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Biffa Group Gender Pay Gap Report 2019

1.  Introduction

Biffa remains committed to promoting 
equality, diversity and inclusivity amongst our 
workforce, and believes that publishing the 
information within the annual Gender Pay Gap 
Report is both an example of that commitment, 
and also demonstrates our wish to be 
transparent with investors, employees,
customers and other stakeholders.

In 2017 and 2018 we elected to publish 
information which went beyond that which 
was statutorily required and have again 
chosen to do the same in the report for 2019. 
We believe this approach both provides 
maximum transparency and gives a more 
detailed and more comprehensive 
understanding of gender pay information 
across Biffa Group.

2. Our Approach to Pay in Biffa

In order to support pay parity we have a
structured approach to pay.

• Pay rates for our hourly paid employees 
(whom comprise 73.2% of our overall   

        workforce), are predominantly set for 
specific job roles through collective 
bargaining with the recognised trade 
unions. This means that male and female 
incumbents of the same job role will be 
paid exactly the same.

Biffa Group Mean Gender Pay Gap 2019: 
-11.2% (-15.6% in 2018)

Biffa Group Median Gender Pay Gap 2019:    
- 5.1% (-7.6% in 2018)

3.  Methodology

All data and information was compiled using 
the standard methodologies set out in the 
Equality Act 2010 (Gender Pay Gap Informa-
tion) Regulations 2017, and with reference to 
the ACAS guidelines where appropriate. The 
information provided is based on a “snapshot” 
date of 5th April 2019.

4.  Gender Pay Gap Data for Biffa Group

The negative mean and median gender pay gap 
indicates that the average pay for women is 
higher than the average pay for men across the 
Biffa Group. 

This can be explained because the Biffa Group 
have many more male workers than female 
workers, especially in hourly paid job roles. 
When looking at our frontline teams, 98.2% of 
these individuals are males. Whereas in our 

This data shows the male / female split of our 
workforce in each pay quartile. Broadly the 
proportions are not dissimilar to the composi-
tion of our overall workforce (87.7% male, 12.3% 
female), although it should be noted that there 
is a slightly lower proportion of females (10.2%) 
in the lower quartile and a higher proportion 
(16.6%) of females in the upper quartile. Al-
though there is a slightly more even distribu-
tion than was seen in the 2018 figures, which 
had 9.1% of females in the lower quartile and 
18.2% of females in the higher quartile, these 
proportions have not changed significantly 
since gender pay gap reporting began in 2017.
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5.  Pay Quartiles by Gender

• Salary ranges for our staff (whom comprise 
26.8% of our overall workforce) are 
undepinned by the application of a job 
evaluation   methodology, which ensures the 
same salary range is applied for all jobs that 
are determined as equivalent through the 
methodology.    

‘staff’ roles, the percentage of males reduces 
to 58.8% and female representation increases 
to 41.2%. This means that females are better 
represented within professional and 
managerial and professional grade roles which 
are typically paid higher.



Biffa Group Mean Bonus Gender Pay Gap 2019: 
-38.2%  (-29.5% in 2018)

Biffa Group Median Bonus Gender Pay Gap 2019: 
-14.3% (-21.2% in 2018)

6.  Bonus Gender Pay Gap

Proportion of male and female employees 
receiving a bonus

8.  Gender Pay Gap Actions

The key actions we are taking to ensure 
equality of pay and conditions across the 
Group include:

• Periodically conducting analysis to assess 
the relative pay / salary levels between 
male and female employees in the same 
job role, for the same job size or within the 
same job grade.

The mean and median bonus pay gap was 
again negative within Biffa Group for the 12 
months ending in April 2019. This means that 
bonus payments were on average higher for 
female employees than male.
It is likely that this negative gender gap on 
bonus payments is due in part to bonus
payments being typically higher for senior and 
middle managers than for hourly paid 
employees, and the fact that there are a 
higher proportion of females employed as 
middle managers, than there are amongst 
hourly paid job roles.

7.  Statutory Gender Pay Gap Reporting Data

Biffa had three employing entities which 
employed 250 or more workers as at 5th April 
2019. Appendix 1 contains the relevant 
statutory reporting results for Gender Pay 
Gaps. These results have also been published 
to the www.gov.uk website. These three 
employing entities comprise over 90% of Full 
Paid Relevant employees within the Group.

This chart shows that the proportion of males 
and females receiving a bonus is almost 
identical.  Neither this approach nor the 
results for bonus payments have significantly 
changed from our gender pay gap reports of 
2018, or 2017.

• Making every endeavour to have a shortlist 
of diverse candidates who meet the 
essential person specification criteria for 
all vacancies that may arise.

• Continuing to deliver the diversity and 
inclusion strategy to raise awareness of 
unconscious bias and help our colleagues 
to think and act more inclusively.
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