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At RSA, diversity, equity, and inclusion are central to our purpose and are the cornerstone
in us achieving outperformance within our sector. Seeing diversity as a strength is deeply
rooted within our values and we strive to create an inclusive workplace where everyone can
bring their best self to work. We do this by building greater diversity across all levels of our
business and creating an inclusive culture which seeks out diverse perspectives and attracts,
recognises, and retains diverse talent. To effectively build inclusive products and services
for our customers, our workplace must better reflect the communities we serve.
By enabling diversity of thought and in ensuring representation of women in our senior
management teams, we are fundamentally stronger as a business.
Our Gender Pay Gap report allows us to demonstrate the progress we are making and
provides us an opportunity to reflect and challenge ourselves to push harder and faster in
our ambition for gender parity. I am proud of the progress we are making and our direction
of travel as we continue to focus on practical actions to reduce our Gender Pay Gap.

Ken Norgrove, Chief Executive Officer, RSA Insurance Ltd, UK & International
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Gender Split of RSA Insurance Ltd

RSA Insurance Ltd (RSA) is a wholly owned subsidiary of Intact Financial Corporation (IFC).
The information shared within this report relates to the UK operating company.

Gender Split of RSA Insurance Ltd employees
(as of 5th April 2022).

Female

55.3%

Male

44.7%

Employees receiving bonus pay

Female

95.6%
Proportion of employees
receiving a bonus in 2022

Male

96.2%
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Gender Pay Gap and Bonus Pay Gap
Our gender pay gap demonstrates the difference in average
hourly rates of pay between all males and females who work for
our UK business with no consideration for differentials in role.
Our bonus pay gap is based on bonuses paid in the 12 months
prior to 5th April 2022.

Our 2022 gender pay gap indicates that women earn 27.8%
(mean), and 28% (median) less than men, which is an
improvement of 1% (mean) and 0.3% (median) since 2021.
Our mean bonus gap (49%) has improved by 9% since 2021,
whilst our median bonus gap (58.0%) has widened by 4.9%
since 2021 (41.5%).
The gender pay gap is a measure of the difference between
the average earnings for men and women. This is not the
same as equal pay. We undertake regular equal pay audits,
in line with ACAS and Equality and Human Rights Commission
(EHRC) guidance. We are confident that men and women
at RSA are paid equally for the same or similar work across
the business and we are satisfied that there are no underlying
equal pay issues.

Gender Pay Gap

Bonus Pay Gap

Overall, we have seen improvements to
our gender pay since 2021. Our mean pay
gap has improved by 1%, with our median
pay gap improving by 0.3% since the 2021
reporting period. We have driven a year-onyear improvement in our mean pay gap
since 2017.

Our mean bonus gap (49%) improved significantly (9%) versus
2021 (58%). Drivers for this movement include IFC deal related
bonus payments (e.g., retention awards, early pay out of long-term
investment plans), alongside performance related bonus awards.

A level of change in the organisation over
the reporting period saw the exit of a higher
proportion of male senior leaders than
female senior leaders in the period following
the Intact Financial Corporation (IFC) deal.
This contributed to the improvement in our
gender pay gap.

Our median bonus gap (46.4%) widened by 4.9% vs 2021 (41.5%).
This was driven by the significant change faced by the business
across the reporting period. Whilst we saw more senior male leaders
exit the business, this didn’t further improve our median pay gap due
to the IFC deal related elements (e.g., relevant employees receiving an
additional pro-rata bonus at all levels, retention awards etc.) In addition
to the usual long term investment plan vesting in the bonus period,
there were additional plans which vested early as a result of the IFC
deal. Due to the make-up of our workforce, these were paid more to
males than females. With larger payments increasing due to volumes
of awards per individual. Had we not had the IFC additional payments
our median bonus gap would have improved by 4%.

Prior Year Data for Comparison
Mean

Median

Pay
Gender
Pay Gap

Bonus
Pay Gap

2022

27.8%

49.0%

2021

28.8%

58.0%

2022

28.0%

46.4%

Mean

Median
2021

28.3%

41.5%

40%

29.7%

29.7%

29.0%

Bonus
27.3%

28.3%

28.0%

80%

30%

60%

20%

40%

15.0%

39.3%

42.8%

41.5%

46.4%

63.2%

69.1%

75.1%

42.8%

58.0%

49.0%

2017

2018

2019

2020

2021

2022

20%

10%
0%

41.1%

33.0%
2017

33.6%
2018

31.7%
2019

29.7%
2020

28.8%
2021

27.8%
2022

0%
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Pay Quartiles
The following charts illustrate the percentage of men and women
at RSA Insurance Ltd within four equally sized pay quartiles as at
April 2022.

Women

Men

Lower

Lower Middle

32.7%
67.3%

38.4%
61.6%

Why do we
have a pay gap
at RSA?

51.6% 48.4%

Upper

Management
Group

Team Managers,
specialist technical
& specialists

As is common with other
insurance companies,
RSA’s Gender Pay Gap is
predominantly driven by the
shape of our workforce,
in particular:
• We have fewer women
than men in senior
management roles.
Our workforce is predominantly
female (55%) however there are
fewer women in our Management
Group roles (32.3%).
• This is reflected in our pay
quartile data, where only 37.1%
of employees within the highest
paid quartile are female.

