roles and our reward practices and principles. 
In 2021 we have increased the number of female leaders in our UK leadership team, bringing us to 40% female representation, and 43% of our external  
hires in 2021 were female helping to redress the gender balance in our workforce.

• In the UK, we have been certified as a Top Employer for the 8th time in 2021 and have been awarded the MIND Gold Workplace Wellbeing award. While we are 
making positive progress, we know there is still more to do. We are committed to delivering our diversity, equity and inclusion strategy and to be recognised as a 
first-choice employer whose people reflect the customers we serve and broader society. 

• We will continue to share the annual results and look forward to sharing our progress.

DECLARATION
We confirm the information and data 
reported is accurate as of the snapshot 
date 5th April 2021 and in line with the UK 
Government’s Equality act 2010 (Gender 
Pay Gap information) regulations 2017.
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Adam Firby
Human Resources Director, 
Western Europe

Phil Whitehead
Managing Director, 
Western Europe

https://www.molsoncoors.com/sites/molsonco/files/ESG-Report-2021-EN-3252022_0.pdf
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MEAN GENDER PAY GAP

How we do the 
calculations
The criteria for reporting the gender pay gap  
has been developed by the UK Government

They are:

•  Mean (average) and median (middle) base pay gap across all employees

•  Mean (average) and median (middle) bonus gap across all employees

•  Proportion of males and females who received a bonus payment

•  Proportion of males and females per earnings quartile

What does this mean in practice?

GENDER PAY GAP VS EQUAL PAY:  
WHAT’S THE DIFFERENCE?

Equal pay is paying people the same salary for doing work of equal 
value, regardless of gender. This has been UK law since 1970.

The gender pay gap measures the difference between the average  
earnings of men and women. The mean gender pay gap shows 
the difference in the average hourly rate of pay between men and  
women in a company.

THE MEDIAN

Put all a company’s men in line from 
lowest to highest hourly salary.

Now put all the women in line next to  
them, also from lowest to highest  
hourly salary.

Find the man and woman at the centre 
of their lines and work out their salary 
difference.

We do the same with bonus payments.

THE MEAN

To get our mean, we compare the average hourly salaries 
between all men and women. We do the same with bonus 
payments for men and women within the reporting period.

THE QUARTILES

We also work out how many women and men are in each  
quartile pay range by listing all salaries and then splitting them 
into four equally sized groups, ranging from highest to lowest.

Average (mean)
hourly pay

Average (mean)
hourly pay

The mean  
gender pay gap Number 

of males

Number 
of females

Mean 
salary

Mean 
salary

The difference

Lower Second Third Upper

Lowest salary Highest salary

Median salary

Median salary

The difference

Lowest hourly salary Highest hourly salary

Lowest hourly salary Highest hourly salary
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Gender Pay Gap in Hourly Pay
We calculated our reportable gender pay gap by compiling salary data on 1,850 employees, of which 73% were male and 27% female. A proportion of employees were furloughed 
during the time of the snapshot date and received 100% of their normal salary and are therefore full-pay relevant for pay gap reporting purposes. To comply with legal requirements 
of gender pay gap reporting, there are some of our employees who are not included in the calculation. This is because they work for entities with fewer than 250 people. However, we 
feel it is important to be as transparent as possible and so we are including in this report information on our entire UK and Ireland population. This helps us to better understand the 
issues affecting the pay gap.  We are happy that our median pay gap is significantly lower than the national average, but we know we still have much work to do.

For every £1 a man earned, a woman earned 96p (the comparable 2020 figure was 91p for every £1 a man earned). Key factors of our pay gap are:
 • A higher proportion of our senior positions are held by males
 • A higher proportion of males work shifts and so receive shift pay on top of their basic pay
 • A higher proportion of males choose to opt for a cash allowance instead of a company car

 

We would like to see equal male/female distribution  
across all quartiles, and more in line with our overall  
male/female population and we are taking positive  
steps to make this happen.

