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Background to this year’s report  

Each year, organisations with over 250 employees 

must publish their gender pay gap data within one 

year of their “snapshot” being taken – for us our 

data snapshot is always taken on 5 April. This data 

can then be compared against the data recorded on 

the same date in previous years, and organisations 

can measure their progress in reducing the gender 

pay gap.

In our last Gender Pay Gap Report, which covered 

both the 2020/2021 and 2021/2022 snapshots, we 

identified three key drivers of our pay gap and since 

then have doubled down on our efforts to reduce 

the gap – focusing on reducing our headcount gap, 

improving the representation of women in mid and 

senior level roles, and gaining a better understanding 

of the differences in gender representation in the 

key areas of our business. You can read last year’s 

report here.

As part of our commitment to diversity, equity, 

and inclusion (DE&I) we have chosen to submit our 

Gender Pay Gap Report in November 2022, ahead 

of the April 2023 government deadline. This is our 

second year of reporting ahead of the government’s 

deadline, and by going beyond what is required of 

us again, we’ll have access to more up-to-date data 

and be able to make clearer decisions on how we 

can best address our gender pay gap to improve our 

future results. 

Thank you for taking the time to read this report. I 

hope that, like me, you will be pleased to see that 

we have reduced our pay gap this year and have 

made some strong progress within key areas of our 

business – in particular in addressing the key drivers 
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A message from 
Jon Wilson
CEO Totaljobs Group

we identified last year; this year’s report shows our 

headcount gap, representation of women in mid and 

senior level roles, and the representation of women 

in key departments such as Sales and Tech have all 

improved since last year. 

However, I am sure that you will also agree with me 

that we still have work to do. This year’s pay gap 

improvement is not as significant as we had hoped 

it would be, and this year we will be doing more 

work to understand why we have not made a bigger 

step forward. At Totaljobs Group, our focus and 

commitment to DE&I will remain as we continue to 

grow and ensure we are a diverse, fair, inclusive and 

performance-focused workplace. As I mentioned last 

year, while the actions we are implementing will take 

time to have an impact on our organisation-wide 

gender pay gap, we are proud of the work our teams 

are doing to build a culture and workplace in which 

all our people can thrive, and we are especially proud 

that their work is creating steady improvement for 

our business. 

What the data tells us 

Our gender pay gap for 2022 (the pay gap we 

will be required to report next April, taken from 

the data collected on 5 April 2022) is 16.13%.

This means that our gender pay gap has 

marginally reduced in the last year (-1.41%).

https://gender-pay-gap.service.gov.uk/EmployerReport/nKdBVz7m/2021
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In our last report, published in May 

2021, we committed to an action plan 

designed to help us reduce our gender 

pay gap, targeting these key pay gap 

drivers.

While we are happy to see that 

our results are trending in the right 

direction, we had hoped to have seen 

our actions produce a more significant 

improvement to our business’ overall 

gender pay gap. However, we are also 

realistic – we know that, like many 

organisations, the drivers of our gender 

pay gap will take years to correct 

and so it will take time for some of 

our plans to show greater results, but 

we are prepared to keep working and 

learning so we get this right.

*The Government currently requires employers to report on the gender pay gap between men and women. In addition, until May 2021 TJG 

did not include an option for non-binary gender identities in our employee data. Therefore, this report refers only to men and women, with the 

understanding that this may not reflect all genders at TJG. We will continue to review our approach to ensure we are as inclusive as possible of 

non-binary colleagues.

Jon Wilson, CEO Totaljobs Group

Thank you to everyone who has 

continued to work so hard to 

bring Totaljobs Group closer to 

the organisation we want to be. In 

collaboration with our Leadership 

Team, our Management Taskforce, 

HR team, the All_In network, and all 

employees at Totaljobs Group we will 

stay focused on this work, and we’ll 

create a truly inclusive organization, 

together.
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Reporting our Gender Pay Gap for 
2022/2023

In April 2021, Totaljobs Group Ltd consolidated its three previous legal entities – Totaljobs Group Ltd, Jobsite UK 

Worldwide Limited, and StepStone Holdings UK, under the single entity – Totaljobs Group Ltd.

