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Background to this year’s report  

Each year, organisations with over 250 employees 

have to publish their gender pay gap data within 

one year of the “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 their                 

gender pay gap. 

In so many ways, 2020 was an unusual year 

and due to the Covid-19 crisis, the Government 

suspended mandatory gender pay gap reporting 

and organisations were not obliged to publish their 

data for 2019. At TJG, we felt that, despite the many 

challenges we faced in 2020, our commitment to 

reporting on and reducing our gender pay gap meant 

that we had to prioritise publishing our report. So, last 

year we were one of only 50% of UK organisations to 

report on our 2019 gender pay gap – publishing the 

report in September 2020, instead of April as we do 

normally. You can read the full report here.

This year, things aren’t quite back to normal. All 

companies with over 250 employees do have to 

report on their gender pay gap for 2020, but due to 

the ongoing challenges relating to the pandemic, 

the deadline for reporting has been delayed to       

October 2021.  
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A message from 
Jon Wilson
CEO Totaljobs Group

But we don’t have to wait until the autumn to publish our 

report. So, instead we have used this as an opportunity to 

not only report on our 5 April 2020 data but to also take 

an early look at our data for 5 April 2021. So, by going 

beyond what the Government requires of us we’ll have 

access to more up to date pay gap data and we’ll be able 

to make clearer decisions on how we can best address our           

gender pay gap.*

*Our pay gap data for 2021 is taken as a snapshot from one day each year year– 5 April. The government usually requires employers to report on 

their gender pay gap data within 365 days of the snapshot date. This year, we have used the government’s deadline extension to delay our report 

by a few weeks so that we can report on both our 2020 and 2021 data. We’ve done this so we can update our employees and so we can better 

understand whether the changes we are making are having a positive impact on our gender pay gap. 

What the data tells us 

Our gender pay gap for 2020 (the pay gap we are 

required to report this year, taken from the data 

collected on 5 April 2020) was 17.57%. 

Our most recent gender pay gap for 2021 (the pay 

gap we will be required to report next April, taken 

from the data collected on 5 April 2021) is 17.54%. 

This means that our gender pay gap has not gone 

down between 2019 and 2021 – in fact it has 

increased very slightly (+0.19%). 

https://www.totaljobsgroup.com/uploads/_misc-images/TJ_Gender-Pay-Gap-Report-2020_FINAL.pdf
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What we’re doing to reduce our gender pay gap 

In our last report, published in September 2020, we 

committed to an action plan designed to help us reduce   

our gender pay gap. Over the last 6 months, we’ve    

delivered on this plan, and we’ve included an update in      

this report.  

Of course, we are disappointed that our gender pay gap  

has not reduced since our last update and despite the 

actions we have taken. But we are also realistic – we know 

that, like many organisations, the main drivers of our gender 

pay gap will take years to correct and so it will take time for 

some of our plans to show results, but we are prepared to 

keep working and learning so we get this right. 

It’s also important for us to be clear about what we are 

trying to achieve. We don’t want to just reduce our gender 

pay gap – we want to make our business more diverse, 

fair, inclusive, and performance focussed for everyone who 

works here. 

What we know – and what this report illustrates – is 

that the cause of our gender pay gap is not unequal pay 

between individual men and women.* Rather it is primarily 

caused by our business employing more men than women 

– and the men we employe are more likely to be in more  

senior positions. 

Some of the actions we are taking to change our business 

are designed to address this, and by making these changes 

we will reduce our gender pay gap. But that’s not all we 

care about, and this report also includes an update on the 

progress we’ve made on our wider diversity, equity and 

inclusion (DE&I) goals – and our plans for the year ahead. 

Thank you to everyone who has been working so hard to  

get TJG closer to being the organisation we want to be. 

With your support, we’ll stay focussed on this work, and  

we’ll create a truly inclusive organisation together.

