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I am pleased to share AstraZeneca UK’s 
2025 Gender Pay Report, reflecting 
our commitment to transparency, 
inclusion and equitable pay practices. 
We are determined to ensure 
AstraZeneca remains a great place 
to work – where innovation, 
entrepreneurship and outstanding 
performance are valued and 
recognised. The life-changing 
medicines we deliver depend on 
breakthrough ideas, and those ideas 
only come from high-performing 
teams that bring different perspectives 
and feel empowered to challenge 
conventional thinking.

We are making steady, measurable 
progress year on year, and we 
recognise there is more to do. We 
continue to invest in opportunities 
and programmes that develop skills, 
encourage continuous learning, and 
support advancement based on 
performance and potential. Through 
this focus, we are strengthening a more 
diverse leadership pipeline, building 
a culture where everyone can thrive, 
and accelerating the innovation 
essential to delivering our 2030 Bold 
Ambition and transforming the lives 
of patients around the world.

Pascal Soriot  
Chief Executive Officer, AstraZeneca

Our people power our innovation, 
and our commitment to inclusion and 
diversity (I&D) is one element of our 
approach to being a great place to 
work. In 2025, our workforce in the 
UK was 9,527 people strong and 
our balance was 52% men vs 48% 
women. We remain committed to 
equal pay and ensuring that our pay 
practices and decision making are 
equitable and free of bias. 

Our UK pay gap continues to reduce 
and we have seen a decrease in the 
median gap from 6.8% in 2024 to 3.9% 
in 2025 as the percentage of women 
in senior roles continues to increase. 

To promote gender diversity across 
the Company, we need to think about 
it at every level in the Company and at 
every stage in an employee’s career. 
In 2025, our merit-based approach 
resulted in 63% of our undergraduate 
industrial placement students hired in 
the UK being women. It has also been 
encouraging to see early-in-career 
women leaders benefit from the 
development programmes available 
across the Company, supporting 
progression to more challenging roles, 
projects and assignments.

Rebekah Martin 
Senior Vice President, 
Human Resources, AstraZeneca

“�To promote gender 
diversity across the 
Company, we need 
to think about it at 
every level in the 
Company and at 
every stage in an 
employee’s career.”

Foreword

Employees 

“�The life-changing 
medicines we 
deliver depend on 
breakthrough ideas, 
and those ideas only 
come from high-
performing teams 
that bring different 
perspectives”

51.5%
of our senior leaders, 
globally, are women

48%  
Women

52%  
Men

52% Men 
48% Women 
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What is the difference between 
gender pay and equal pay?
Equal pay is a man and a woman 
being paid the same for doing the 
same job, or a job of equal value. 
The requirement for equal pay for 
equal work has been enshrined 
in UK law for nearly 50 years.

Companies are required to disclose 
their gender pay gap by comparing 
average pay by gender to show the 
overall balance of pay between 
men and women. The difference 
in average pay between men and 
women – the gender pay gap – can 
be influenced by many factors, such 
as the number of women and men 
at different salary levels within a 
company, or the number of men and 
women choosing to work part-time.

Explaining mean and median 
pay calculations
The UK regulations require us to report 
our median (mid-point distribution) 
and mean (average) pay and bonus 
gaps, along with the ratio of men 
to women in each pay quartile. 

Explaining 
the Gender 
Pay Gap

The difference equals the median hourly pay gap

Lowest hourly pay Highest hourly pay

Hourly rates of pay

Highest hourly pay

The difference equals the mean hourly pay gap

Hourly rates of pay

Lowest hourly pay

Median

Mean

The mean is the average hourly pay across each gender. This is worked out by 
adding together all the hourly rates of pay for each gender and then dividing the 
total by the number of people of that gender. The mean gap is the difference 
between the two numbers, expressed as a percentage. We report both the 
mean base pay gap and the mean bonus gap.

The median is calculated by lining up everyone of each gender in order of how 
much they are paid. The median is the amount paid to the person in the middle 
of each line. The median gap is the difference between these two numbers, 
expressed as a percentage. This calculation is done for base pay and for bonuses.

Number  
of women 
employees

Mean 
(average) 
women’s pay

+ + ÷ =

Number  
of men 

employees

Mean 
(average) 
men’s pay

+ + ÷ =
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What is our 
Gender Pay Gap?

Why the gap?
This year’s hourly median pay 
and bonus gaps were driven 
by two factors: 

1.	 Seniority gap 
2.	Part-time working 

Seniority gap 
The bonus gap is driven by having 
more men in senior roles where base 
pay and incentive targets are higher, 
impacted further by the timings of 
bonus and other payments to senior 
executives. Although we still have 
more men in senior roles, it is 
encouraging to see more women 
progressing to senior roles which, 
over time, we believe will continue 
to reduce the gender pay gap. There 
has been progression in this area with 
more women representation in senior 
career roles, and men reducing 
slightly.

Part-time working 
The flexible arrangements we offer 
mean that many employees find they 
can combine a rewarding career with 
having a family, and do not have to 
choose between the two. Part-time 
working is available to men as well 
as women, with 10.2% of women 
choosing these arrangements against 
1.7% of men: there was a small 

increase compared with the number 
of both men and women working 
part-time last year. Part-time working 
affects the bonus numbers because 
these employees received pro-rated 
bonuses based on the number of 
hours worked, and the statutory 
calculations don’t allow us to take 
this into account. 