As required by the government, companies with 250 or more employees are required to report their gender pay 

data. The following report is the gender pay data for Totaljobs Group Ltd in 2022/2023 and the 785 colleagues 

within our business.

Mean and median gender pay gap

Mean: This is calculated by adding all the hourly 

salaries earned by both men and women and 

then dividing by the number of men and women 

respectively.

Median: This is calculated by looking at the salaries 

earned by both men and women in ascending order 

and determining the average salary by which one 

lies in the middle of them.

Mean

2022 - 16.13%

Median

Mean and median gender bonus gap

The mean gender bonus gap is the difference in 

average bonus pay that women and men in our 

business receive, and the median gender bonus gap 

shows the difference in the midpoints of the ranges 

of bonus pay received by men and women.

Mean Median

2021  - 17.54%
2022 - 22.80%
2021  - 15.57%

2022 - 31.73%
2021  - 28.31%

2022 - 26.56%
2021  - 23.99%
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Pay quartiles The proportion of women and men within our pay quartiles

Women Men

Upper Quartile

Upper Middle Quartile

Lower Middle Quartile

39%

27% 73%

Lower Quartile

2022

2021

2020

2022

2021

2020

2022

2021

2020

2022

2021

2020

32.49% 67.51%

27.37% 72.63%

24.06% 75.94%

34.18% 65.82%

31.05% 68.95%

37.10% 62.90%

44.90%

39.47%

41.18%

55.10%

60.53%

41.18%

50.51%

52.63%

50.80% 49.20%

47.37%

49.49%
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Since September 2020, we have focused our 

efforts on understanding and addressing the 

drivers of our gender pay gap. Following the 

last Gender Pay Gap Report we have continued 

our work to address the following key areas:

• Our headcount gap – the proportion of 

women working within our business

• Representation of women in mid and   

senior level roles

• Differences in gender representation 

within key departments such as Sales                  

and Technology.

Additionally, we have directed our focus on:

• Refining how we attract and recruit 

candidates

• Aligning levels and correcting salaries in 

key departments

• Establishing ownership and developing        

a roadmap of our DE&I work.

However, despite all our work and seeing 

improvements in some key areas, we have 

not seen a significant change to our overall 

organisational pay gap results. We will now 

begin our work to better understand why 

our gender pay gap has not improved as 

significantly as we would expect. 

In this report we have outlined what we       

know about the causes of our gender pay 

gap, the actions we have taken, the results 

we have seen so far and the ongoing 

challenges we’re experiencing in improving 

our reported gender pay gap.

Report summary 
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Last year we reported that our gender pay gap is caused 

by several drivers, and so our plans must focus on these 

if we are going to make real and lasting change – these 

drivers are:

1. Our headcount gap

2. Representation of women in mid and senior roles

3. Differences in gender representation within key 

departments

What have we 
been focusing on to 
reduce our pay gap? 

Driver 1 - Our gender headcount gap 

Our gender headcount gap is the difference 

between the number of men and women who 

work at Totaljobs Group. Although we do not 

have to report on our gender headcount gap, it 

is something that we are looking at because we 

believe that until we have a more representative 

workforce, we are not going to be the best 

business that we can be.

Over the last year, we have been working hard to 

create a more diverse workforce throughout our 

business. At the time of our last Gender Pay Gap 

on 5 April 2021, 39% of our people were women. 

Since then, this has increased to 40.5%. 

When looking at our employee data, we can see 

that there has also been a noteworthy increase 

in the percentage of women in each of the top 

three quartiles over the last year. However, the 

gender pay gaps have increased within each 

of the top three quartiles – to reduce our gap 

further next year we need to do additional work 

to better understand why.

Despite this increase in the gender pay gap 

within the top three quartiles, we can see that 

these still remain significantly smaller than our 

overall organisational gender pay gap. 

This highlights the issue that our overall 

gender pay gap continues to be impacted 

by the underrepresentation of women within 

our business – currently 9 percentage points       

lower than men - and specifically women 

working in mid and senior level roles within         

our top two pay quartiles. 