 *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.   
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Reporting our Gender Pay Gap for 
2020/21 and 2021/2022

While we are known publicly as Totaljobs Group, our complex history means the business is made up of 803 

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. Totaljobs Group Ltd is reported to the 

Government separately, as well as together with the consolidated numbers for Totaljobs Group, Jobsite UK Worldwide 

Limited and StepStone UK Holdings in this report.

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

2020 - 17.57%

2019 - 17.35%

Median

 2020 - 61% men and 39% women 

       2021     
2019 - 63.50% men and 36.50% women

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%
2020 - 15.60%

2019 - 14.10%

2021  - 15.57%

2020 - 36.11%

2019 - 41.61%

2021  - 28.31%
2020 - 34.79%

2019 - 41.36%

2021  - 23.99%

- 61% men and 39% women



5 Gender Pay Gap - Reporting year 2020/21 and 2021/22

Pay quartiles The proportion of women and men within our pay quartiles



6 Gender Pay Gap - Reporting year 2020/21 and 2021/22

Since September 2020, TJG has focused on reducing 

the key drivers of our gender pay gap: 

• Our headcount gap – the proportion of women 

working within our business

• Representation of women in senior roles  

• Differences in gender representation within key 

departments  

And we have taken action in some key areas: 

• Reviewing how we attract and recruit candidates 

• Improving our understanding of our 

applicant diversity metrics at each stage of 

recruitment 

• Correcting individual inequalities and anomalies  

• Forming our DE&I Management Taskforce 

However, we have not seen significant change to our 

pay gap – despite all this work - and so an important 

piece of work over the last month has been to look 

carefully at why we haven’t already seen the positive 

change we are aiming for at TJG. 

In this report we have given the details behind the key 

drivers of our gender pay gap, what actions we have 

taken and some of the challenges that have meant 

we haven’t seen significant changes to our reported 

gender pay gap. 

Report summary 
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We know that our gender pay gap is caused by several 

key drivers, and so our plans must focus on these if we are 

going to make real and lasting change. Fundamentally, the 

drivers of our gender pay gap are:

1. Our head count gap  

2. Representation of women in senior roles  

3. Differences in gender representation within key 

departments  

Driver 1 - Our gender headcount gap 

Our gender headcount gap is the difference between the 

number of men and women who work at TJG. 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 that we can be. We are also focussed 

on it because our headcount gap – across our whole 

organisation but particularly in our top three pay quartiles 

– is one of the main causes of our gender pay gap. 

On 5 April 2019 only 36.5% of our people were women. This 

increased slightly to 39% by 5 April 2020 but our 5 April 

2021 data shows that this has not changed, and we are 

still at 39%. This gap increases as you move into the top 

quartiles - and this significantly contributes to the gap 

between the average hourly pay for men and women – our 

gender pay gap. 

When we look at the pay gaps within the pay quartiles, the 

gender pay gap is significantly reduced. This is because 

the pay gap across our whole organisation is caused not 

by inequal pay – a difference in pay between the men 

and women within each pay quartile (ie doing similar 

level jobs) - but by the lower number of women within the 

organisation – and particularly in the upper three quartiles.  

What is driving our 
gender pay gap? 

To demonstrate the extent to which this contributes 

towards our gender pay gap, we have modelled what 

our pay gap would be within each quartile and across 

the whole organisation if our organisation was 50% 

women at each level. As you can see from the table, 

if our organisation was 50% women – evenly spread 

across each quartile – our gender pay gap would 

reduce to 1.7%.  

Of course, this is a big ‘if’. Our organisation is 39% 

women, and the majority of those women are in 

the lower pay quartiles, so a lot of work needs to 

be done. But understanding why we have a pay 

gap is important if we’re going to make an impact  

correcting it. 