How do these numbers differ 
from last year? 
The AstraZeneca pay gap has 
reduced this year, down from 6.8% 
in 2024 and remains below the UK 
national average of 12.8%. There 
is a small increase in women in the 
middle upper quartile of pay, as 
a result of the higher promotion rate 
for women, along with a decrease 
of women in the lower quartile. 
The balance of women to men in 
the UK is 48% of women making 
up the workforce in 2025 which has 
remained the same from 2024. The 
gap is driven by the higher proportion 
of men than women in senior roles, 
albeit the gap has closed with an 
increasing representation of women 
in senior positions. There is still a higher 
proportion of women working part-
time than men, although the gap has 
reduced slightly.

Our hourly median pay gap, at 3.9%, 
is below the UK average of 12.8%.

Men 51.9%48.1% Women 

Men 50.3%49.7% Women 

Men 56.5%43.5% Women 

Men 51%49% Women 

Hourly pay gap AstraZeneca in the UK

Median

3.9%
Median pay gap: 
men were paid 
3.9% more 
than women

Number of 
employees

9,527

Employees 

Upper quartile

Mean

4.8%
Mean pay gap: 
men were paid 
4.8% more 
than women

Bonus pay gap

Median

14.1%
Median bonus 
gap: men were 
paid 14.1% more 
than women

Mean

24.1%
Mean bonus gap: 
men were paid 
24.1% more  
than women

Bonus recipients

91.2% 92.3%

Ratio of men to women  
in each pay quartile

Upper-middle quartile

Lower-middle quartile

Lower quartile

48%  
Women

52%  
Men

52% Men 
48% Women 
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What we are doing to 
address the gender pay gap 
at AstraZeneca in the UK

Our gender pay gap reflects the 
uneven representation of men and 
women at different organisational 
levels. Each year, we have been 
making progress in balancing gender 
diversity, particularly within roles 
where there is more pronounced 
imbalance. We remain committed 
to fostering an inclusive workplace, 
recognising the value and insight 
that a diverse team brings and its 
relevance to the communities 
we serve.

Our strategic roadmap centres around 
three pillars: attracting, retaining, and 
developing diverse talent. Mentoring 
is championed through our talent 
strategy and amplified by the work of 
Employee Resource Groups, notably 
our Network of Women ERG. Universal 
adoption of augmented talent tools 
and processes is part of our ongoing 
commitment, and employee-driven 
development conversations empower 
colleagues to shape their careers, with 
robust support from the organisation.

Through our partnerships with 
initiatives like the Young Health 
Programme we are actively working 
to advance health equity and 
empower the next generation of 
leaders. It is important to note that the 
highest-earning roles often require 
STEM backgrounds, and there is 
industry-wide recognition of the 
ongoing gender imbalance in STEM 
fields. AstraZeneca UK contributes 
to addressing this imbalance locally 
and nationally through partnership, 
awareness and education initiatives. 
Equal gender representation at every 
level underpins all talent-related 
decisions, reflecting our enduring 
commitment to inclusion and diversity 
at AstraZeneca in the UK.
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Appendix –
statutory
disclosures

In April 2025, we employed 9,245 
people across two UK companies – 
AstraZeneca UK Limited and 
MedImmune UK Limited.

AstraZeneca UK Limited employed 
8,907 people, who are involved 
across the full range of our activities: 
research, development, production, 
and commercialisation of our 
medicines, as well as those working 
in support and global functions. 

MedImmune UK Limited employed 
338 people who work on supply and 
quality operations, as well as some 
working in biopharmaceutical 
development activities.

Basis of analysis
The figures show the median and mean pay gap based on data as at 5 April 2025 and for bonuses 
paid in the year ended 5 April 2025. We have complied with The Equality Act 2010 (Gender Pay Gap 
Information) Regulations 2017 in calculating our gender pay results. In line with the Regulations, we 
have excluded those people where data required to calculate the gender pay gap is not readily 
available. We have also excluded contractors who are engaged through third parties.

AstraZeneca UK Limited 

Women
%

Men
%

8,907 employees 48 52

Median
%

Mean
%

Hourly pay gap
Gap between women 
and men hourly pay 4.6 5.8
Bonus pay gap
Gap between women 
and men bonuses 15.1 26.3

Women
%

Men
%

Proportion of women 
and men receiving a bonus
Proportion receiving a bonus 92.2 91.2

Women
%

Men
%

Gender split by 
hourly pay quartile
Upper quartile 43.0 57.0
Upper-middle quartile 49.3 50.7
Lower-middle quartile 50.3 49.7
Lower quartile 48.9 51.1

MedImmune UK Limited 

Women
%

Men
%

338 employees 38 62

Median
%

Mean
%

Hourly pay gap
Gap between women 
and men hourly pay 0.3 -7.2
Bonus pay gap
Gap between women 
and men bonuses 3.9 -4.5

Women
%

Men
%

Proportion of women 
and men receiving a bonus
Proportion receiving a bonus 89.5 88.4

Women
%

Men
%

Gender split by 
hourly pay quartile
Upper quartile 42.9 57.1
Upper-middle quartile 31.8 68.2
Lower-middle quartile 42.4 57.6
Lower quartile 33.3 66.7
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