Totaljobs Group Headcount Gap

59% Men

61% Men

40.5% Women

39% Women

2022:

2021:
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Upper quartile  Upper middle 
quartile  

Lower middle 
quartile  

Lower quartile  Whole 
organisation

2022

Pay gap 8.11%  5.78% 2.95% -1.2% 16.13% 

% women 32.49% 34.18% 44.90% 50.51% 40.51% 

2021

Pay gap 1.9% 1.63% 0.17% 3.6% 17.54% 

% women 27.0% 31.0% 39.0% 53.0% 39.0% 

2020

Pay gap  5.49% 2.44% 0.09% 1.5% 17.57% 

% women 24.06% 37.10% 41.18% 50.8% 39.0% 

Our gender headcount gap
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What actions have we taken since our last gender 

pay gap report to address our headcount gap?

Changes and developments to recruitment at TJG

In 2022, we changed our recruiting systems which had the 

unintended consequence of removing our ability to track 

our candidate diversity data when people applied for roles 

with Totaljobs Group. However, with our new system – 

SmartRecruiter – now in place, we expect to see this data 

become accessible with future iterations and additional 

tools to help us reinstate and improve our tracking of 

diversity data – which is critical for us to understand, so 

that we can measure and improve. 

Our Talent Acquisition team undertakes active sourcing 

for applicants to ensure diversity and representation within 

our pipelines. They do this by reaching out to passive 

candidates that go beyond just a skill match search to 

discuss potential opportunities.

Additionally, we have recently hired a Campus & 

Community Talent Acquisition Partner who will operate 

with diversity and inclusion at the front of mind in delivering 

our talent acquisition strategy. This role, starting on 31st 

October 2022, will work closely with our talent acquisition 

team to ensure our recruitment approaches remove barriers 

to attracting and selecting a diverse range of people and 

embrace best practice.  Additionally, they will also be 

responsible for selecting and working with future external 

partners to help grow our applicant pipelines further and 

ensure a reliable pool of diverse candidates.

Within all our job adverts, we have added our Equal 

Opportunities Statement which shows our commitment 

to diversity and inclusion at Totaljobs Group. We believe 

that to truly be successful as a global company, we 

need to recruit, develop, and keep the best talent on the 

market regardless of background, gender identity, sexual 

orientation, disability status, ethnicity, belief, age, parental 

status, or any other characteristic.

In line with best practice, we have also continued to 

maintain and highlight our DE&I statement on the             

TJG candidate website.  This includes information about 

our employee networks and communities for our employees 

and future employees to review.

https://www.totaljobsgroup.com/work-for-us
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Partnerships with external groups

Partnering with experts and specialists to help us uncover and 

connect with more diverse candidates has been crucial for 

reducing our headcount gap. 

When working with headhunters and external agencies we’ve 

been explicit in needing a diverse panel of applicants for all 

our roles. We’ve also regularly partnered with agencies that 

specialise in providing diverse applicants for leadership and 

technology positions. Since partnering with The UpGroup, they 

have supported us to hire three key leadership positions within 

TJG, two of which were at the C level and one at Vice President.

We have also recently formed a partnership with The UsGroup 

which aims to introduce organisations to talented women from 

diverse backgrounds, which they may have otherwise missed 

through their own networks and channels. Our first workshop 

with The UsGroup was on the 26th of October 2022 and was 

held in our London office, with the focus on increasing education 

and networking opportunities for the participants.

Interview skills training for managers

In September 2020, we committed to providing mandatory 

training for all hiring managers, focusing on developing our 

manager’s interview skillset. Since then, 79% of all current UK 

managers have now completed this training, with the other 21% 

required to complete the training before beginning to interview 

for a role. Additionally, we hold regular sessions for new starters 

and for colleagues who are moving into a management position.

Where are we now?

We are pleased to see the 1.5% improvement in reducing 

our headcount gap between the men and women at TJG. 

Additionally, we are especially proud to see that these efforts 

have been reflected in the middle and upper end of our pay                                                                                                              

quartiles as well. The work we have done over the last year 

has clearly had an impact and so we will continue with                    

these initiatives. 

