
 

 

 

RSPB 2017 gender pay gap report 
 

What is the gender pay gap? 

The gender pay gap is the difference in average 
earnings between men and women. It measures the 
differences in earnings organisation-wide. 
 

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

 
 

 
The RSPB is proud of its People Strategy and 
People Vision. Through these we’ve committed to 
become more diverse and improve gender balance 
at senior levels. 
 

We’re currently identifying steps that can help 
address the gap and ensure that all our employees 
have access to the same opportunities.  

 
 

RSPB gender pay gap figures 2017 (as at 5 April 2017) 
 

RSPB mean gender pay gap:  17.3%  RSPB median gender pay gap:  20.2% 

 

Bonus pay: One way we recognise an individual’s exceptional performance is through the award of a small 
one-off bonus (usually £500 or less). In the year to 5 April 2017, 8% of female employees received a bonus, 
compared to 6.9% of male employees. The median gender bonus gap was -50%, meaning females received 
higher bonuses compared to their male colleagues. The mean female bonus was around £490 and the mean 
male bonus was £390 (the mean gender bonus gap was -31%). 

 
Q1 contains the lowest earning roles, Q4 the highest.  Our overall paid workforce is 57% female and 43% male.  

 
Why do we have a gender pay gap? 
 

We are keen to monitor and understand the 
reasons for our gender pay gap. There are many 
factors which may add to it, however, we have 
three main contributors: 

 We have/deliver a diverse range of activities 
located within the UK and internationally, and 
some of these jobs traditionally attract more 
men and some attract more women.  

 Women make up a large proportion of our 
workforce in the lower two pay quartiles and 
there is a much higher proportion of men filling 
senior roles in quartile four. 

 We have a high number of short-term contract 
roles in pay quartiles one and two, and they are 
filled predominantly by women. 

 

 

 

What are we doing? 

 We’ve set up a project to promote equality and 
diversity within the RSPB. Its aims include:   
o increasing organisational understanding 
o improving gender balance at senior levels 
o empowering individuals  
o supporting and educating line managers.  

 We’re reviewing our recruitment process to see 
if there is any bias in the system and make sure 
our first impressions welcome everyone. 

 We’ve introduced new pay bands benchmarked 
against the not-for-profit sector and introduced 
evaluated role profiles for all our jobs to help 
ensure equity and consistency. 

 We’ve introduced a new career, performance 
and development process for employees – to 
assess and recognise individual contribution, 
support and nurture talent, and help ensure a 
consistent approach across the RSPB. 

 We’re working to offer flexible term contracts 
and will promote our flexible and family policies. 
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I confirm that the information in this statement is accurate. 

 

 
 

Ann Kiceluk  
– Executive Director, People 
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Gender Pay Gap Reporting – Quick Guide 
 

Why do we need to monitor and report on our gender pay gap? 
The UK Government has made it mandatory for employers with a workforce over 250 employees to report on their 
gender pay gap.  This requirement is part of the Equality Act 2010 (Gender Pay Gap Information) Regulation 2017.  
Employers are required to upload information onto the UK government website (gov.uk), where the intention is to 
create a publicly available league table. 
 

What is a gender pay gap? 
It is a broad measure for an organisation that helps capture pay differences resulting from the make-up of jobs 
performed by men and women, and gender composition of workforce by seniority.   
 

Is the gender pay gap the same as equal pay? 
The gender pay gap often gets confused with equal pay. These are very different measures; an organisation may 
have a large gender pay gap but have no equal pay issues. Equal pay is about ensuring men and women receive 
equal pay for equal work. Equal pay reviews look at the difference between individuals performing the same or 
similar work. Gender pay gap looks at organisational wide differences in pay and job distribution. 
 

Has the RSPB done an equal pay audit? 

Yes. We undertook an equal pay audit last year. The audit showed that the organisation has not got any significant 
pay issues. There are a few areas we want to monitor and ensure pay anomalies do not arise. The Management 
Board is committed to ensuring there are no equal pay issues in the RSPB. All day to day pay decisions are 
monitored by our HR team and another equal pay audit will be undertaken in the next 12 months.  
 
 

What factors can affect gender pay gap? 
Many factors could affect gender pay gap in an organisation, for example: 

 Uneven distribution of men and women in different roles across the organisation 

 Some roles traditionally attract more men, for example science, technology, engineering and maths (STEM) 
roles, and these are often associated with higher salaries 

 Women tend to occupy more part-time roles and these sometimes have lower hourly rates 
(Source: XpertHR) 
 

What information is an employer required to report on? 
The UK Government requires employers to submit six specific calculations: 

 
1. The difference in the mean hourly pay of men and the mean hourly pay of women, expressed as a 

percentage 
 

2. The difference in the median hourly pay of men and the median hourly pay of women, expressed as a 
percentage 
 

3. The difference in the mean bonus pay of men and the mean bonus pay of women, expressed as a 
percentage 
 

4. The difference in the median bonus pay of men and the median bonus pay of women, expressed as a 
percentage 
 

5. The proportion of men and women who received bonus pay  

6. The distribution of men and women across the organisation based on quartiles, related to head count; the 
quartiles reflect the lowest salaries up to the highest salaries i.e. quartile four represents the employees 
earning the highest salaries in the organisation. 

See https://www.gov.uk/guidance/gender-pay-gap-reporting-make-your-calculations for a more detailed 

explanation of the calculations.  

 

https://www.gov.uk/guidance/gender-pay-gap-reporting-make-your-calculations

