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Executive summary
Gender pay gap overview

The Group median gender pay gap increased to 12.2% in 2026,  
reflecting increases across parts of the Group. 

These year-on-year movements reflect a combination of diversity 
challenges within the software industry, organisational changes 
across the business, and the impact of relatively small team sizes 
(which can result in greater volatility in the gender pay gap results).

Facilisgroup, the Group’s technology business, continues to have the 
largest median pay gap at 26.2%, although this remains a reduction 
from 2024.

Brand Addition’s combined median gender pay gap remained in 
favour of women, widening to -12.4%, while Brand Addition UK 
continued to move closer to parity.

The number of Brand Addition UK's employees (216) falls below the 
UK's mandatory gender pay gap reporting threshold (250).

Median gender pay gap

Group

Brand Addition (all sites combined)

Facilisgroup

Brand Addition (UK sites only)

8.9% 5.3% 12.2%

2024 2025 2026

33.8%
24.3% 26.2%

2024 2025 2026

-12.7% -9.0% -12.4%

2024 2025 2026

-15.8% -12.4%
-5.9%

2024 2025 2026



3

Gender pay gap - explained
Gender pay gap explained

Legislative requirements:

Gender pay gap (GPG) legislation requires employers in the United Kingdom with 250 
employees or more to calculate and publish on an annual basis gender pay gap data. 

Gender pay is not to be confused with equal pay:

Gender pay is the measure of the difference between the average earnings of men and 
women (irrespective of their roles or seniority).

Equal pay is our legal obligation as an employer to give equal pay for equal work and is 
distinct from gender pay. Our pay gap is not the result of equal pay issues.

Gender pay gap calculations are based upon:

Hourly pay calculated from April (monthly) salary before deductions for ‘full-pay relevant 
employees’ (including any bonuses paid in the previous 12 months).

Bonuses paid to all employees in the 12-month period leading up to 5th April 2026.
3
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Gender pay gap - explained
Gender pay gap explained

What we need to report on:

• Mean and median gender pay gap based upon an hourly rate of pay calculated from 
pay on 5th April 2026, including any bonuses paid in the previous 12 months (April 
payroll).

• Mean and median bonus pay gap which considers any bonus pay received in the 12 
months leading up to 5th April 2026.

• Proportion of men and women receiving a bonus payment.

• Proportion of men and women in each pay quartile (looking at the proportion in four 
pay bands when we divide our workforce into four equal parts).

• The gender pay gap is expressed as a percentage of male earnings. A negative pay 
gap means that women are collectively paid more than men.

Mean and median explained

The mean pay gap is the difference in the average 
hourly pay for one group compared to the other, 
within our organisation (men compared to 
women).

The median pay gap is the middle point of a 
population. If we were to rank our men and 
women separately (in terms of hourly pay, inc. 
bonuses) from the lowest to the highest, the 
middle team member is the median.  

The mean and median are important metrics and 
need to be looked at together. However, the 
median is the most commonly used when 
performing comparisons as the mean can be 
skewed by fewer individuals earning more in the 
upper ranges.
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Gender pay gap – Overview of results
Results breakdown

The Group and Facilisgroup’s median gender pay gaps widened year-on-year. Brand Addition overall remained 
in favour of women at -12.4%, while Brand Addition UK moved closer to parity at -5.9% (from -12.4%).
 

Business Median GPG Details

Brand Addition

All sites combined UK only • The combined median gender pay gap at Brand Addition increased year-on-year, while 
the UK business saw a reduction of 6.5%. These movements were influenced by 
changes in the mix of starters and leavers which, given the relatively small employee 
population, can have a disproportionate impact on reported results.

• Brand Addition’s gender pay gap continues to reflect a higher overall proportion of 
women than men across the business, which is consistent with a median gender pay 
gap in favour of women.

-12.4%
An increase of

-3.4% from 2024

-5.9%
A reduction of

6.5% from 2024

Facilisgroup +26.2% 
An increase of 1.9% from prior year

• Facilisgroup’s median gender pay gap widened by 1.9% to 26.2%, remaining the highest 
across the Group. This movement reflects ongoing challenges in recruiting women into 
software-based roles.

• The gender pay gap at Facilisgroup remains high, due to a male-dominated upper pay 
quartile, which is a characteristic of a software-based business, where the available 
talent pool remains uneven. 