Through our partnerships, practices, and recent Campus & 

Community Talent Acquisition Partner hire, we will continue to 

intentionally focus on delivering a diverse set of candidates for 

all roles that we are hiring for at TJG. We will also be working 

towards developing and reinstating our candidate diversity 

data, as we will only continue to get better if we have the data 

to measure ourselves against.
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Building a pipeline 

A significant step in improving the representation 

of women in senior roles has been succession 

planning and building a pipeline of future leaders 

from within our existing workforce. This year, we 

are really pleased to report that the percentage 

of women in management positions at TJG has 

increased significantly from 39% in April 2021 to 46% 

in 2022. By making a significant improvement to the 

percentage of women in mid-level and management 

positions we are developing a pool of talent from 

which we can grow our future leaders. 

To ensure that we maintain a diverse pipeline of 

managers and encourage our employees to consider 

Totaljobs Group first when thinking about their next 

career move, we offer both mentoring and coaching 

services. Our mentoring program partners our 

colleagues with a mentor in the business to help them 

develop and grow skills, such as people management. 

Whereas our coaching services offer support to help 

our colleagues prepare for internal interviews for 

vertical or horizontal role applications.

In the last year, we have had 60 colleagues undertake 

the coaching program, including 24 women. From that 

cohort, 7 women have been promoted, with another 

having had a change of role within TJG. 

Since the inception of our mentoring program, we 

have had 11 women take part in the initiative, and of 

those 11, 5 have had a change in role or additional 

role responsibilities since taking part in the program. 

Additionally, between April 2021 and April 2022, we 

have seen women make up 42% of the internal moves 

within TJG, which is reflective of the proportion of the 

women making up our workforce.

11

Driver 2 - Representation of women in mid 

and senior roles

As the data demonstrates, a key driver for our 

gender pay gap at Totaljobs Group – and for 

businesses across the whole of the UK – is the lower 

representation of women in the upper and mid pay 

quartiles.

As we review our results, we have seen significant 

improvements across the board in terms of the 

representation of women in our upper pay quartile, 

amongst our Senior Management Team and within 

our Leadership Team.  It’s crucial that change starts 

at the top, and across our UK leadership teams (both 

TJG and PTM - Product, Tech and Marketing) six out 

of twelve of the leaders are now women.

What actions have we taken since our 

last gender pay gap report to increase the 

representation of women in senior roles?

Recruitment and external partnerships 

In addition to prioritising a diverse candidate 

and interviewee pool at all levels, partnering with    

external executive diversity recruitment specialists 

like The UpGroup has helped us to bring more women 

into both leadership roles, as well as in specialist 

areas like technology.
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Where are we now?

As we have mentioned earlier, the disproportionate 

number of women in the top 50% of the population is a 

driver of our gender pay gap this year.

As you can see in our data, we have made great progress 

in decreasing the headcount gap across the upper three 

pay quartiles, reflecting an increase in the number of 

women joining our Senior Management team and our 

Leadership team. To ensure we continue to drive positive 

results we need to ensure that we continue to develop 

our people and promote internally, as well as continue 

to promote TJG as an employer of choice for women in 

leadership and women in tech.

Mentoring has helped me to 
navigate the business – to 
understand where I am headed 
and where I need to develop to 
grow my career.

“

Year Upper pay quartile / Top 25% Senior Management Team  Leadership Team 

2022 32.49% 46% 50%

2021 27.00% 41% 33%

2020 24.06% 46% 20%



13 Gender Pay Gap - Reporting year 2022/23

Driver 3 – Differences in gender 

representation within key departments

As we mentioned in our last Gender Pay Gap Report, 

a key driver of our gender pay gap is the significantly 

higher proportion of men working in our technology 

function. Additionally, we also noted that we had 

significantly fewer women working in our sales teams.

Since then, we have seen notable improvements in 

both areas of the business in terms of headcount. 

Our Sales team has continued to improve from 33% 

women in 2021 to 36% this year. In 2021, 25% of our 

colleagues in technology were women and in 2022 

this has grown to 28% - 2% higher than the national 

average of 26% for women working in technology.*

What actions have we taken since our last 

gender pay gap report?

Sales Relevelling Project

Each year, we usually conduct two Equal Pay Audits. 

However, in November 2021, instead of carrying out 

our second Equal Pay Audit of the year, we undertook 

a Sales Relevelling exercise to ensure that sales 

remuneration and job levels for each sales colleague 

were aligned with the external market. Additionally, 

it would provide clarity on performance and offer 

accountability and expectations based on the 

employee’s level.

