Gender Pay Report 2018-19
We pride ourselves on the principle that TalkTalk is “For Everyone”.
Everyone should have the same opportunities, regardless of
gender, and we are committed to levelling the internal playing field
to create a truly inclusive culture.
We have a mean gender pay gap of 14.5% and a median pay gap
of 12.9%. The year-on-year improvement in our mean gender pay
gap of 4.6 pp is evidence that our inclusion activities are having
a positive effect. Our base pay gap (excluding bonus and other
variable elements) has also improved for the fourth successive year.
We recognise that there is more work to do, however.
We have improved our paid maternity leave offering by another
four weeks, and we remain committed to offering flexible working
to all colleagues whose role allows it. We have also driven multiple
inclusion initiatives such as our “Women in Tech” colleague network.
These activities have helped engender the happiness of our female
colleagues – who have +36 engagement score relative to +23 for
male colleagues.
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Pay Quartiles
Population of males and females in each pay quartile.
Each quartile contains 570 employees.
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Note: The figures detailed in this report represent 91.3% of our total employee population. Executive
Directors, Fibrenation and TTB Direct colleagues are not included as they sit in non-qualifying
employing entities of less than 250. The addition of these colleagues results in a mean pay gap of
15.9% and the mean bonus gap of 40.5%.
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The initiatives
we’re delivering

The commitments
we made

Closing the Gender Pay Gap
Levelling the playing field
by creating a truly inclusive
culture for all where those
with diverse views thrive.
Reinforcing the message
that creating an inclusive
culture is the responsibility
of everyone.

Supporting female career
progression through both
internal and external
mentoring schemes

Introducing training for
managers to help develop
our talent and future
leaders in an inclusive way

• Hosted a 2 month
“TalkTalk Together Series”
of events with external
and internal speakers on
topics such as equality in
the workplace, resilience,
mental health and
personal brand.
• Internal colleague led
networks established
and growing rapidly for
Women in Tech, TalkPride
& Wellbeing.

• Continued 30% Club
partnership, working
with Women Ahead.10
mentors and 10 mentees
in our 2019 cohort.
• Internal “30% group”
created to share best
practice and learnings
from the 30% Club.
• Giving females mentor
experience in local
schools, through the
1 million mentors
programme. Currently
five female mentors from
across the business are
supporting Year 10 pupils.
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Trista Harrison
Chief Executive Officer

Developing initiatives to
strengthen the attraction
and retention of women –
including the promotion of
flexible working practices
and actively attracting
women into tech careers

Daniel Kasmir
Chief People Officer

Introducing positive action
into our recruitment and
selection processes,
such as gender balanced
shortlists for senior roles
and for tech graduate
and apprenticeship
programmes

Reviewing all people
policies and practices to
ensure they operate in an
inclusive way
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