
 

 

RSPB 2021 gender pay gap report  

What is the gender pay gap?  
 

The gender pay gap relates to the differences in average earnings of men and women organisation-

wide. It is different from, but often confused with, equal pay. 

 

The RSPB is committed to becoming a more inclusive employer. We aim to improve gender balance in 

our highest-level roles, identifying steps that can help redress the gap between genders.   

 

RSPB gender pay gap figures 2021 (as of 5 April 2021)  
  

RSPB mean gender pay gap:  11.96%   

RSPB median gender pay gap:  12.28% 

  

In the year to 5 April 2021, 2.2% of female staff received a bonus, compared to 1.58%   

male employees. The median gender bonus gap was zero, indicating no gap whereas the mean  

gap was 30.96%. These figures are not representative however, as our bonus payment procedure  

was suspended during furloughing, due to fairness and equity issues between furloughed and non- 

furloughed staff.  

 

 

 

Our overall paid workforce is 58% female and 42% male.  Our overall percentages of gender in each of 
our pay quartiles has hardly altered since the last report, which mirrors the situation nationally. This in 
part reflects the impact of the Covid pandemic. The RSPB had many staff furloughed, fieldwork and 
projects suspended, and our visitor operations at near standstill. Consequently, we had to concentrate 
on essential resourcing to maintain basic operations.  
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Why is there a gender pay gap?  
Historically, the lower paid roles in most 
organisations were disproportionately occupied by 
female employees, whereas the higher paid roles 
were disproportionately occupied by male 
employees. The RSPB is no exception.    

  

We are working hard on a range of pro-active 
measures to alter that historic situation, to 
increase our inclusivity and diversity, and to 
positively support women into senior roles. The 
measures, including those listed below, have full 
support from our Trustees and Management 
Board.     

  

 What are we doing?  

 

• RSPB Trustees and Management Board 
continue to provide their full commitment to 
EDI and its integration into the 
organisation’s culture. It is a standing item 
on their agendas, and they are powerful 
advocates of its value.  
 

• We continue to track our performance 
against specific EDI targets for 2022. For 
instance, we have exceeded our KPI for 
female senior managers (54% in March 
2021) and female Trustees (50% in January 
2021). 

 

• An independent, in-depth diagnostic report 

on RSPB inclusivity by an independent 

consultancy was welcomed by our 

Management Board and Trustees as a 

starting point for rescoping our approach 

 

• We have employed a dedicated Equality 

and Diversity Manager and Project 

Manager. Both roles will increase 

accountability for decisions and the EDI 

Manager role is empowered to promote 

diversity strategies.  

 

• Invested in an e-recruitment system. This is 

still in its early days, but we expect in 

coming years this will be a powerful 

diagnostic tool, greatly enhancing our ability 

to collect and interrogate recruitment 

statistics, providing evidential support for 

effective, targeted action to address issues 

relevant to our gender pay gap.  

 

• We have published an updated EDI position 

statement internally and externally. This 

illustrates our values to potential new 

recruits, and appeared in December 2020 

 

• Continued to work with ‘Inclusive 

Employers’, providing us with advice, 

guidance and access to learning and 

networking events. 

 

• We enhanced 80% Furlough Pay to 100% 

salary and combined that with an active 

programme of facilitating part-time furlough 

leave for personal reasons. This helped 

cushion the disproportionate impact of the 

pandemic on female employees*, helping 

them retain their positions and presence in 

role during the Covid pandemic. *ONS report for 

period 3 April to 10 May 2020, one in three women (34%) 

agreed that home-schooling was negatively affecting their 

well-being compared with one in five men (20%) 

 

• The RSPB has embraced hybrid working 

and flexible working. All roles, where 

practicable, have part-time, remote, job-

share and compressed working options and, 

where possible, all employees will be able 

to move to permanent hybrid working in 

future. We have not mandated a ratio of site 

based / office-based time, preferring to work 

with every individual to find a mutually 

beneficial arrangement. This gives us far 

more flexibility to help individuals, and 

especially women, find a balance to their 

working and domestic responsibilities. Long 

commutes are more likely to be a barrier to 

women, as the main providers of childcare, 

and our promotion of remote working, where 

practicable, will assist in diversity in our top 

roles.  