As a result of the exercise, the salaries of 162 

employees (61 women, 37.7%) were adjusted. 

This exercise reduced the gender pay gap across our 

Sales teams from 10.2% in 2021 to 0.72% in April 

2022, essentially removing the gender pay gap from 

within our sales teams.

The Gender Bias Decoder to highlight gender-coded 

terms and offer alternative wording to remove potential 

bias from our own job ads. We have offered this product 

to our clients in the UK since November 2017, and for 

the last two years have used it within our own recruiting 

efforts. Running our job ads through the decoder is now 

a standard practice that takes place in all our roles. This 

is to ensure that we eliminate any potential bias from 

our listings to make them more inclusive and potentially 

increase the number of applications by creating more 

diverse talent pools.

* In previous Gender Pay Gap reports, we defined “Technology” as any person based in our Information Technology teams. Since then, our 

business has undergone structural change with the creation of the PTM – Product, Tech and Marketing Organisation and as such our definition of 

“Technology” has changed. When we refer to “Technology” in this Gender Pay Gap report, we are referring to people within the PTM Organisation. 

Reviewing our definitions allows the Gender Pay Gap to remain relevant as the business continues to evolve.
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Expanding our approach to advertising roles 

Following our September 2020 report, we 

committed to encouraging more women to apply 

for roles in our technology teams. Last year, we 

partnered with Women In Tech, a platform that 

showcases employers who are actively looking to 

employ more women in technology and promote 

diversity across their workforce. We are now out 

of contract with Women In Tech but are currently 

reviewing other platform’s that we can partner with 

to reach diverse audiences.

Recruitment and external partnerships

Most of our hires of women in technology are 

actively sourced by our recruitment teams. Since 

there is high competition for these candidates,      

our teams actively reach out to passive candidates 

as roles open. 

As we have detailed in the sections above, we have 

prioritised a diverse pool of candidates at all levels 

and for all roles. However, this is critically important 

for roles in senior positions, as well as in specialist 

areas including sales and technology.

Partnerships with headhunters like The UpGroup 

will help us to bring in diverse specialists at the 

more senior level and partnering with The UsGroup 

will help us to connect us with diverse talent at the 

earlier stages of the career or amid a career change. 

With an approach like this we can bring in diverse 

talent at multiple levels across our business.

Early entry and internships

As we have identified, there is fierce competition for 

the available pool of diverse talent in the technology 

industry. With women making up only 26% of the UK 

technology market, we are currently reviewing ways in 

which we can bring more women into our organisation 

at an earlier stage in their career. As such, our 

Product, Tech and Marketing organisation are 

currently exploring internship options to increase both 

women in technology within our own organisation as 

well as within the technology industry itself.

Where are we now?

Since 2021, we have made promising improvements 

within key areas of our business by bringing in diverse 

talent amongst both sales and technology. To ensure 

that we continue to source great talent from diverse 

backgrounds, we need to ensure that we continue to 

reach applicants of all communities.

Additionally, we are aware to continue to grow our 

diversity in key areas, we must continue to compete 

with technology organisations from many different 

industries. We must be seen as an employer of choice 

for diverse groups, and by being an organisation that 

is committed to DE&I and to reducing the gap, we 

believe we can be.
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Additional factors affecting our gender pay gap results

As this report shows, we have seen an improvement in our 

gender pay gap since 2021. And we can also show some areas 

of additional improvement when we look more closely at:

• The 1.5% reduction in our headcount gap from 2021, 

• The increases in the representation of women at the upper 

pay quartile, in the Senior Management Team (SMT) and in 

the TJG Leadership Team (LT), 

• As well as increases in the percentage of women in both our 

technology team and sales team.

However, the impact on our overall gender pay gap is slight – 

and within each of the top three quartiles the gender pay gap 

has increased. We will continue to review our data regularly to 

understand why we haven’t seen more positive change in the 

overall results.

Giving our actions time to have an impact

A lot of our steps to make improvements have not yet had time 

to have an impact on our gender pay gap. We will review the 

impact these actions have had again in our next Gender Pay 

Gap Report.