Upper Middle

2022
Customer
operations,
technical
& business
support

37.4%
67.7%

32.3%

• There are more women (62.3%)
than men in our junior roles,
such as customer operations,
technical and business support.

58.2%

41.8%

37.1%
62.9%

Women
Men

62.3%
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What actions are we taking to
reduce the Gender Pay Gap at RSA?
Over the course of 2022, we have made continued progress in enhancing the
focus on our Diversity, Equity, and Inclusion (DEI) agenda. Whilst it is acknowledged
that there are no credible ‘quick fixes’ to the Gender Pay Gap we are taking continual
action to drive progress.

Our Goal
In December 2021, we set a target of achieving 34% of women in Management
Group by 2023. Effective 30th September 2022 we have 34% female representation
in our overall Management Group population.

Actual female
representation
in our overall Management
Group population

We are committed to stretching our
ambitions for gender parity and our
ongoing commitments to the Women
in Finance Charter support this.

reached

Recruitment
To further boost our efforts to seek diverse candidates, we have set gender balanced
shortlist targets for interviews for Management Group roles in our UK business, and
we are currently trialling interventions to non-management group roles in key functions
where female representation is lowest (Women in Technology, Underwriting & Pricing)
to increase gender parity when hiring.
For Management Group roles that do not
meet the gender target there is an exceptions
process in place. We apply a diversity lens
to all recruitment processes and ensure
there is focus across the organisation to
drive progress against our targets for gender
representation.
For roles that do not meet the gender target
there is a robust exceptions process in place.
We work in partnership with the recruitment

agencies we use to ensure they are clear
on our expectations with regards to DEI,
which include access to dedicated specialist
DEI resources to improve attraction and to
promote inclusive hiring practices.
We have removed gendered language from
our job advertisements and are developing
Inclusive Recruitment training for Hiring
Managers to address any inadvertent bias.

23 interns joined

34%

by September 2022

16 were female
To drive further progress we have
set new targets for our UK&I business
to meet 40% female representation
in our overall Management Group
population by 2025.

RSA’s participation in the 10,000 Black Intern programme saw 23 interns join the business
for a period of 6 weeks, the firm providing the most internships across the insurance sector
and the 6th highest across the 700+ firms participating. Gender representation within
our delegate group of 23, was majority female 16:7. Attracting diverse candidates into the
business is a key priority of RSA.
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Employee Support

Female Talent Sponsorship

Flexible Working

We have recently achieved Menopause
Friendly Accreditation status. Over the
last 12-months the business has enhanced
support for employees, raising education
and awareness on both the Menopause
and Andropause.

We continue to provide development
opportunities to support the progression
of women in our business into senior
management roles:

We have communicated our long-term
commitment to supporting hybrid working in all
roles and flexible working through our job adverts,
ensuring all potential candidates are aware of our
willingness to discuss any requirements for flexibility
in when, where, and how our employees work.

In addition, employee and leader guidance
has been developed on issues surrounding
domestic abuse and a network of domestic
abuse awareness champions have been
established to provide support to individuals
experiencing abuse, this includes signposting
guidance, resources, and support
interventions along with support for
perpetrators in recognising their behaviour.
A new Domestic Abuse Leave Policy has
been implemented to provide further support.
In January 2022, our family friendly policies
were further enhanced with the extension
of maternity, adoption and paternity leave
provisions and a reduction in service
requirements.

Our “Accelerate” talent programme provides
leadership skills development for those who show
high potential to progress into the Management
Group in the future. We ensure 50/50 gender
balance amongst attendees in the programme.
In 2022 our internal female mentoring programme,
partnered 25 of our mid-manager level females with
senior leaders within the business for a period of
9 months, to build increased strength and depth in
our female talent pipeline, and to increase visibility.
We are developing and mobilising enhanced talent
plans and succession pipelines for all departments,
supported by an active review and challenge of
gender representation on these plans.
We have also implemented a D&I goal into all
employees’ objectives to drive engagement in D&I
activity more prominently into the business and will
execute functional action plans and focus areas to
complement our cross organisational initiatives.

Our commitment to reducing the Gender Pay Gap
is kept alive through the actions referenced above,
and through our Purpose and Values.

RSA Balance Employee
Resource Group
We strive to create an inclusive workplace
where everyone can bring their best self to
work. Improving our gender balance at all levels of
the organisation is just one aspect of how we are
creating an inclusive workplace for all at RSA.
In 2022, we continued to drive inclusion through
our employee resource groups. Our employee led
groups aim to foster a diverse, inclusive workplace
and support our overall diversity, equity, and
inclusion strategy.
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Purpose:

To help people,
businesses and
society prosper in
good times and be
resilient in bad times.
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Values:

Integrity

Respect

Customer-driven

Excellence

Generosity

Our Values are the framework for how we work and behave and guide our decision-making in all contexts.
They underpin every effort and every task that we carry out every day, to ensure we deliver our Purpose
statement. Our Purpose and Values drive everything we do as a company and give meaning to our work.
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We recognise that the gender pay gap
is a long-term issue and actions will take
time to have an impact on the figures we
report. We are committed to stretching
our ambitions for gender parity and our
ongoing commitments to the Women in
Finance support this. We are confident
in the steps we are taking, and, in the
monitoring, we have in place to track the
effectiveness of these interventions.

Declaration
I confirm that the information and data provided is
accurate and in line with mandatory requirements.

Ken Norgrove
Chief Executive Officer, RSA, UK & International

