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At Totaljobs Group, we believe that every person in 

our business makes a meaningful contribution. We 

want our employees to feel supported, to thrive in 

their roles and to be rewarded fairly. Together with our 

Gender Pay Gap analysis, I am happy to provide some 

information about the positive changes that have 

taken place over the last year. 

First and foremost, as CEO, I recognise that we are in 

the early stages of our journey to becoming a more 

diverse, fair and inclusive workplace, I also recognise 

that we have a long way to go in terms of our Gender 

Pay Gap and that the findings shared in this report 

are proof of that. 

The Gender Pay Gap shows the difference in gross 

hourly earnings of men and women calculated as an 

average across the organisation. For Totaljobs Group, 

our mean pay gap is 17.35% (current national mean 

pay gap is 17.3%) while our median pay gap is 14.17%. 

This unfortunately is not an improvement on our 

gender pay gap results for 2018, which were 16.5% 

and 11.7% respectively. There are several factors 

contributing to our 2019 results, which are detailed 

on page 5. While these are important to take into 

consideration, ultimately, I believe that as a business 

we must do better. 

We have made a commitment as a business to 

focus on improvement in this area and will review our 

Gender Pay Gap regularly, sharing our progress with 

our employees. We will of course continue to publish 

our Gender Pay Gap report annually as it acts as a 

barometer for equity in our business year on year. 

2

A message from 
Jon Wilson
CEO Totaljobs Group

We are also focussing on several initiatives that we believe 

will help to improve our Gender Pay Gap, while embedding 

Diversity, Equity & Inclusion at Totaljobs Group. These are 

(but not limited to) 

• Development of a mentoring and coaching programme 

• Implementing an Equal Pay Audit including a review of 

our pay structures 

• Introduction of interview skills training, gender 

balanced job posting and recruitment diversity 

reporting

• Formation of a Management Taskforce taking 

ownership of all Diversity, Equity and Inclusion 

initiatives at TJG

More information on each of these initiatives can be found 

on pages 6-9 of this report.

In summary, while it will take some time to improve on 

our Gender Pay Gap result, our goal is fair treatment 

and fair reward of all our employees, we are taking our first 

steps on this very important journey and will continue to 

focus on this and our other initiatives for the remainder of 

2020 and beyond. 
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In line with the Equality Act 2010 (Gender Pay Gap Information) 

Regulations of 2017, all UK organisations with 250 employees or 

more are required to report on their gender pay gap.  

Equal pay and the gender pay gap are often confused.  

Equal pay means that men and women performing equal work must 

receive equal pay, while the gender pay gap shows the difference in 

gross hourly earnings of men and women calculated as an average 

across the organisation as a whole. 

There is no denying that 2020 has already been quite an eventful 

year and due to the Coronavirus outbreak in March, the Government 

Equalities Office (GEO) and the Equality and Human Rights 

Commission (EHRC) took the decision to suspend enforcement of 

the gender pay gap deadlines for the reporting year 2019/20.  

At this point in time, and like many businesses across the globe, 

our focus shifted immediately, and our priority became the safety, 

wellbeing and job security of our employees.

Our plan was to publish our report in April 2020, however our 

sudden shift in focus meant that we had to postpone the release 

of our Gender Pay Gap report. Now, as we have moved through 

the unprecedented uncertainty that 2020 has brought to us, we 

would like to not only share our Gender Pay Gap report and our 

observations, but we’d also like to discuss our Diversity, Equity and 

Inclusion goals going forward. 

What is the Gender 
Pay Gap Report and 
why is it so important? 
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Reporting our Gender Pay Gap for 2019

63.5% of our employees are          
men and 36.5% are women

While we are known publicly as Totaljobs Group, our 

complex history means the business is made up of 

800 colleagues*, split across three legal entities:

1. TotalJobs Group Ltd,

2. Jobsite UK Worldwide Limited and

3. StepStone Holdings UK.

We are required to report data for companies with 

250 or more employees and so, TotalJobs Group Ltd 

is reported separately as well as together with the 

consolidated numbers for TotalJobs Group, Jobsite 

UK Worldwide Limited and StepStone UK Holdings.

Figures for 2019 are therefore not a like-for-like 

comparison with last year (2018 – 2019).

However, if we directly compare the combined 

entities with their combined figure for last year, the 

mean gender pay gap shows a slight reduction of 0.1 

percentage points.

*at time of reporting in April 2019

Mean and median gender pay gap

Mean: This is calculated by adding all of the 

hourly salaries earnt 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 

earnt by both men and women in ascending order 

and determining the average salary by which one lies        

in the middle of them.

