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Gender Pay Gap legislation requires all employers of 
250 or more employees to publish their gender pay 
gap as of 31 March 2017
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Victor da Cunha  
Group Chief Executive

Jane Jones 
Director of People

This statement has been published in accordance with the 
Gender Pay Gap Reporting Regulations under the Equality 
Act 2010 (Gender Pay Gap Information) Regulations 2017 
which came into force on 6th April 2017.

This legislation requires UK employers with 250 or more 
employees to publish annual statutory calculations 
showing the pay gap between male and female 
employees.



The mean gender pay gap is the difference 
between the mean hourly rate of pay of male 
colleagues and that of female colleagues. Full 
time equivalent rates apply in all cases.

The median gender pay gap is the difference 
between the median hourly rate of pay of male 
colleagues (full time equivalent rates) and that 
of female colleagues.  Full time equivalent rates 
apply in all cases.

The data provided in this report includes Curo 
Group (Albion) Limited, Curo Places Limited, Curo 
Choice Limited and Curo Enterprise Limited. Whilst 
individually some of these companies fall below 
the threshold of the regulation, Curo operates as 
one entity and we see ourselves as one team. We 
have decided therefore to report on all companies 
together.  Had we chosen to report on the one 
company that falls within the legislation (Curo 
Places Limited) we would have been reporting a 
gender pay gap in favour of female employees. 
However, we believe that using data from all our 
companies gives a fairer view of the overall gender 
pay gap in our organisation.  
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The gender pay gap is not the same as equal pay. Equal 
pay ensures that men and women receive the same pay 
for carrying out the same or equivalent work. The gender 
pay gap is an average figure for all employees within the 
UK workforce, irrespective of the job they do.

In line with the reporting guidelines, the data 
reflects payments made in April 2017.  The figures 
include the hourly rate for each relevant colleague 
as defined by the legislation. This includes base 
salary as well as performance related bonus 
payments received over the previous 12 months.

Curo has a gender pay gap in particular parts of 
the business; this is largely as a result of the higher 
number of men in senior roles in comparison to 
the number of women employed in lower paid 
roles.
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Our Gender Pay Gap Results

We collected our data in April 2017 when our 
workforce consisted of 224 women and 229 men. 
 
The figures show that Curo has a mean gender pay 
gap of 12% and a median gender pay gap of 10.9%. 
The mean gender pay gap of full time colleagues 
only is 7.4%

Women’s earnings are:
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229 
in April 2017

224 
in April 2017

• Mean gender pay gap in hourly pay 

12%   lower
• Median gender pay gap in hourly pay 

10.9%   lower
• Difference in mean bonus payments 

14.6%   lower
• Difference in median bonus payments 

7%   lower
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Proportion of men and women in each pay quartile

Number of men and women in each pay quartile
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Given that our workforce is split approximately 50/50 
between men and women, we would have expected 
the gender pay gap to be lower than 12%. However, the 
figures above tell us that we have more women in lower 
paid roles in the organisation. Whilst the gender balance 
improves slightly in the upper levels, there are still more 
senior men than women and with an all-male Executive 
Team, the impact this makes on our pay gap is evident. 

Gender diversity - in fact all diversity - creates 
a stronger, sustainable and more valuable 
business so we need to keep working at creating 
anenvironment which is desirable to all our 
colleagues. 

We pay the same rate for the same work whether 
colleagues are male or female.  However we have 
more men in senior posts in the organisation. In 
our Upper Quartile posts, our gender balance is 
42% female and 58% male.

Proportion of men and women receiving a bonus payment

31% 
of women were  

paid a bonus

23.3% 
of men were  
paid a bonus
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What are we going to do about it?

We are committed to addressing this issue and make further 
improvements, building on the work we have already started. 
We want to increase the proportion of women employed in 
senior posts and specialist technical and construction roles 
which are amongst our most highly paid jobs. Attracting 
females into construction roles is a challenge we share with 
the wider UK economy and it is an unavoidable fact that fewer 
women are currently employed in this sector.  

We know it’s going to take time to get to be where we want 
to be, and it’s important we take the right actions rather than 
rush into unsustainable, quick fixes.

Actions will include:

•  Adding Equality and Diversity to our 
organisational Balanced Scorecard, ensuring our 
Board have assurance that we are addressing our 
diversity issues both in the Board membership 
itself and the wider organisation. 
     

•  Exploring how we can attract more women into 
the areas of our business where we experience 
the highest pay gap, in terms of recruitment, 
succession planning and progression 
opportunities. 

•  Continuing to promote construction careers for 
women through schools outreach, colleges and 
academies via our senior leaders in construction 
teams.  

•  Making changes to our advertising and 
assessment processes in an effort to see an 
improved gender balance in all applications as  
a result. 
  

•  Training our mentors to coach the specific skills 
(technical and political) and knowledge required 
to encourage women into more senior roles. Our 
mentoring programme is well used by women 
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(78% mentees are women) with 57% of our 
mentors being female.   

•  Using the gender pay gap reporting tools to 
monitor whether pay, bonus and other reward 
have bias towards either gender.  

•  Running a series of workshops with both men 
and women to discuss and understand the 
challenges, barriers, opportunity and support we 
need to embrace to ensure a sustained gender 
balance at all levels in the organisation.  to work 
and a fantastic opportunity to develop a career, 
particularly if people are looking for flexibility.  

• Ensuring the Equalities Impact Assessment we 
 do on all new projects and initiatives helps us   
 understand the impact on our diversity. 

•  Continuing to invest time in promoting the  
housing sector as a great place to work and  
a fantastic opportunity to develop a career, 
particularly if people are looking for flexibility.

 



If you would like this leaflet in an  
alternative format please get in touch.
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Curo
The Maltings
River Place
Lower Bristol Road
Bath BA2 1EP

T:  01225 366000
E:  enquiries@curo-group.co.uk

www.curo-group.co.uk
 
 facebook.com/curogroup  

      twitter.com/curo_group


