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We’re the world’s biggest online car rental 

service. We simply wouldn’t be in that position if 

we didn’t understand the importance of reaching 

out to everyone, regardless of culture, language, 

nationality… and gender.

As we grow and as we evolve, we’re getting more 

diverse, not less:

• In April 2017, our people hailed from 65 

countries; in April 2018, from 76 countries

• In April 2017, 36% of us were female; in April 

2018, 40%.

We’re making some real headway towards our 

goal of achieving gender parity. Given the male-

dominated nature of the tech sector, we’ve made 

progress here. But nowhere near enough. 

There still aren’t enough young women getting 

into STEM subjects at school, taking Science, 

Technology, Engineering and Mathematics – and 

setting themselves up for careers in companies like 

ours.

So I’m delighted that society is waking up to the 

need for more women in tech. And the fact that 

we’ve all accepted the need for Gender Pay Gap 

reporting is a real step forward. It’s an important 

initiative that keeps us all focused on the drive to 

gender equality and reminds us of how far we still 

have to go.

Ian Brown, Chief Executive Officer, Rentalcars.com

As a leading travel company, we harness technology to help people discover and do more. Every year, we 

put 8 million people behind the wheel in 160 countries around the world. It goes without saying: it takes a 

diverse workforce to serve such a diverse customer base.



Pay at Rentalcars.com

An organisation’s gender pay gap is the difference between the average salaries of its male staff and its 

female staff, regardless of role and responsibility. It’s unlikely we’ll be able to eradicate this gap at  

Rentalcars.com until we’ve achieved gender parity.

Each quartile represents 25% of our colleagues: 286 people. So, for example, the ‘lower quartile’ image shows the male:female split 

among the 286 staff with the lowest salaries.

The bonus gap is greater than the pay gap. Not just because our higher-earning 

employees are more likely to receive a bonus, but also because that bonus will make 

up a greater percentage of their overall earnings. As the graphic shows, it’s still the case 

that the majority of our higher-earning employees are male.
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We added up the salaries of all women in our company and 

divided by the number of women.

We did the same with the men’s salaries.

The mean gender pay gap is the difference between the two 

results.

We took the salary of the ‘average’ woman in our company 

(halfway between the lowest-paid woman and the highest-paid).

We did the same with the ‘average’ man.

The median gender pay gap is the difference between the two 

results.
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What causes our gender pay gap?

The pay gap is a problem in all kinds of industries all over the world. It’s particularly 

severe both in technology companies and in the UK, where gender representation is less 

balanced. The latest figures from Mercer show a pay gap of 25% in the UK’s high-tech 

sector.

Tech recruiters, of course, want the widest-possible talent pool to draw on. But they 

struggle with the sector’s image problem. Whatever the reality, when technology is 

perceived as a male-dominated sector:

• Too many young women are put off STEM subjects in school

• Women are under-represented in those courses at university

• Not enough women are beginning careers in tech

• There aren’t enough experienced women to fill senior roles.

What are we doing about it?

Like every other company, we have a duty to eradicate our pay gap as swiftly as possible. 

However, we’re not indulging in measures that massage the figures but make little 

difference in the long run. We’re taking pragmatic steps to embed lasting, meaningful 

change as we hire, promote and retain talented women.

We’re all learning
 

Everyone makes assumptions. Learning to challenge them is a key part of treating people 

fairly, regardless of race, gender, religion, sexual orientation, etc.

That’s why we’ve all taken part in our unconscious bias training programme. And 100% 

of our Senior Management Team have successfully completed our Inclusive Leadership 

training.

We’ve increased our maternity and 
paternity benefits

As of 2018, women who’ve been with us for one year are entitled to 10 weeks’ maternity 

leave on full pay. After three years, it’s an industry-leading 20 weeks.

In January this year, we improved our paternity policy so new fathers are entitled to full pay 

for two weeks, right from their first day with us.

We also offer shared parental leave: when one of our men becomes a dad, we offer 

him extra leave so his partner can go back to their career earlier – even if they work for 

another company. So the two of them can share their time off and enjoy equal time at 

home with baby.

https://www.uk.mercer.com/our-thinking/the-gender-pay-gap-in-uk-tech-sector.html


We’re in the 30% Club

We’re proud members of the 30% Club, a multi-company initiative 

devoted to helping women reach the top rungs of the career ladder. 

Our senior staff are mentoring women in other companies, while 

women in Rentalcars.com are learning from outstanding leaders 

outside our organisation.

We work with Mercer Research

Once again, we’ve commissioned Mercer to delve deeper into the way we hire, promote and reward our 

colleagues. 

Mercer audited the 2018 pay of 1,780 employees, taking into account factors such as experience, job profile, 

tenure in position and overall time at Rentalcars.com. 

They found no systemic bias, but they did find a pay gap of 1.4% in terms of base salary, and 1.7% in terms of 

total compensation. To help us close that gap, we’re adjusting the salaries of 23 women identified by Mercer 

as outliers.

We’re grateful to Mercer for their expertise. Eradicating gender inequality is a goal that everyone can get 

behind – and understanding the underlying causes is a fundamental of part of achieving that goal.

I confirm that all figures are accurate as at 30 April 2018.

Nicola Richiusa  

Head of Pay & Benefits 

2018 Football Tournament