8 Gender Pay Gap - Reporting year 2020/21 and 2021/22

Upper quartile  Upper middle 
quartile  

Lower middle 
quartile  

Lower quartile  Whole 
organisation

2019

Pay gap 3.2 %  0.42 % 0.40 % 1.18 % 17.35 % 

% women 23.98% 32.00% 35.00% 48.0% 36.50% 

2020

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

% women 24.06% 37.10% 41.18% 50.80% 39.0% 

2021

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

% women 27.0% 31.0% 39% 53.0% 39.0% 

Pay gap if we had no headcount gap 

Pay gap  1.9 % 1.63 %  0.17 % 3.6 % 1.7 % 

% women 50% 50% 50% 50% 50% 

Our gender headcount gap
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Investigating anomalies further 

You will see that in the lowest pay quartile, where 53% 

of employees at this level are women, the pay gap is 

actually higher here than in the other quartiles. We have 

investigated why this anomaly has occurred and from 

looking at the results and outcomes of our most recent 

pay audit (November 2020) we know that it is not due to 

inequal pay for individual colleagues doing similar roles.  

What we can see from looking more closely at the data 

for men and women in this quartile, is that there are more 

women in the lower 50% of the quartile than men. In the 

same way we have fewer women in more senior roles within 

the upper three pay quartiles of the organisation, we have 

fewer women in the upper end of the lowest pay quartile.  

What actions have we taken since         

September 2020?

Reviewing and developing our approach to recruitment 

and reporting on our performance  

Since September 2020, our Talent Acquisition team have 

reviewed and developed our approach to recruitment, to 

help us attract more women to apply for vacancies at TJG.  

Monitoring candidate diversity data and outcomes 

Currently, 54% of candidates do not disclose their gender 

when they apply for a role at TJG. We are working to 

encourage more applicants to complete our diversity 

monitoring form when they apply for a TJG role as 

this will help improve the quality of our candidate 

data and our ability to review our progress.

In line with best practice, we are updating our

TJG candidate website to include our DE&I statement 

and information about our employee networks and 

communities.  

We have also improved how we track and report 

the recruitment diversity metrics for the 46% of 

candidates who do share these details, so we can 

understand more about what we are doing well and 

what needs improvement. In January we used this 

candidate data to launch our applicant diversity 

dashboards, helping our teams understand the 

outcomes of TJG applicants at different stages of 

our recruitment cycle.

The Talent Acquisition team now carries out weekly 

reviews of the applicant diversity dashboard for 

all open roles, and uses this data to identify any 

challenges we’re facing. They are also using this 

data to work with individual departments to help our 

managers make improvements in their approach to 

the full hiring process.  

Application First stage Second stage Hired Internal hire

Women 36.4% 31.0% 32.0% 39% 70%

Men 63.5% 68% 67.0% 61.0% 30.0%

Other 0.1% 1.0% 1.0% 0.0% 0.0%

TJG candidate data January - April 2021 

https://www.totaljobsgroup.com/work-for-us
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Introduction of 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. 78% of all TJG managers 

have now completed this training, and we’re holding 

monthly sessions for new starters and for colleagues who 

are moving into a management position.  

Driver 2 - Representation of women in            

senior roles  

Looking in more detail at our headcount gap within 

our upper pay quartile, clearly a key driver for our 

gender pay gap at Totaljobs Group – and for businesses 

across the whole of the UK – is the low representation of 

women in senior positions.  

What actions have we taken since 

September 2020? 

Changes to our recruitment processes 

The changes we have made to our recruitment 

processes (detailed in the section above) will also 

be measured against the impact they have on the 

proportion of women in leadership positions and in 

the two upper pay quartiles. This is something that 

we will continue to report on.  

Building a pipeline 

A significant step in improving the representation 

of women in senior roles is making sure we are 

succession planning and building a pipeline of future 

leaders. This year, we are really pleased to report that 

the percentage of women in management positions 

at TJG has increased from 28% in April 2019 and 38% 

in 2020 to 39% in 2021. We’re also pleased that since 

we started measuring our recruitment diversity data 

in January, we have seen women make up 70% of 

internal hires.  

