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GENDER PAY REPORT STATEMENT  

 

 

Dear all, 

The RSPB’s vision is for a world richer in nature, in which all people live well in harmony with it.  Our 

aim is to be a truly inclusive organisation where people can thrive. We want our diverse experiences 

and inclusive practices and policies to enable us to be the best we can be, for both our internal and 

external work.  

Improving inclusion and diversity begins with holding ourselves to account and reporting on the 

Gender Pay Gap helps us do just that. This statement provides you with our latest figures and whilst 

it’s heartening to see the RSPB Gender Pay Gap reducing, we have more work to do.  

Members of the Executive Board have scrutinised these figures closely and are determined that our 

progress continues. Any work on our Gender Pay Gap will be closely aligned to our EDI strategy.    

I hope this report helps capture our shared ambitions and drive to ensure we are always a fair and 

fulfilling workplace for everyone in our RSPB workforce.  

 

Denise McMurray 

Chief People Officer 

 

I confirm the gender pay data contained in this report is accurate. 

Signed:  
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What do we need to report on? 

 All employers with 250 or more employees must calculate and publish the following data:  

• Their mean (average) gender pay gap  

• Their median (midpoint) gender pay gap 

• Their mean bonus gender pay gap  

• Their median bonus gender pay gap  

• The proportion of men in the organisation receiving a bonus payment  

• The proportion of women the organisation receiving a bonus payment 

• The proportion of men and women in each quartile pay band 

In its simplest form, the gender pay gap is calculated by taking the difference between the average 
pay of men and women and expressing this difference as a proportion of male pay.    

The gender pay gap isn’t the same as unequal pay. If men and women are being paid differently for 
comparable work that is unequal pay. The Equal Pay Act of 1970 was passed to prevent that, and the 
RSPB complies with this legislation. 

 

What is the gender pay gap at the RSPB? 

The RSPB figures for 2025 (based on the snapshot date of 05 April 2025) are:   

Mean (average) Gender Pay Gap  7.94% 

Median (mid-point) Gender Pay Gap  7.95% 

 

The mean gender pay gap is an average. It’s calculated by adding up the wages of all male and 
female employees and dividing it by the number of employees. The pay gap is the difference 
between the mean figures for men and women, which is reported as a percentage.  

The median pay gap is also an average, calculated by finding the exact middle point between the 
lowest and highest paid man in the business and the lowest and highest paid woman. We then 
compare the two figures and show the difference as a percentage. 

The median average is used over the mean average as a comparator with other organisations 
because it is generally more representative of employees’ pay. The mean can easily be inflated for 
example, by the pay of a few highly paid people and at RSPB, the mean figure does not accurately 
represent the experience of most colleagues. 

This year our median gender pay gap has reduced from 9.03 in 2024 to 7.95% in 2025 in favour of 
men.  

Our mean gender pay gap has reduced from 9.76% in 2024 to 7.94% in 2025. 

Overall we have reduced our mean (average figure by 9.37% and our median (mid-point) figures by 
12.22% since 2017. 

 

What is our position on paying bonuses at the RSPB? 

At the RSPB, managers can consider the use of non-consolidated bonuses when an employee shows 
excellence in their delivery of a discrete piece of work, or work ‘above and beyond’ their normal 
duties. 
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For bonuses paid in the 12 months up to 05 April 2025:  

Mean (average) Bonus Gender Pay Gap  8.32% 

Median (mid-point) Bonus Gender Pay Gap  -6.25% 

Proportion of men receiving a Bonus  9.35% 

Proportion of women receiving a Bonus  8.60% 

 

As the median (mid-point) is showing a negative figure, this indicates that the bonuses received by 
the majority of women are equal to or more than their male colleagues. However, the positive mean 
(average) figure tells us that the amount of bonus received by a small number of male colleagues is 
impacting on our bonus pay gap. These figures also tell us that a slightly greater proportion of our 
male employees have received a bonus compared to our female employees.  

There hasn’t been a clear trend with regards to the payment of bonuses, the proportion of men and 
women receiving bonuses varies each year. However, we have identified a trend that over the last 4 
years a higher percentage of men receive a bonus. 

 

What is our gender split across the pay quartiles? 

To determine the proportion of men and women in pay quartiles, employees are arranged into four 
quartiles, from the lowest paid to the highest paid. The proportion of male and female employees in 
each quartile is then calculated.   

Each quartile is equal based on the overall workforce headcount; these quartiles have no 
relationship to our internal pay bands. 