Additional factors 
affecting our gender 
pay gap results
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With/Without Company 

Success Bonus

Mean Hourly 

Pay Gap

Median Hourly 

Pay Gap

Mean Bonus 

Pay Gap

Median Bonus 

Pay Gap

With Company Success Bonus 16.13% 12.74% 31.73% 26.56%

Without Company Success Bonus 10.45% 22.8% 40.19% 68.01%

This will be supported by our commitment to continue 

to report on our gender pay gap in two steps:

1. We will report the results that the government 

requires of all employers with more than 250 

employees - publicly publishing our gender pay 

gap data within a year of the snapshot date.

2. We will also aim to publish our most up to 

date data ahead of the government’s required 

deadline – publishing a full report on pay gap 

data during Q3 of that calendar year. So, next 

year we will publish the data required of us by the 

Government (5 April 2023) before the conclusion 

of September 2023.

Company Success bonus

The hourly pay makeup for the Gender Pay Gap 

includes:

• Basic Pay 

• Allowances 

• Bonus paid in April’s Salary (pro rata’d if the 

scheme is usually paid quarterly or monthly etc) 

In 2021, parts of our business received a Company 

Success Bonus. As the Company Success Bonus was 

paid in April this naturally impacted on our results. 

However, this wasn’t paid in 2020 and therefore 

wasn’t included in last year’s pay gap results.

Company Success Bonus and its impact on our Gender Pay Gap
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As well as reviewing our gender pay gap data and 

taking action on the key drivers of our gender pay 

gap, we have also continued to implement initiatives 

to help us improve our gender pay gap, while also 

further embedding DE&I at TJG.

Equal pay audit and review

As mentioned above, we usually conduct two equal 

pay audits per year. In June 2021, we carried out 

our most recent equal pay audit and review as part 

of our business’ commitment to improving fairness 

and equity within our organisation, and this provided 

us with further analysis and recommendations for 

moving forward. 

The audit focused on the protected characteristics of 

gender and ethnicity and as a result, we highlighted 

16 employees (9 women) to the leadership team for 

salary review.  Most of these resulted in changes that 

were implemented through individual promotions or 

the Sales Relevelling Project (discussed below).

Our next equal pay audit and review will be held in 

June 2023, following the completion of the 2023 

Annual Salary Review.

TJG Management Taskforce and DE&I communities

At TJG we’re incredibly proud of our brilliant 

employee-led networks. Especially, our DE&I network 

and communities– under the umbrella All_In – have 

played an enormous role in leading positive cultural 

change within our business and have developed 

a long-term vision for our DE&I journey. Together, 

our Management Taskforce and the All_In network 

collaborate closely to help us fulfil our DE&I vision for 

the future of TJG. 

What other steps 
have we taken?

We believe that diversity, equity, and 
inclusion at TotalJobs is critical to our 
success as a global company.

“
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Our Management Taskforce is made up of 

representatives from across our business and 

collectively they are responsible for supporting TJG 

to be a workplace where people feel recognised, 

supported, included, and safe. They also manage 

a dedicated budget to support their work and 

collaborate with a range of external consultants 

and experts to deliver initiatives. This group 

ensures our Leadership Team are responsible for 

the implementation – and role modelling – of 

commitments made by our business.

At TJG we have well-established internal employee 

resource groups dedicated to championing and 

supporting all our colleagues – in particular, under-

represented and minoritised groups. You can get 

involved by joining our Diversity, Equity & Inclusion 

Network – All_In – and its communities, With Pride, 

The Black Network, Family Network, Women@TJG 

and Anti-racism@TJG. 

We are also proud to be supported by our 

TotalWellbeing, and Charity Matters- our other 

employee-led networks who work alongside our 

business to make TJG an inclusive and safe place  

to work and give back to our communities.

This year, we have added another community – the 

Champions of Accessibility Network (CAN) – which 

creates open conversations about accessibility and 

disability to learn how we can build a more inclusive 

world of work for impaired and disabled people 

within TJG.

We’ll know we have succeeded 
when all our people feel that 
they can bring their whole 
selves to work.

“
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DE&I Quarterly Business Review

This year we have also established a DEI review cycle 

to ensure we are transparent, accountable, inclusive 

and impactful in this area of our work. Each quarter, 

our Management Taskforce, Leadership Team and 

representatives from our networks meet to discuss 

updates on our ongoing DE&I initiatives. 

