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Executive Summary by Mark Davis, Chief Executive

We acknowledge that a gender pay gap still exists across our sectors and 
there is no doubt that we need to break through a widespread misconception 
that our line of work is limited to just heavy manual labour, when in reality it 
offers a multitude of exciting career options and possibilities. 

As a company, we are continuing to work hard to address the historic gender 
imbalance we see across the industry, which has led to a majority male senior 
management team. In turn, this means that salaries are higher, on average, 
across our male colleagues because of the higher salaries these senior 
roles attract. 

Encouragingly, we’re starting to see a growing number of female colleagues moving into 
leadership roles and will be supporting aspiring female talent to help them fulfil their 
potential. We are still prioritising the recruitment and retention of a more diverse 
workforce for the long-term benefits this will bring to J Tomlinson. 

For us, though, it ultimately isn’t just about attracting women, but fostering a culture which 
welcomes people of all genders, ethnicities, backgrounds, religions and circumstances - in 
order to create a truly diverse and inclusive workplace for all. 

Our focus over the next 12 months will be our ED&I strategy at all levels, to educate, inform 
and support our workforce - helping to minimise the gender pay gap each year.

Best regards,

Mark Davis
Chief Executive, J Tomlinson Ltd



Percentage of Men and Women Receiving Bonus Pay

Only one bonus payment was awarded in the pay period; this is 
also due to the pay period covering furlough as well.

Total Number of Employees

72% male 
(327)

28% female
(126)

Pay Gap

The mean pay gap between men and 

women is 32%. This is the difference 
between the average hourly earnings 

of men and women and tells us that our 
average hourly rate for male employees 
is higher than our average hourly rate for 

our female employees.

The median pay gap between men and 

women is 32%. This is the difference 
between the midpoints in the ranges of 
hourly earnings of men and women. It 
takes all salaries in the sample, lines 

them up in order from lowest to highest, 
and picks the middle salary. 
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What is a median average? 

The median is the middle value - the figure that falls in the centre of a range of data. In this case, when 
everyone’s pay is lined up from the smallest to the largest, the median gap is the difference between the 
hourly rate of the employee in the middle of the range of male pay and the 
employee in the middle range of female pay. 

Gender pay gap vs equal pay? 

The gender pay gap is not an indicator of equal pay, it is a snapshot of the difference between the average 
hourly pay levels of all women compared to all men, irrespective of their role or level in the organisation. 
This is distinct from equal pay, which looks at individual pay levels and ensures that men and women are 
paid the same for carrying out the same work, or work of equal value.



Pay Quartiles

UPPER QUARTILE
UPPER MIDDLE 

QUARTILE
LOWER MIDDLE 

QUARTILE LOWER QUARTILE

Male: 88%
Female: 12%

Male: 87%
Female: 13%

Male: 83%
Female: 17%

Male: 34%
Female: 66%

This data includes all permanent employees who have had no leave data* in the pay period and 
shows the difference between the average hourly rate of pay** of male and female employees.

*Leave’ refers to maternity, paternity, furlough and sick leave.

Closing the Gender Pay Gap

We are sourcing our talent from a wider field due to the way are winning work and our new approach to 
appreciating flexibility.

What we’ve done What has been achieved
Remote working policy •	 Removed statutory minimum to request flexible working

•	 Encouraged different working options amongst employees.
•	 Responded to applications in timely manner. Used creativi-

ty to challenge a traditional working week.
Remove dress policy •	 We have adopted a dress for your day approach, this in  

enabling us to be more inclusive as an employer as em-
ployees are not constrained by outdated ideas of profes-
sional dress.

Maternity and paternity policy •	 We offer enhanced rate for maternity, adoption and          
paternity leave.

Recruitment practices •	 Utilising third parties and challenging recruiting managers’ 
concepts of an “ideal” candidate. Processes now include 
more gender-inclusive language.

e-Learning – Diversity and inclusion and 
disability awareness

•	 Mandatory training rolled out to all employees including all 
new starters.

Recruited new HR Team •	 Three new female appoints whom have all commenced 
employment.

In 2021 we will continue our equality and diversity path with the launch of a menopause policy 
and working groups to understand how we can be more inclusive at J Tomlinson.  We have also 
brought in a brand new HR team with a new remit on making J Tomlinson an employer of choice, 
with remuneration as one of the key focus areas.