Quartiles Women Men 

Lower 
(lower rates of pay) 

67.78% 32.22% 

Lower Middle 
 

58.77% 41.23% 

Upper Middle 
 

59.47% 40.53% 

Upper  
(Highest rates of pay) 

45.26% 54.74% 

 

Year on year, there has been little change in the distribution of female and male employees, 
although we are starting to see a slight increase in the percentage of male colleagues in 2025 in 
bands A and B, making these quartiles more even in the gender split. Band D remains the only 
quartile where men are the higher proportion.   

To provide further context to these figures, 57.8% of RSPB employees are female and 42.2% are 

male.  
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How do we compare to other organisations?  

In 2025, the difference between average hourly earnings for men and women in the United Kingdom 
for all workers was 12.8%, compared with 6.9% for full-time workers, and -2.9% for part-time 
workers (Statista November 2025). 

Compared to a small sample of charities of a similar size and/or similar cause last year, we see that 
some had less of a Gender Pay Gap than us.  

Please note these figures are for the April 2024 snapshot date. (2024/25 figures are not available at 
this current time) 

 Reporting Year 2023-2024  

Employer  Headcount  Mean Gender 
Pay Gap  

Median Gender Pay 
Gap  

Cancer Research UK  1000 to 4999  14.2%  13.8%  

RSPCA  1000 to 4999  12.5%  16.9%  

The Woodland Trust  500 to 999  9.77%  8.87%  

RSPB  1000 to 4999  9.76%  9.03%  

British Heart Foundation  1000 to 4999  8.06%  -1.67%  

Wildfowl & Wetlands Trust  500 to 999  8.0%  4.9%  

National Trust   5000 to 19,999  7.8%  3.4%  

Save the Children International  500 to 999  6.97%  6.75%  

Oxfam  1000 to 4999  3.1%  1.5%  

Canal & River Trust  1000 to 4999  -6.57%  14.44%  

  

Source: Gov.UK website 

 

What progress have we made? 

Whilst we are not where we would wish to be, the RSPB mean pay and median pay gap figures have 
significantly improved over the past 8 years. The followings steps we have taken over recent years 
have significantly contributed to this:  

• We have adopted the Real Living Wage and abolished our lowest pay bands which has increased 
the pay for many women who work in lower paid, often part-time roles. 

• Our Pay Policy is underwritten by objective job evaluation, which has been tested to be as gender 
neutral as possible.  

• When attracting and recruiting new employees we aim to appeal to a diverse range of people.  In 
particular:  
o We continue to develop our inclusive recruitment practices, working towards having 

inclusive principles embedded into all aspects of the recruitment journey.  
o We support our workforce to work flexibly at the time and in the location that best meets 

the needs of the organisation, the job, the employee and the team.  We embrace flexibility 
where possible with remote, home-based and hybrid working and continually review 
working patterns for new and existing employees.  
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• We are working to create an environment where everyone feels safe, included, represented and 
able to develop their careers.  

• We offer dedicated support for our colleagues who are impacted by the menopause including 
workplace guidance for individuals and their managers. Menopause cafes are offered as an 
informal way for colleagues to support each other. 

• The majority of our learning and development resources are available via remote access, at a 
time which best suits the employee. We aim to support those with parental and caring 
responsibilities, disproportionately women, to take advantage of remote learning and 
development around their other commitments. 

 

What more can we do?  

Our data shows us that we do have specific trends including: 

- the age group that most contributes to our mean pay gap is the 50+ age group 

-  that as our pay gap widens with tenure our turnover of women also increases  

Further analysis of these areas will help to identify root causes of these trends and then actions can 
be put in place to address these challenges. 

We will be taking the following steps over the next year: 

1. Establish a task and finish group across the People Directorate to develop and deliver an action 
plan.  This working group can also engage with the Staff Association and internal and external 
inclusion networks to progress a plan.  
Actions may include:  

o Review of internal recruitment/ mobility practices to ensure promotion opportunities 
are accessible to all. Monitor internal promotions by gender to better understand our 
internal talent pipeline.   

o Analysis of starting salaries by gender to find when discretion is used and how that 
shows in rates of pay.   

o Engagement with appropriate staff networks to better understand what challenges 
women in the 50+ age group believe could be reducing their opportunities for 
progression.   

o Promotion of flexible working best practice and benefits to leadership teams to 
encourage more flexible working opportunities at senior levels.   

o Complete exit interviews with leavers in targeted groups to better understand reasons 
for leaving.  
 

2. Within the action plan agree what baseline data will be used to measure success and 
report bi- annually to board on progress.  
 

3. Review the Bonus Policy to develop a more structured and consistent approach to how bonuses 
are awarded.  

 

4. We will Ensure the Gender Pay Gap remains front and centre in all pending work associated with 
the Workforce Planning. 

 

Denise McMurray 

April 2026 
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