Full Group +12.2% 

An increase of 6.9% from prior year

• The combined Group median gender pay gap increased in 2026, reflecting the 
consolidation of results across multiple businesses and sites of differing sizes, where 
changes within individual businesses can partially offset each other in the overall 
Group outcome.
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Median gender pay comparison
Results summary

16.1%

12.8%

26.2%

-5.9%

-12.4%

12.2%

UK Gender Pay Gap (ONS)

Note: A negative gender pay gap shows that women are collectively paid more than men.

16.1%

13.1%

24.3%

-12.4%

-9.0%

5.3%

2026 Median gender pay gap 2025 Median gender pay gap

Brand Addition (UK sites only)

Brand Addition (all sites combined)

UK national median GPG (2024)

The Pebble Group (Full Group)

Facilisgroup

US (Missouri 2023) median GPG

UK national median GPG (2025)

Facilisgroup

US (Missouri 2023) median GPG

Brand Addition (UK sites only)

Brand Addition (all sites combined)

The Pebble Group (Full Group)

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/genderpaygapintheuk/2024
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Gender pay gap – The Pebble Group
Results summary

Gender pay gap April 2026 April 2025 April 2024

Gender Pay Gap
Mean 13.5% 14.5% 25.4%

Median 12.2% 5.3% 8.9%

Bonus Pay Gap
Mean 47.5% 37.6% 30.5%

Median 13.9% 24.8% 19.3%

% Employees 
receiving a bonus

Male 41.6% 36.7% 14.6%

Female 43.5% 34.1% 26.7%

55%

37%

40%

42%

45%

63%

60%

58%

Upper

Upper mid

Lower mid

Lower

56%

34%

38%

42%

44%

66%

62%

58%

Upper

Upper mid

Lower mid

Lower

Proportion of men and women by pay quartile

April 2026 April 2025

Headcount (April 2026)  Male Female

210 299

Male FemaleKey

Key Points

• The Group mean pay gap improved to 13.5% in 2026, down from 14.5%, while the 
median pay gap widened to 12.2% from 5.3%.

• Bonus outcomes were mixed, with the mean bonus gap increasing to 47.5%, while 
the median bonus gap reduced to 13.9%. Bonus participation was more closely 
matched with 41.6% for men and 43.5% for women receiving a bonus.

• Facilisgroup remains the main driver of the Group median gap (with a median pay 
gap of 26.2%), while Brand Addition continues to offset this with a negative median 
gap.

• Comparing the median GPG to the UK ONS figure, the Group remains below the 
average of 12.8%.

• As the Group gender pay gap combines results for Brand Addition, Facilisgroup 
and the Group Head Office across multiple sites and countries, year-on-year 
results can vary, with differences between businesses partially offsetting each 
other in the overall Group result.

• The following slides provide the results of each business in more detail. 
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Gender pay gap – Brand Addition (all sites combined) 
Results summary

Gender pay gap April 2026 April 2025 April 2024

Gender Pay Gap
Mean 2.2% 5.8% 4.2%

Median -12.4% -9.0% -12.7%

Bonus Pay Gap
Mean 22.9% 44.4% 38.5%

Median -27.5% 40.0% 36.2%

% Employees 
receiving a bonus

Male 26.1% 21.0% 16.0%

Female 36.8% 26.0% 29.0%

43%

33%

46%

42%

57%

67%

54%

58%

Upper

Upper mid

Lower mid

Lower

43%

29%

45%

41%

57%

71%

55%

59%

Upper

Upper mid

Lower mid

Lower

Proportion of men and women by pay quartile

April 2026 April 2025

Headcount (April 2026)  Male Female

165 253

Male FemaleKey

Key Points

• In 2026, Brand Addition's median gender pay gap remained in favour of women 
at -12.4%, compared with -9.0% in 2025.

• The mean pay gap narrowed to 2.2% from 5.8%. 

• The overall workforce and pay quartile mix continues to influence the median 
gender pay gap, with more women employed across the business. However, there 
was positive progress with an increase of men in the upper middle quartile band.  

• Bonus participation increased for both men and women in 2026, rising to 26.1% for 
men and 36.8%.

• Bonus gaps reduced year on year, with the mean bonus gap moving to 22.9% from 
44.4% and the median bonus gap moving to -27.5% from 40.0%.

