
2019
UK Gender Pay Gap Report

Even in a cosmopolitan city like Manchester,  
Rentalcars.com stands out. We’ve built up a hugely 
diverse workforce over the last 16 years, and today our 
colleagues hail from 83 countries. In fact, our UK/non-UK 
split is pretty much 50/50. 

With our multilingual contact centre and a website in 43 
languages, we’ve put 8 million people on the road in the 
last year, in 160 countries worldwide. Our diversity is key 
to our success: we understand all kinds of customers 
because we work with all kinds of colleagues. So raising 
the profile of women in the workforce is  
nothing new. 

We’ve been working on it for years: flexible working 
hours, mentorship initiatives, unconscious bias training, 
championing of female role models, shared parental leave 
(with great maternity/paternity benefits) and audits of our 
policies and practices around recruitment, promotion  
and remuneration.

Our efforts are paying off. They helped put our parent 
company, Booking.com, at the top of the  
Financial Times Diversity Leaders 2020 list.

Today, we’re doing everything we can to pick up the 
pace. Yes, it’s about doing the right thing, but that’s not 
all. Attracting the best workers, and giving them every 
opportunity to shine – it’s just good business.

Bryan Batista
Chief Executive Officer, Rentalcars.com

https://www.ft.com/content/bd1b4158-09a7-11ea-bb52-34c8d9dc6d84


The mean gender pay gap

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.

The median gender pay gap
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Pay at Rentalcars.com
In April 2019, 40% of our workforce was female. Over the 
previous 12 months, the percentage of women in every 
quartile had increased, with the biggest increase (3.88%) 
being in the upper quartile. 

So we’re heading in the right direction, but we’ve not 
achieved gender parity yet. Until we get there, it’s unlikely 
we’ll be able to eradicate our gender pay gap.

3.88%
Upper quartile increase



Each quartile represents 
25% of our colleagues: 423 
people. So, for example, 
the ‘lower quartile’ image 
shows the female:male 
split among the 423 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 ‘quartiles’ graphics show, it’s still the case that the 
majority of our higher-earning employees are male.
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In any company, the gender split in different departments 
will have an impact on its pay gap. Almost 50% of our 
employees work in Customer Service: answering phones, 
sending emails, handling complaints, etc. These are 
skilled roles, but the average salary in this department 
isn’t as high as it is in Legal, Finance, Engineering and 
many of our other Customer Experience departments.

In particular, ‘tech’ roles command high salaries in any 
business, and a full 20% of our staff work in Engineering. 
We’re working hard to attract more women to tech roles, 
from graduate level to senior management. But, like so 
many companies worldwide, we foresee that the gender 
imbalance here will continue to have a significant impact 
on our pay gap for the next few years.
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What causes the gender pay gap?
There’s no single issue that causes the pay gap. In any 
country, the working environment today is the result of 
thousands of years of history – and despite the progress 
in recent decades, women are still more likely to:

• take career breaks to raise children 
• work in lower-paying jobs
• suffer from unconscious bias.

These problems are interlinked, and they won’t be solved 
overnight. What we’re doing at Rentalcars.com is taking 
practical steps to address them.

Partnership with TechReturners 

All too often, women who return to work after a 
career break end up in lower-skilled, lower-paid jobs. 
TechReturners is an organisation that breaks down the 
barriers they face, providing them with a pathway into 
high-tech jobs – and the high salaries they come with.

• In February 2020, 16 women completed a 15-week 
course at our Manchester offices, learning the 
skills they need to embark on a career in software 
development. 

• In March 2020, seven of them accepted permanent 
positions at Rentalcars.com.

According to Ryan Cheyne, Rentalcars.com People 
Director, it’s a clear win-win: “As one of the region’s 
leading employers, we have an important role to play in 
getting talented, ambitious people back into great jobs. 
We’re competing with the world’s biggest tech brands for 
talent, which is why we’re investing in a new generation of 
female software developers.”

“About 30% of the total gender 
pay gap can be explained by an 

overrepresentation of women in 
relatively low-paying sectors such as 
care, sales or education.”

European Parliament

https://www.europarl.europa.eu/news/en/headlines/society/20200109STO69925/understanding-the-gender-pay-gap-definition-and-causes


Whatever the industry, people in higher-
paid jobs are simply more likely to receive 
a bonus. In the 12 months to April 2019, the 
proportion of women rose in every one of 
our quartiles – but by significantly more in 
the top two. 

Even so, women are still over-represented 
in our lower quartile.

Implemented in October 2019, our 
Customer Service bonus scheme is good 
news for both women and men in our 
lower quartile. But since 56% of them are 
female, it should make a real difference to 
our bonus pay gap in next year’s figures.

Career level framework 

Everyone is prone to unconscious bias. Not because 
they’re prejudiced, but because human brains are 
hardwired to make unconscious decisions. It helps us deal 
with the vast number of choices we face every day. So our 
perceptions of someone’s skills, abilities and personality 
traits are influenced by our beliefs about age, gender, 
religion, weight, sexual orientation and more.

Our new career level framework addresses this directly, 
at the same time as ensuring parity with our colleagues in 
offices around the world. 

In 2019, we engaged with global HR specialists Mercer 
to evaluate every role in our organisation, using Mercer’s 
factor-based point system. With that done, we were able 
to conduct thorough salary benchmarking against defined 
‘grades’ within our framework. So today, each grade 
has a clearly defined salary band, helping us ensure fair 
pay for everyone, regardless of gender – or any other 
characteristic.

I confirm that all figures are accurate as at 5 April 2019.

Nicola Richiusa  
Head of Compensation & Benefits

Customer Service bonus scheme 


