Gender Pay Gap
2019 Report

A business where
everyone has an
impact

At Totaljobs Group, we believe that everyone has

A note from our CEO

Information) Regulations of 2017, all UK organisations

an impact and people make the difference. We
are committed to ensuring that we have a diverse,
inclusive and talented workforce, regardless of gender
or background. We are a company in which talent can
thrive and flourish.
In line with the Equality Act 2010 (Gender Pay Gap
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.
TotalJobs Group believes in the fair treatment and reward
of all employees. We ensure that men and women in the
same role receive equal pay, and only differentiate based
on responsibilities, experience and performance, not
gender.
In 2018 we identified three key areas to drive inclusion
across the organisation; gender imbalance in management
& senior positions, diversity in technology and the
improvement of maternity and family leave processes.
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organisation. Alongside the WIT network we have
also engaged with our teams to launch cultural
networks such as a LGBTQ+ network and the
Parental Network. We realise that finding the ideal
balance between work and home can be challenging
and will be working to find family friendly initiatives to
support our employees in being successful at work.
In 2018 we saw an increase in the number of men in
the organisation taking Shared Parental Leave and
for the year ahead we will continue to support those
returning from parental leave and encouraging the
take up of Shared Parental Leave to support the
gender imbalance both in our organisation
and externally.
As always, there are ways that we can evolve and
improve. The data within this report forms a platform
for meaningful discussions and further actions. In
this report, you will find further information on our
Our commitment to having a diverse team at every level

mean and median pay gap, as well as some more

of the organisation continues and with our focus on

information about the positive changes that have

driving future change, two months after releasing our

already taken place since our last report in April 2017.

first gender pay gap report in April 2018, we appointed a
female as Group HR Director and at the start of April 2019,
appointed a female as Group Marketing Director which is
improving the balance previously all male leadership team.
Across the business, we have increased female headcount
by 20%, as we strive to secure a pipeline of future
female leaders.
In April 2017, we acknowledged that women represented
only 19% of our technology function. Since then we
continue to support the need to attract and retain
more female talent in the organisation both in technology
and other functions. In 2018, our Women in Tech network
championed long term initiatives both internally and
externally to promote careers for women in a traditionally
male dominated environment. Our Women in Tech
(WIT) network launched a two-week work experience
programme and have worked with our internal talent team
to influence the change in our external employer branding.
At Totaljobs Group we understand that in order to make
real change we need to build awareness across the
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Patrick Wehrmann
CEO

Our current gender pay gap
Headcount

336

Proportion in receipt of a bonus

188

Male

Female

20%

82.98%

72.02%
Male

Female

14%

increase
in female
staff

increase

in the amount of women receiving
a bonus

Median hourly gender pay gap

2%
overall
increase

2017

2018

16%

in the headcount of the business

How is it calculated?

8%

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.
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Halved and lower
than the UK average of of 18.4%

Actions
01
Keep increasing leadership
with women
While our data shows we have made progress in the
promotion of women into management and senior
roles within the Totaljobs Group, we also understand
that real change will take time. Our focus in 2019/20
is to accelerate the pace of change to ensure that we
are continuing to close the gender pay gap and equip
our employees with skills they need for the future.
We will continue to shape our learning and
development initiatives across the organisation
and build our pipeline of female talent internally by
building structed development plans for our talent.
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02
Agile Working
We recognise that our employees have different
needs and have to manage both work and home life.
At Totaljobs Group our technology function uses
agile working, this allows our employees to create
their own patterns of working. Our teams can work
at different times, from various locations, provided
business needs are met. At Totaljobs Group we
encourage informal flexible working discussions
between our employees and their managers and find
that these can work much better than those who use
formal flexible working policies, as they can plan to
balance their lives.

03
Why we have a gender
pay gap
A major contributing factor to our gender pay gap is
the higher proportion of males in the upper quartiles,
undertaking roles within senior management
positions.
Another contributing factor to our pay gap is the
higher proportion of males in our technology function
roles. This is not only a concern for TotalJobs Group
but an issue across the wider technology sector.
TotalJobs Group recognises that many challenges
remain, and we are determined to take action to
increase female headcount in technology and other
higher salary positions.
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Statutory reporting
2018

Female

Male

Gap

Headcount

188

336

Mean Hourly Pay

£21.47

£25.37

15%

Median Hourly Pay

£19.78

£21.59

8%

Mean Bonus Pay

£9,398.70

£15,474.94

39%

Median Bonus Pay

£3,721.73

£9,070.16

59%

Proportion in receipt of a bonus

82.98%

72.02%

Proportion in upper quartile (hourly pay)

25.19%

74.81%

Proportion in upper middle quartile (hourly pay)

40.46%

59.54%

Proportion in lower middle quartile (hourly pay)

31.30%

68.70%

Proportion in lower quartile (hourly pay)

46.56%

53.44%

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.
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