• As Brand Addition operates across multiple sites and countries of varying sizes, 
including smaller locations with required senior leadership roles, year-on-year 
gender pay gap results can show greater variation, as individual roles can have a 
more pronounced impact on the combined results.
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Gender pay gap – Brand Addition - UK
Results summary

Gender pay gap April 2026 April 2025 April 2024

Gender Pay Gap
Mean -1.7% 0.3% -0.6%

Median -5.9% -12.4% -15.8%

Bonus Pay Gap
Mean 13.9% 38.6% 52.1%

Median -107.1% 25.0% 25.0%

% Employees 
receiving a bonus

Male 21.4% 22.0% 10.7%

Female 40.9% 39.0% 24.1%

44%

33%

44%

40%

56%

67%

56%

60%

Upper

Upper mid

Lower mid

Lower

43%

30%

41%

46%

57%

70%

59%

54%

Upper

Upper mid

Lower mid

Lower

Proportion of men and women by pay quartile

April 2026 April 2025

Headcount (April 2026)  Male Female

84 132

Male FemaleKey

Key Points

• Brand Addition UK’s median gender pay gap moved closer to parity at -5.9%, 
compared with -12.4% in 2025.

• The mean pay gap changed to -1.7% from 0.3%, with the overall result remaining 
sensitive to the male-female mix and pay-quartile distribution within the UK.

• Bonus participation increased for both men and women, to 21.4% and 40.9% 
respectively; however, there was a large increase in the median bonus pay gap.

• Brand Addition UK remains below the UK GPG reporting threshold, with headcount 
at 216 employees.

• Given the relatively small UK employee population, the gender pay gap is 
particularly sensitive to the male-female mix across the business, meaning that 
modest changes in headcount or role distribution across sites, function or 
department can have a more pronounced effect on year-on-year results.
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Gender pay gap – Facilisgroup
Results summary

Gender pay gap April 2026 April 2025 April 2024

Gender Pay Gap
Mean 21.8% 23.7% 22.5%

Median 26.2% 24.3% 33.8%

Bonus Pay Gap
Mean 42.2% 56.2% -62.3%

Median 22.9% 32.0% -177.1%

% Employees 
receiving a bonus

Male 89.1% 86.7% 12.1%

Female 82.5% 84.2% 15.6%

67%

57%

52%

36%

33%

43%

48%

64%

Upper

Upper mid

Lower mid

Lower

80%

43%

48%

48%

20%

57%

52%

52%

Upper

Upper mid

Lower mid

Lower

Proportion of men and women by pay quartile

April 2026 April 2025

Headcount (April 2026)  Male Female

46 40

Male FemaleKey

Key Points

• In 2026 Facilisgroup reported a median gender pay gap of 26.2%, up from 24.3% 
in 2025, while the mean gap improved to 21.8% from 23.7%.

• Both bonus pay gaps reduced compared to 2025. Bonus participation remained 
high for both men and women, at 89.1% and 82.5%, respectively.

• Facilisgroup has the largest gender pay gap across the Group. This reflects the 
underrepresentation of women in the software industry and the higher proportion 
of men within technical roles across the business, who fall into the upper quartile 
bands. 

• Given the industry-wide shortfall of women in software roles, there is no 
immediate solution to narrowing the gap and Facilisgroup is likely to continue 
experiencing a gender pay gap favouring men in future assessments.

• Facilisgroup will continue to monitor the gap; however, due to its relatively small 
workforce, even minor changes in headcount can have a significant impact on 
gender pay gap outcome.
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GENDER PAY GAP 2026

Our actions
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Gender pay gap – our actions
Our actions

Why do we have a gap?
• Our gender pay gap continues to reflect the composition of our workforce across the 

Group. Brand Addition has a higher proportion of women, while Facilisgroup has a 
higher proportion of men, which is reflective of the wider software industry.

• As a Group operating across multiple businesses and sites of varying sizes, 
year-on-year results can fluctuate, particularly where changes in headcount, starters 
and leavers have a greater impact  due to relatively small employee populations.

What actions are we taking to narrow the gap?
• As part of our broader diversity, equity and inclusion strategy, each business continues 

to strengthen its recruitment practices to ensure roles are advertised to the widest 
possible pool of candidates.

• We continue to support team members through structured appraisals, mentoring and 
development programmes, helping individuals progress and build longer-term career 
pathways within the business.

• We remain committed to flexible and inclusive working practices across the Group, 
recognising that supporting different ways of working helps improve retention, 
progression and workforce balance over time, which in turn supports longer-term 
progress on the gender pay gap.
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