Mean 17.35%
2018: 16.5% National: 17.3%

Median 14.17%
2018: 11.7%

In 2018 these figures were 64.6% 

and 35.4% respectively

Mean and median gender bonus gap

The mean gender bonus gap is the difference in 

average bonus pay that male and female employees 

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 41.61%
2018: 34.7%

Median 41.36%
2018: 52%

Pay quartiles The proportion of male and female employees according to quartile pay bands

24%

76%

Upper quartile Upper middle 
quartile

Lower quartileLower middle 
quartile

32%

68%

35%

65%

48%
52%

Male Female
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The gender pay gap at Totaljobs Group – as at many 

other companies – is mainly a consequence of the 

fact that fewer women occupy more senior positions 

and therefore males are in general in higher-paid roles 

relative to the wider workforce.

What do our 
results mean?

Data at Leadership Team level the problem?

Currently the majority of our Leadership Team is made 

up of males, therefore contributing to both the difference 

in mean hourly pay (17.35%) and the upper quartile hourly 

pay gap of 3.2%.  If we were to remove the Leadership 

team then the impact on mean hourly pay sees a 

reduction to the mean hourly pay to 14.44%.

Data at senior management level the problem?

Women, make up 36.5% of our total UK workforce, but only 

occupy 24% of the roles in the upper pay quartile.  The 

percentage of roles that females occupy increases as you 

move down the pay quartiles to a 48% occupation in the 

lower quartile.

So if we removed the upper quartile data and focus on the 

lower three quartiles only, our mean hourly pay difference 

becomes 7.15%.

7.15% would still be an issue, however our priority has to 

be to make best use of our talented people by  removing 

barriers to individuals progressing their careers and we 

are focussed on developing and progressing our female 

employees to be current and future leaders within 

Totaljobs Group.

Women in Technology & Product

Another continuing contributing factor to our pay gap is 

the higher proportion of males in our technology function 

roles. In October 2019, a restructure within our technology, 

product, traffic and user experience functions encouraged 

several promotions.  However, only 17% of those 

promotions were awarded to female employees and only 

18% of new starters within the function during this period 

were female. It remains extremely important to close 

the gender gap between the number of men and women 

working in our technology functions, as it remains a field 

where women are still significantly under-represented 

across the UK.   This has been and will continue to be a 

focussed effort in 2020 and beyond.
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2020 Actions
The first steps of an important journey

In early February of this year as we planned our narrative 

to go alongside this report, and identified the following 

actions as paramount: 

To re-establish our diversity and inclusion initiatives and 

our employee-led network groups. 

To review our pay structure, ensuring a fair and 

consistent rewards and remuneration, through industry 

benchmarking and job analysis. 

To establish a more structured approach to agile/flexible 

working requests and a remote working policy. 

Little did we know that the events of 2020 would make our 

actions even more poignant. 

Employees Pioneering Change at TJG:  

Our Employee-led Networks

In February our employees were actively encouraged 

to form and, in some cases, re-form employee-

led networks. Our employees answered our call, 

and those dedicated employees who volunteer their 

time and efforts in order to run, develop and sustain 

our networks, have a real drive to make a difference 

and shape our developing culture at TJG. 

As a business we’re very proud to support all of our 

employee-led networks: 

• Parents at TJG – A support network for carers, 

guardians and parents at TJG 

• Charity Matters Network – Organising events 

and supporting various charities through 

fundraising initiatives 

• Totalwellbeing Network - Focusing on activity to 

help foster positive mental health  

• All_In – Our Diversity, Equity & Inclusion network, 

dedicated and passionate about making positive 

change within all areas of our business, consisting 

of  four communities; The Black Network, 

Women@TJG, Anti-Racism@TJG and With Pride
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We must do better: 
Our actions moving 
forward
The current gender pay gap at Totaljobs Group is 

disappointing and we are committed to working together 

in addressing this vital moral and social challenge and 

ensure that we continue to reduce our gender pay gaps 

in future years. We will do better. Together with our All_In 

network, our Leadership Team and HR team have worked 

together to develop specific actions for TJG management 

that will help to not only embed our D, E &I goals but also 

address our gender pay gap . This list is not exhaustive, 

and the activities have been identified as priority and 

will continue to be added to as we progress throughout     

2020 and beyond.