Male

Female

This shows the proportion of men and women in each pay quartile, ranging from the lowest hourly rate of pay to the highest.  Each quartile has an equal number of colleagues.

Salary Quartiles

73%
Overall

27%
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68%
Lower

32%

68%
Upper

32%

 

Reportable Figures

YEAR MEANMEDIAN

2017 5.87%7.35%

2018 5.25%11.48%

2019 2.50%9.21%

2020 4.30%9.37%

Median  4.13%

Reportable Figures

Mean  1.80%

Reportable Figures

Mean  0.44%

UK & Ireland combined

In 2020 this was 2.59%

Median  6.44%

UK & Ireland combined

In 2020 this was 12.31%

72%
Second

28%

82%
Third

18%
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receiving 
a bonus payment

Although the proportion of females receiving a bonus is higher than males, not all of our bonus plans reached the threshold for a payment to be made due to the 
Covid pandemic. The reportable figures represents UK based employees included in bonus plans outside of our Western Europe business unit.
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2%
2021

4%
2021

Bonus Gender Pay Gap
We calculated our reportable bonus gender pay gap by compiling bonus data on 1,937 employees, of which 71% were male and 29% female. To comply with legal requirements of gender 
pay gap reporting, there are some of our employees who are not included in the calculation. This is because they work for entities with fewer than 250 people. However, we feel it is 
important to be as transparent as possible and so we are including in this report information on our entire UK and Ireland population. This helps us to better understand the issues 
affecting the bonus pay gap. The increase in the last two years to our median bonus pay gap is due to the impact of the covid pandemic because not all of our bonus plans reached the 
threshold for payment to be made, but we know we still have much work to do.

 

Reportable Figures

YEAR MEANMEDIAN

2017 26.4%5.3%

2018 22%10%

2019 20.5%15.9%

2020 22.3%41.20%

Median  47%

Reportable Figures

Mean  60%

Reportable Figures

Mean  60%

UK & Ireland combined

In 2020 this was 17.08%

Median  47%

UK & Ireland combined

In 2020 this was 36.05%
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Celebrating Success and Moving Forward
Based on our DEI regional action plan the information below highlights some of our success stories and also areas of focus with initiatives that will support our 
ambition to improve the pay gap and we look forward to sharing our progress in the next report.

So Far…. 
 •  43% of 2021 external hires were female, compared with 23% 

leavers being female, positively shifting our male/female 
demographic.

 •  Inclusive Leadership training plan scaled up to include DEI 
awareness training to circa 390 leaders of all levels during 2021 
– achieving an average 4.66/5 learning effectiveness score.

 •  Inclusivity Calendar launched promoting awareness days such as 
International Women’s Day, Pride and International Men’s Day. 

 •  Established a regional Inclusivity Forum with representatives 
from across the business championing DEI initiatives within  
their  functions.

 •  Blind CVs deployed across multiple vacancies including x 4 
STEM graduate placements, with 3 hires being female of  
diverse ethnicity.

 •  Teaming with Black Young Professional and Women in 
Engineering to attract more diverse applicants to our vacancies.

Moving Forward…. 
 •  Regional Data Gathering activity planned to gather and analyse 

data relating to gender, disability, ethnicity, sexual orientation 
and religion (markets permitting).

 •  Signed up as Headline Sponsor of Grocery Aid ‘Diversity in 
Grocery Programme 2022’ to drive forward DEI change within  
the industry sector.

 •  Blind CV and panel hiring approach to be adopted for all 
graduate and entry talent opportunities minimising the risk of 
bias from hiring managers.

 •  Widen our talent attraction partnerships to include Women 
Returners in STEM.

 •  Continue to Roll out Respect in the Workplace awareness training 
across all business areas, driving stronger accountability for DEI 
at an individual level.

 •  Establish a regional DEI Leadership council to operationalise our 
DEI strategy and accelerate change within the workplace.

 •  Transition from one Inclusivity Forum to four Employee Resource 
Groups, including one targeted to the topic of Gender.