  

• We encourage senior leaders to role model 

and champion flexible working, and support 

this with a big investment in remote working 

technology and software. As a visible 

indicator of our approach, we have added 

the ‘happy to talk flexible working’ logo to 

our internet vacancy page. 

 

• Our Pay Policy restricts the level of starting 

salary which can be offered to new 

appointees. This is limited to the first quarter 

of the pay band range. This avoids men, 

who can be more assertive in salary 



 

 

negotiations with appointing managers, 

commencing on substantially higher salaries 

reaching into the higher ranges of the pay 

band.  

 

• Delivered a programme of inclusivity 

training to managers and made 

unconscious bias training mandatory for 

recruiting managers, which combined with 

structured interviews, will aid in consistency 

of opportunity. 

 

• Our CPDP (Appraisal) process is structured 

and guards against women underestimating 

their abilities with negative impact on their 

development discussions.  

 

• Radically expanded our virtual learning 

offer, avoiding excluding women who may 

not have been able to attend physical 

events due to non-work responsibilities.  

 

• Encouraged the uptake of Shared Parental 

Leave by enhancing SPL pay for partners 

during the first 12 weeks of SPL. This 

facilitates women returning to their role 

sooner than may otherwise have been the 

case, lessening any negative impact of their 

absence on their career.   

 

• Developed networking and support 

programmes, such as our active Women’s 

Group where women can share experiences 

and offer informal mentoring support.  

 

• Used the fact that the RSPB was founded 

by women who refused to be deterred or 

bowed by social expectations of the day, as 

a platform to celebrate women’s 

achievements, highlighting female 

colleagues as ‘everyday heroes’ to inspire 

other women.  

 

• Starting to actively work with others to 

improve gender balance in sectors which 

historically have had little female 

representation, such as science and 

conservation. We can use the powerful and 

recognised RSPB brand to influence the 

conversation and support positive action, 

although we cannot in isolation effect the 

change required to bring more women into 

these professions.  

 

• Continuing to improve transparency and 

scrutiny in promotion, pay and reward 

processes. 

 

Executive Director, People - statement 2021   

The 12 months up to 5 April 2021 were exceptional. During the early part of the period we, along with 

everyone else, had to cope with the first national lockdown, followed by the gradual releasing of 

restrictions as 2020 progressed. During 20/21 we had nearly 900 staff furloughed at one time or 

another. Plans and projects had to be delayed as we concentrated on keeping our workforce safe. We 

were committed however to ensuring our workforce were not disadvantaged and supplemented the job 

retention scheme payments to ensure no employee suffered a financial detriment, we know that the 

lockdown and furlough had a disproportionate impact on women. This impacted on our Gender Pay Gap 

measures; our usual bonus procedure was suspended, and our figures above represent a handful of 

exceptional payments and bear little meaningful comparison with our 2020/2019 figures where just over 

8% of female employees received a bonus, nearly 6% of men, and our mean bonus gap was 3.82%. 

The salary quartile figures show little movement in our gender percentages, including the proportion of 

female employees in our upper two salary quartiles. During 2020 we ceased all except essential 

recruitment during the spring and summer and only commenced recruitment at anything like usual levels 

in August and September, starting first with re-offering roles, where possible, to those appointees from 

who we had to withdraw offers in March/April 2020. Consequently, the number of appointments we 

made during the 12 months leading to 5 April 2021 were only 42% of those made in the same period 

2019/20. Nevertheless, I am pleased to see that in our upper two salary quartiles 66% of appointments 

during 2020/21 were female. 

It is however pleasing to see that our median gender pay gap figure has reduced from 17.19% in 2020, 

to 12.28% in 2021, as a result of our interventions and we hope to see further drops as we continue to 

build on the work of previous years, develop our approaches and use of targeted interventions. 



 

 

I confirm that the information in this statement is accurate. 

 

 
 

Ann Kiceluk,  

Executive Director, People  

 