These initiatives are delivered across 8 workstreams 

– Policies, Networks, Employee Lifecycle, Empowering 

our people and leaders, Data Monitoring, Supply Chain, 

Products & Services, Partnerships and Community.

These business reviews help us maintain accountability 

and ownership when delivering our DE&I initiatives such 

as recruitment practices, coaching and mentoring, as 

well as some additional ones including DE&I training, 

Menopause, Endometriosis, and fertility support, as well 

as community-led events.

Developing our workspaces

In 2021, we undertook a project to redesign three of our 

largest offices in the UK. As part of the consultation 

process, there was significant consideration for making 

these offices accessible and welcoming to everyone 

in our business. This redesign project has included 

improving access to parent-rooms, multi-faith rooms, 

and wellbeing spaces.  

Regular engagement surveys

In September 2020, we launched our first Peakon 

employee engagement survey to help us to understand 

how our people feel about working at TJG and how we 

can improve the employee experience. 

Since then, we have continued to monitor our 

engagement results and participation rates across 

the business. The DE&I Management Taskforce have 

continued to use these results to develop and adjust their 

initiatives.

Getting feedback from our colleagues has been so 

valuable and we really appreciate how our colleagues 

have engaged with the survey since its inception. In 

September 2022, we saw 83% of the organisation taking 

part and leaving 2,745 comments in September 2022.
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Better together in 2023 and beyond  
We know that true change can only be achieved when 

we work together as one team. By working with all our 

people from across our whole organisation that the 

changes we have already made and will continue to 

explore will create real and positive impact within our 

business now and into the future.

In 2022, we launched our new company values with 

diversity, equity, and inclusion at the heart of our 

company commitments and aspirations. Over the 

next 12 months, we will further embed our values of 

we go beyond, and we radically include to develop 

plans and take actions focused on addressing the key 

drivers of our gender pay gap.

As we have this year, in 2023, we will continue to 

publish our gender pay gap data ahead of the 

government deadline. This means that for the 

2023/2024 Gender Pay Gap Report which is required 

on 5th April 2024, we will commit to issuing the report 

in Summer 2023.

In this report, we have reiterated that our 

commitment to DE&I goes beyond reducing our 

gender pay gap. We are working to make our business 

more inclusive, diverse, fair and performance focused. 

At the same time, we are building an environment for 

our people, where everyone can thrive, grow, succeed, 

and bring the truest version of themselves to work, 

every day.

We know the above can only be achieved through 

strong collaboration between our Leadership Team, 

Senior Management, HR Teams, the Management 

Taskforce, our All_In network and all our people 

across TJG - we all have an important role to play. 

Thank you for joining us on this journey so far, we 

are excited for the future and to continue to move 

forward the only way we know how - together. 
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As Chief Executive Officer, I, Jon Wilson, can 

confirm that the information contained herein 

is accurate.

Statutory Disclosure

Overall Women Male Gap

Headcount 785 318 467 31.91%

Headcount % 40.51% 59.49%

Mean Hourly Pay £46.63 £41.84 £49.88 16.13%

Median Hourly Pay £42.75 £36.70 £47.53 22.80%

Mean Bonus Pay £13,725.78 £10,758.17 £15,757.71 31.73%

Median Bonus Pay £5,090.00 £4,161.50 £5,666.43 26.56%

Proportion in receipt of a bonus 91.51% 91.01%

Proportion in upper quartile (hourly pay)  32.49% 67.51% 8.11% 

Proportion in upper middle quartile (hourly pay) 34.18% 65.82% 5.78%

Proportion in lower middle quartile (hourly pay) 44.90% 55.10% 2.95% 

Proportion in lower quartile (hourly pay) 50.51% 49.49% -1.20%

Totaljobs Group Gender Pay Gap - 2022/2023 

We confirm that our data is accurate (as of 05/04/2020) and has been calculated according to the requirement of 

The Equality Act 2010 (Gender Pay Gap Information) Regulations 2017. 

Please note – figures shown in bold, whilst are not a reporting requirement, are shared and will continue to be shared 

as an act of transparency.