Mentoring, coaching and support

We are developing a mentoring program for top talent 

across the organisation, focused in particular on 

members of the All_In network to help support, promote 

confidence and gain new experiences at TJG, with a view 

to progressing in their career; and for high potential female 

leaders to be identified through the succession planning 

process. Alongside the mentoring program, we are 

developing a support program for the All_In management 

committee to ensure they are given access to individual 

support and confidential 121 time.

Equal Pay Audit and review of pay structures

As part of our wider commitment to monitoring equality, 

TJG will now be conducting an equal pay audit, with a 

commitment to take actions to improve equality with 

regard to gender and ethnicity. We will also provide 

analysis and recommendations in relation to reward 

management, policy and practice of our employees. 

We are also committed to complete a review of our pay 

structure, ensuring a fair and consistent rewards and 

remuneration, through industry benchmarking and job 

analysis.
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Interview skills, gender balanced job posting and 

recruitment diversity reporting

We want the interview process to be a first-class 

experience for candidates, whether they’re successful or 

not. Hiring managers will now attend management training 

focusing on interview skills - providing tools to best 

support the hiring process. Hiring managers will now also 

be required to complete an interview feedback form for all 

interviews to ensure each candidate receives feedback.

We have also implemented a gender decoder that is built 

into our Applicant Tracking System, working in addition to 

our own.  This is to ensure we do everything to attract a 

more diverse shortlist of candidates within our talent pool, 

and make sure that our postings are not gender biased.

And our Talent Acquisition team are also now committed 

to deliver a diverse group of candidates for review by our 

hiring managers, along with creating a report tracking 

essential recruitment diversity metrics which will be 

published to the business.

Diversity, Equity and Inclusion actions

Formation of a Management Taskforce

The Management Taskforce will take ownership of all 

Diversity, Equity and Inclusion initiatives at TJG and will 

work in direct partnership with the All_In management 

committee who, in turn will provide feedback on progress, 

success and what its members are saying. They 

will champion attitude toward an inclusive workplace and 

will influence, update and challenge the Leadership Team 

on decisions it has made.

An example of one of the initiatives launching is the TJG 

Listening Forum, in partnership with Shereen Daniels, 

MD of HR Rewired.  The aim of the forum is to provide 

an opportunity for the Black community to share their 

experience in the world of work and an opportunity for 

us as a business to listen and learn from these. This is an 

example of the types of initiatives we see as crucial to 

creating a more equitable and supportive workplace for 

everyone and there will be more initiatives as we move 

forward on our journey. We can talk about diversity, equity 

and inclusion forever — but taking action is the only way 

to change anything.
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2020 and beyond
2020 has given us as a business a lot to think about. Targets are important, but meaningful change takes time and 

focus, and actions speak louder than words.

2020/21 Gender Pay Gap Report

Our next report, which will be available in March 2021, will be written and actions decided, in collaboration with 

Totaljobs Group’s employee-led diversity and inclusion network, All_In.

None of these measures will reduce the gender pay gap immediately and it may take several years before there is a 

significant impact.

In the meantime, TJG is committed to developing its action plan further and reviewing its gender pay gap regularly. 

Our long-term focus continues to be to recruit, manage, retain and develop the best talent for Totaljobs Group.

We will continue with this work in the remainder of 2020 and beyond.

Continued focus on Diversity, Equity and Inclusion

We are committed to building a culture where everyone feels listened to and included and will continue to focus on 

embedding Diversity, Equity and Inclusion at TJG.

Our focus on respect and inclusion is about creating an environment where everyone can be themselves at work and 

is able to thrive, develop and succeed. Bringing everyone’s voice to the table and creating an exceptional environment 

for the growth and advancement of women and our Black, Asian and other marginalised groups.
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As Chief Executive Officer, I, Jon Wilson, can 

confirm that the information contained herein 

is accurate.

Statutory Disclosure

Overall Female Male Gap

Headcount 802 292 510 42.75% 

Mean Hourly Pay £24.69 £21.91 £26.51 17.35% 

Median Hourly Pay £22.49 £20.44 £23.82 14.17% 

Mean Bonus Pay £13,872.46 £9,655.92 £16,537.51 41.61% 

Median Bonus Pay £6,796.07 £4,751.80 £8,103.16 41.36% 

Proportion in receipt of a bonus 68.58% 72.95% 66.08%  

Proportion in upper quartile (hourly pay)  23.98% 76.02% 5.98% 

Proportion in upper middle quartile (hourly pay) 31.98% 68.02% 1.10%

Proportion in lower middle quartile (hourly pay) 37.24% 62.76% 0.16% 

Proportion in lower quartile (hourly pay) 48.22% 51.78% 0.83%

We confirm that our data is accurate 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.