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

2019 23.98% 41% 29%

2020 24.06% 46% 20%

2021 27.00% 41% 33%
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Driver 3 – Differences in gender 

representation within key departments  

As we mentioned in our last Gender Pay Gap Report 

(available here), a key driver of our gender pay gap 

is the significantly higher proportion of men working 

in our technology function. In April 2019 only 19% of 

colleagues in our technology teams were women. In 

April 2020 this had increased slightly to 21% women 

– and in April 2021 this has gone back down to 19%. 

We know that this is a problem both at TJG and 

within the whole technology sector, and so we are 

addressing this both internally and externally.  

What action have we taken since   

September 2020? 

Using our own product – the Equality Boost 

With women making up just 19% of the technology 

workforce in the UK, we’re in line with the UK 

benchmark. But this is clearly not good enough and 

more needs to be done to increase the number of 

women in tech and to create a more diverse talent 

pool – and we want to be a part of this wider change. 

Since November 2020, we have offered our new 

product, the Equality Boost, to help our customers 

attract a more diverse pool of candidates applying 

for their roles. And this month we have also started 

using this product to attract candidates for our own 

TJG opportunities – in particular within our Tech and 

Sales teams. We will regularly review the impact this 

has on attracting women to apply for TJG roles and 

will include an update on this in our next Gender Pay 

Gap Report.   

We also now keep our postings open for roles across 

sales and technology where we know we have a 

continuous need. These remain open and we use the 

Equality Boost so we can continually attract female 

applicants where we have identified a shortfall in 

women applying for these business areas. 

Addressing other areas of our business 

There are also significantly fewer women working in our 

Sales teams, though there has been a small improvement 

since our last report; 33% women in 2020, up from 30% 

in 2019. As of April 2021, our Sales teams are still 33% 

women, and we will also use our Equality Boost product in 

our recruitment for this team from May 2021.  

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. This year we’ll expand our approach 

to include advertising on 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 monitoring whether this has a 

positive effect on the number of women applying for roles 

in our tech teams and we will report back to the business. 

We have also continued to use a gender decoder, built into 

our Applicant Tracking System. This helps us to attract 

more women candidates and ensure our postings for TJG 

roles are not gender biased. 

Monitoring our progress in key areas 

We will use the changes we have made within our 

recruitment processes (detailed in the sections above) 

to monitor teams that have a significant headcount 

gap and will monitor their progress in implementing 

positive changes to their recruitment processes and the 

impact these changes have on the number of women in            

these teams.  

https://www.totaljobsgroup.com/uploads/_misc-images/TJ_Gender-Pay-Gap-Report-2020_FINAL.pdf
https://www.totaljobs.com/recruiters/equality-boost
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As well as interrogating our gender pay gap data and 

taking targeted action on the key drivers of our gender pay 

gap, we have also introduced several new initiatives to help 

us improve our gender pay gap, while also embedding DE&I 

at TJG.   

Equal pay audit and review 

In November 2020, we carried out our equal pay audit 

and review as part of our business commitment to 

improving fairness and equity within our organisation, 

and this provided us with analysis and recommendations 

for moving forward. The audit focussed on the protected 

characteristics of gender and ethnicity and as a result 

of the audit and review, the salaries of 30 employees’ (19 

women) were adjusted. Other recommendations made 

within the report have also been taken forward, including:  

• introduction of TJG equal pay policy  

• commitment to complete an internal review every six 

months – a full report every autumn and a follow-up 

check and corrections stage, if necessary, every spring 

What other steps 
have we taken?

Formation of our Management Taskforce  

At TJG we’re really proud of our brilliant 

employee-led networks. In particular, 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. And last year we formed a DE&I 

Management Taskforce to take ownership of the 

delivery of this vision.  

Together, our Management Taskforce and the       

All_In network collaborate closely to help us fulfil our   

DE&I vision. 

