
 

 

RSPB 2019 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. It measures 
the differences in earnings organisation-wide. 
 

It’s sometimes confused with equal pay, which 
deals with the difference in pay between men and 
women who carry out the same or similar jobs. 
 
 
 

 

 
 

The RSPB is committed to becoming a more 
diverse organisation and improve gender balance, 
identifying steps that can help redress the gap and 

ensure all our employees have access to the same 
opportunities.  
 
Our approach to Equal Opportunities is outlined in 

our policy statement. 
 

RSPB gender pay gap figures 2019 (as at 5 April 2019) 
 

RSPB mean gender pay gap:  14.8%  RSPB median gender pay gap:  19.8% 

 

In the year to 5 April 2019, 7.51% of female staff received a bonus, compared to 6.19% of our male 

employees. The median gender bonus gap shows a gap of -6.67%, reflecting a greater percentage of 
females receiving bonuses compared to their male colleagues. A few larger bonuses given to female 
employees for outstanding performance has resulted in the mean bonus figure being  

-18.36%.  
 

 
 

 

Our overall paid workforce is 58.5% female and 41.5% male. Since last year, the figures show a 
decrease in men in Q3, with a corresponding increase in women in that upper quartile.  

 

 

Why is there a gender pay gap? 

Women make up the larger proportion of our 
workforce overall and like many organisations we 

have historically had a higher proportion of women 
within the lower two pay quartiles, with a higher 
proportion of men in the highest quartile.  

 
 
 
 

 
 
 

We are working hard on a range of pro-active 
measures to alter that historic situation and to 
positively support women into senior roles. These  
measures have support from our Trustees and 

Management Board.  
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https://www.rspb.org.uk/globalassets/downloads/about-us/rspb-diversity-policy-statement.pdf


What are we doing? 

• Gained a clear focus of intent and commitment 
from Trustees and Management Board to 
focus on EDI and integrate in the organisation 

culture, with the development of specific 

resourcing and monitoring plans. 

• Adopted EDI targets for 2022 and created a 
dashboard of measures for the Management. 
Board and Equality and Diversity Board to 

track progress towards these. 

• Recruited a dedicated Equality and Diversity 
Project Manager and created the new role of 

Equality, Diversity and Inclusion Manager. 

• Actively examined gender balance in our 
Programme and Portfolio decision making 
boards, inviting specific individuals to sit on 

boards to increase gender balance. 

• Introduced moderation into our CPDP process 
to ensure consistency in how performance 

ratings are applied. 

• Improved our IT offer, to enhance remote 
working opportunities, produced a guide to 
remote working, and expanded our virtual 

learning opportunities to support flexible 

working. 

• Introduced an Equality Analysis Tool, to help 
identify and mitigate against any negative 
impacts of a project or policy on specific 

groups, including women. 

• Worked with managers to develop talent 
spotting and talent management, including 
developing clear career pathways and an in-
post promotion scheme to recognise high 

performing individuals who may lack the self-

belief to apply for advertised promotions. 

• Adopted for use a Gender decoder to assess 

job advertisements for senior appointments. 

• Developed a suite of Workforce Alignment 
tools to encourage flexibility and access to 

opportunities, encouraging all managers to 
consider how they can accommodate requests 

for flexible working. 

• Worked on creating a common language 
around culture and behaviours and upskilling 
the organisation in the types of levers and 

systems that can influence culture. 

• Introduced a formal job share policy and 

guidance. 

• Set up an RSPB Women’s Group to enable 
women to discuss their career and 

development challenges in a safe environment. 

• Developed new apprenticeships to give career 

development opportunities. 

• Produced a ‘Guide to Equality and Diversity in 

Employment’. 

• Developed a Menopause Café to facilitate 

support, understanding and discussion.

 

Executive Director, People statement 2019  

The RSPB is proud of the action we are taking to enhance Equality, Diversity and Inclusion. Through our 

People Strategy and People Vision we have committed to become more diverse and improve gender 

balance. 

The actions we are taking demonstrates we are committed to identifying steps that can help address the 
gap, ensuring that all our employees have access to the same opportunities. I am pleased the mean 

gender pay gap has reduced again this year, for the third year in succession. Our median gap has 
proved more volatile, but still sits below where it was in 2017. Many of the actions we have put in place 
will take several years to have their full impact, but I am confident the cultural change we are putting in 
place will have a long-term positive influence. The bonus figures show that more women than men 

received a bonus during the period, and where they did, the bonus amount tended to be higher. Whilst 
we strive for equality, these figures show we are creating an environment where women are recognised 
for their contribution.   

 
We are progressing with our dedicated Equality, Diversity and Inclusion project including gender 
equality, which has support at Trustee and Management Board levels. Our EDI champions continue to 
ensure equality is part of the conversation across the organisation and provide a channel to feedback 

employee views. We continue to enhance our measures for flexible working, and consistently examine 
our recruitment material and pay data to remove bias. Importantly we have adopted EDI targets to 
enable us to track our progress. We will continue to focus on identifying areas of improvement. 

 
 



I confirm that the information in this statement is accurate 
 

Ann Kiceluk 
Executive Director, People 


