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Foreword 

 

Penny & Giles Controls Ltd is part of the Curtiss-Wright Corporation, a business 

which can trace its roots back to the very first flight of the Wright brothers back in 

1903. Today, we are a diversified, multinational provider of highly engineered, 

technologically advanced products and services. We maintain a balanced and 

diversified business portfolio with revenues generated across our three 

segments: Commercial/Industrial, Defense and Power, which support several of 

the largest, most vital industries in the world.  

 
Together, we believe that people are our most valuable asset and will 

always do the right thing in our dealings and interactions with all our 

employees. 

 
Working in a spirit of trust and collaboration, Curtiss-Wright actively encourages 

employees to contribute their ideas and innovations to keep our company moving 

forward. We firmly believe that increasing the number of women in our business 

is key to Curtiss-Wright having access to the widest pool of talent, and will help 

us in our quest to become the employer of choice for those who wish to work in 

the markets in which we work. 

 
Our gender pay gap is 32.3% (median) for 2020/21. This is, generally, 

comparable to previous years (2019/20 at 25.9%; 2018/19 at 30.5%; 2017/18 at 

38.3%). This report will detail our findings and identify areas of focus for bridging 

this gap going forwards. 

 

 

Bruno Smith 

HR Director – EU and Asia  
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Gender Pay Gap Reporting 

 

The gender pay gap is the difference in the average hourly wage of all men and women across 

a workforce. This gap will be small if there are both women and men distributed evenly 

throughout all levels of an organisation. Equally, the gap will be larger if there are more women 

in less higher-paid jobs than men. 

 

» Mean and Median Hourly Rates 

The ‘headline’ figures show the difference between the mean (average) and median (mid-point) 

hourly pay of all male and female employees, irrespective of their role, expressed as a 

percentage of male employees’ pay. 

 

The gender pay gap for Penny & Giles Controls Limited (a wholly owned subsidiary of Curtiss-

Wright Corporation) is as follows: 

 

Mean gender pay gap of 28.4% for 2020/21 

Median gender pay gap of 32.3% for 2020/21 

 

The mean is comparable to previous years (2019/20 at 31.7%;2018/19 at 33.7%; 2017/18 at 36.8%). 

The median is comparable to previous years (2019/20 at 25.9%; 2018/19 at 30.5%; 2017/18 at 38.3%). 

 

At Curtiss-Wright UK we have significantly more male employees than female, which is not 

unusual within the industries in which we work. This influences the figures throughout the 

organisation, including the respective numbers of male and female employees in higher-paid 

roles of the workforce. We recognise that our workforce reflects wider societal issues which 

contribute to this disparity, mainly the lack of women in STEM (science, technology, engineering, 

mathematics) related roles; both at school level and in work environments. 

 

The industries in which we work operate in sectors where STEM skills are a pre-requisite, and 

where there is a great deal of competition for the right candidates. Curtiss-Wright works hard to 

ensure its systems and processes encourage diversity and inclusion, focussing on attracting and 

retaining employees with the right skills and competencies. We engage with our local 

communities to ensure both men and women are aware of the exciting roles our industry can 

offer and we appoint purely on the basis of merit.  



 
Bonus Gender Pay Gap 

 

The bonus gender pay gap covers bonuses 

earned in the 12 months preceding 05 April 

2020. 

 

These figures show the mean (average) 

and median (mid-point) bonus gap (the 

difference between the mean bonus pay 

paid to male employees and that paid to 

female employees). 

 

The bonus gap for Penny & Giles Controls Limited is as follows: 

 

Mean bonus gender pay gap of 69.8% for 2020/21 

Median bonus gender pay gap of 42.5% for 2020/21 

 

The mean is comparable to previous years (2019/20 at 74.4%; 2018/19 at 76.7%; 2017/18 at 76.7%). 

The median is comparable to previous years (2019/20 at 47.0%; 2018/19 at 50.0%; 2017/18 at 48.0%). 

 

Although the figures are broadly comparable, we are starting to see that the bonus gender pay 

gap is improving for both mean and median measures. As more women progress into higher-

paid roles, where bonuses are larger, this will continue to improve. 

 

» Bonus Eligibility 

In terms of who receives a bonus, our figures show that the majority of our employees, both men 

and women, are eligible to receive a bonus. This is because we do not just award our higher-

paid employees but promote incentive bonuses throughout all levels of the organisation. 

 

▪ The proportion of male employees receiving a bonus is 95.2% for 2020/21 

(2019/20 at 92.3%; 2018/19: 77.9%; 2017/18: 87.1%) 

▪ The proportion of female employees receiving a bonus is 94.4% for 2020/21 

(2019/20 at 87.2%; 2018/19: 63.5%; 2017/18: 79.4%) 

 

  



 
Pay Quartiles Gender Split 

 

Pay quartiles are concerned with the gender distribution in equal quarters based on pay bands.  

 

As of 05 April 2020, women represent 26% of the overall Curtiss-Wright workforce (2019/20 at 

26%; 2018/19 at 25%; 2017/18 at 24%). The quartiles show that females are less represented in the 

higher pay quartiles, however, with the number of women in the organisation increasing this 

disparity will gradually reduce over time through promotion and direct hires.  

 

If we were to focus on the female representation throughout the quartiles it is clear there have 

been improvements. Specifically, the upper quartile was at 6.8% in 2017/18 and has now 

increased to 11.9% in 2020/21. This indicates an upward progression of women in our 

organisation. The progress can be seen in the chart below: 
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FAQ’s 

 

» Why do we report on the Gender Pay Gap? 

Legislation was introduced in 2017 which required all employers of 250 or more employees 

to publish certain information regarding the gender pay gap in their organisation as at 5 April 

2018. 

 

Although we are legally required to do so, we consider that reporting on the Gender Pay 

Gap is a useful management tool in that it allows us to address any potential workforce 

issues to ensure our policies and processes remain fair and helps us to see what progress 

we are making in achieving equality across our workforce. 

 

» Is this the same as Equal Pay? 

The Gender Pay Gap is not the same as Equal Pay. It does not take into account the actual 

jobs that people do or their position in the company. It is not, therefore, a ‘like for like’ 

comparison of people doing the same or similar jobs.  

 

Curtiss-Wright is committed to paying employees doing equivalent jobs in the organisation 

equally, regardless of their gender or other characteristics. 

 

» What does the terminology mean? 

» Mean 

The average of a set of numbers, which is used to assess the average hourly rate of the 

genders. This is expressed as a percentage of the male employees. 

» Median 

The middle value of a list of numbers when sorted into increasing order, which is used to 

compare men and women’s pay. This is expressed as a percentage of the male employees. 

» Pay Quartiles 

Rates of pay are placed into a list in order of value and the list is divided into four equal 

section. This is used to report how many men and women are in each pay quartile. 
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