Our next equal pay review

Our next equal pay review will be held in November 

2021, and we have also committed to running an 

internal ethnicity pay gap report to be published by 

November each year.  
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Our DE&I vision at TJG 

As an organisation we are actively 
tackling discrimination and 
committed to keep on improving 
the experience of our employees. 

“

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 are 

collaborating 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 minority groups. You can get 

involved by joining our Diversity, Equity & Inclusion 

Network – All_In – and its communities, With Pride, 

The Black Network, Women@TJG and Anti-racism@

TJG. We are also really proud to be supported by 

our Parents Network, 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.

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

“
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Mangagement Taskforce objectives 

The Management Taskforce have taken this vision and 

used it to shape their objectives: 

1. Across all levels of our business, our goal is to ensure 

that our workforce is diverse and representative of our 

society, our candidates and our customers.  

2. We want people to feel valued as soon as they join 

and to create an environment that fosters their talent, 

so that they choose to stay with us and further their 

career. We are dedicated to building a culture of 

inclusion in which people should feel like they belong 

and that our differences are celebrated and valued.  

3. Our commitment to inclusion extends to creating 

a culture that is anti-racist and anti-sexist; and 

one where individuals can be their true selves in the 

workplace. We are all accountable for creating and 

upholding these values and we will ensure that our 

leaders are equipped to support and drive the positive 

progression of our business. 

Quarterly 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. Earlier this year, 

we introduced a selection of questions about DE&I and 

members of our DE&I Management Taskforce will use 

these results to develop the Taskforce’s plans. Getting 

feedback from our colleagues has been so valuable and  

we really appreciate how colleagues have engaged with 

the survey, with 91% of our employees taking part in 

February 2021.  
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Additional factors affecting our gender pay gap results 

As this report shows, we have not seen any improvement 

in our pay gap – despite the targeted changes we have 

made. And so, an important piece of work over the last 

month has been to look carefully at why we haven’t 

already seen the positive change we are aiming for at TJG. 

The impact of Covid on our turnover and recruitment 

As we have outlined within this report, a key driver of our 

gender pay gap is the headcount gap throughout our 

organisation – and more specifically within the higher 

pay quartiles. Many of the actions we have taken since 

September 2020 are focussed on attracting more women 

to work at TJG. However, these all rely on recruitment 

happening across our business.  

As we know even better than most, Covid-19 had a huge 

impact not just on the amount of recruitment businesses 

across the UK carried out, but also the number of people 

seeking new roles. In turn, this had a significant impact on 

our own recruitment and employee turnover within TJG. 

For example, in 2019 our employee turnover was 37%, but 

in 2020 it was just 16.3% (37% women, 63% men). The 

number of people we recruited also fell by 31%, from 279 in 

2019 to 192 in 2020. 

In this environment we would expect the improvements we 

have made to our recruitment processes to have a limited 

impact. And even in a normal year, the impact will still be 

gradual as the rate of change will depend on the rate of 

our natural employee turnover.  

Giving our actions time to have an impact 

Similarly, because the last Gender Pay Gap Report 

was delayed by the pandemic, we did not develop 

or start implementing our action plan until autumn 

2020, and many of our actions were not in place 

until the start of 2021. As a result, a lot of what we 

have done so far has not 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.  

This will be supported by our commitment to continue 

to report on our gender pay gap in two steps:  

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.  

We will also continue to publish our most up to date 

data ahead of the government’s required schedule 

– publishing a full report on pay gap data within two 

months of the snapshot date each year. 

So, like this year, next year we will publish the data 

required of us by the Government (5 April 2021) 

and the most up to date data we have available                  

(5 April 2022). 

Challenges in comparing our data 

This year, we have seen some improvements to 

some of the key drivers of our gender pay gap – for 

example, the percentage of women in our Leadership 

Team (LT), Senior Management Team (SMT) and in 

management positions have all increased since 2019.  

We wanted to understand why these improvements 

have not had a positive impact on our pay data.  

After looking more carefully at our pay data across 

2019, 2020 and 2021, we found that we face some 

particular challenges when comparing our pay data 

snapshots due to changes to how some employees 

are remunerated. 

Additional factors 
affecting our 
gender pay gap 
results
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Annual bonus changes 

In April 2020, most employees who received 

an annual bonus had this rolled up into their 

base salary. This affected 227 employees and 

we did this to create more consistency across 

our business. Because of how bonuses are 

calculated in gender pay gap reporting, this has 

then had a negative impact on the hourly pay 

rate recorded on 5 April 2020 for the employees 

affected by the change – though their actual 

annual remuneration did not change. And 

because a higher proportion of employees 

whose bonuses were rolled into their annual 

salary were women, we believe that this has 

then had a disproportionate impact on the 

snapshot of women’s salaries – again without 

changing the remuneration they receive. We 

have given an example of the impact this 

change has on our hourly pay snapshot data at 

an individual level below. 

Salary Basic Pay Allowances Bonus Hourly Pay Hours

Employee A 2020 £40,000 £3,333 £200 £4,000 £46.20 37.5

Employee B 2021 £44,000 £3,667 £200 - £23.71 37.5

Bonus rolled into base in 2021
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Variations in payment timings 

Similarly, when payments are made also has an 

impact on the gender pay gap calculation. For 

example, the timing of Annual Incentive Plan 

payments has varied between years, and we know 

that this has had an impact on our gender pay gap 

data.  

AIP is paid to members of our LT and some members 

of SMT - and is usually paid in April each year. It is 

therefore usually counted within the gender pay gap 

calculation for the pay period in which it is paid – 

though it is awarded for the work done in the previous 

pay period.  

However, in 2020 the disruption caused by the 

pandemic meant AIP was delayed until June 2020 

– it was therefore counted on 5 April 2019 but not 

on 5 April 2020. In 2021 AIP was once again paid in 

April – and was therefore counted on 5 April 2021 

and included in the calculations of our pay gap. This 

makes the data difficult to compare and distorted 

some of the progress we made between April 2019 

and April 2021.  

To demonstrate this distortion, we have modelled the 

changes in pay gap we would have seen if AIP had 

been paid in April 2020, as it normally is. You will see 

from the table below that had that been the case we 

would have seen an almost 3% reduction in the pay 

gap since 2020.  

2019 – AIP  

paid in April 

2020 – AIP  

paid in April 

2021 – AIP 

paid in April 

Gender pay gap - with AIP included  17.35% 20.32% 17.54% 

Gender pay gap reported that year 17.35% 17.57% 17.54% 
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Looking forward to 2021 and beyond  
Working with our people from across our whole organisation, we hope that the changes we have already made will 

create real and positive change within our business, and over the next 12 months we will continue to develop our plans 

and update our people, while staying focussed on taking action on the key drivers of our gender pay gap. 

Continued focus on DE&I  

Our focus and commitment on DE&I will also continue, and our Management Taskforce’s collaboration with our All_In 

network is a key part of this. Together, we will build a culture where everyone feels listened to and included.  

Thank you for joining us in this work and for helping us build an environment where everyone can thrive, develop and 

succeed – and most importantly can bring their whole selves to work. 
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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 763 299 464 35.56%

Headcount % 39% 61%

Mean Hourly Pay £27 £24 £29 17.57%

Median Hourly Pay £25 £22 £26 15.60%

Mean Bonus Pay £11,398 £8,621 £13,494 36.11%

Median Bonus Pay £7,195 £5,891 £9,033 34.79%

Proportion in receipt of a bonus 70% 53%

Proportion in upper quartile (hourly pay)  24% 76% 5.49% 

Proportion in upper middle quartile (hourly pay) 37% 63% 2.44%

Proportion in lower middle quartile (hourly pay) 41% 59% -0.09% 

Proportion in lower quartile (hourly pay) 51% 49% 1.50%

Totaljobs Group Gender Pay Gap - 2020/2021 

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.


