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“I am pleased to set out LHH Penna plc’s (LHH) 2021/22 Gender Pay 
Gap Report, as part of our commitment to promote transparency and 
constantly thriving to do better.

At LHH, diversity and inclusion (D&I) is fundamental to our business 
strategy. Diversity of skills, ideas and experience is vital for us to effectively 
advise our clients and provide rewarding careers for our team. So, 
reporting this data is extremely important for our company, and me 
personally. 

This is the first year that we have reported our gender pay gap. Our report 
demonstrates the work we are already doing to ensure LHH is a great place 
to work for all our colleagues and the future works for everyone. More 
importantly, it also helps us to identify where more work is needed.

I am proud of the work being done across our company, and as part of 
Adecco Group, to address the gender pay gap. We are continuing to evolve 
and embed our new ‘ways of working’ strategy, which will give employees 
more flexibility over where and when they work, enabling better work-life 
integration across the organisation and opportunities for colleagues 
to work in a way that suits their personal lives and circumstances. A 
dedicated employee forum on gender, and conscious inclusion training for 
all managers, will also form a key part of our D&I strategy and help ensure 
that every employee gets the opportunity to thrive. Additionally, we are 
expanding our Elevating Women in Leadership programme, a longstanding 
offer for our clients and work we are leading on within the wider Adecco 
Group.”

A note on methodology

The figures cited in this report are accurate as of 5th April 2021. Figures 
are based on data from 270 colleagues who worked across LHH’s 
business units as they were at the time of reporting. Any changes to 
LHH’s organisational structure that took place after 5th April 2021 are not 
reflected in this report.  

A message from  
JC Townend, CEO  
and Board Member, 
LHH Penna plc
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Understanding the pay gap
In 2017, the government introduced regulations 
that require UK companies with more than 250 
employees to report on their gender pay gap. 
This provides a clear snapshot of the percentage 
difference between the average hourly earnings 
for male and female workers.

This report highlights data for 270 colleagues 
across LHH. In line with requirements, we 
have shared details on mean and median pay, 
bonuses and the proportion of women that 
are at different levels within our business. The 
figures cited below are accurate as of 5th April 
2021. Information on bonuses is based on the 
period 6th April 2020 to 5th April 2021.

Our gender pay gap report is accessible on 
our company website and via the central 
government portal. 

Making sense of key terms:

 ► Proportion of women across pay quartiles – 
Employees are split into four even groups (or 
quartiles) according to their pay to highlight 
female representation at different levels of an 
organisation.

 ► Mean bonus gap – The percentage difference 
in mean (average) bonus pay as of 5th April 
2021.

 ► Median bonus gap – The percentage 
difference in median (middle) bonus pay as of 
5th April 2021.

 ► Bonus proportion – The percentage of men 
and women who earned a bonus between 6th 
April 2020 and 5th April 2021.

How we calculate the mean difference:

How we calculate the median difference:
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Our Outcomes
2021

We are proud that female colleagues represent close to half of our 
Executive Leaders, and know there is still more work to do. We are 
committed to supporting career progression for female leaders 
within our business and are working to achieve gender parity in 
leadership roles by 2030. 

Data analysis: 

 ► The mean and median pay gap figures 
are largely driven by reduced female 
representation in the top two pay quartiles, 
as well as fewer male employees in the lower 
two quartiles. 

 ► This shows more work is needed to ensure 
gender parity across our organisation. 

 ► Our focus in 2022 will include focusing on 
balancing gender recruitment for entry level 
roles, and strengthening and expanding 
programmes that will help future female 
leaders take their career to the next level.

 ► The latter will include extending our existing 
Elevating Women in Leadership programme 
and a new Parental Return to Work 
programme, which will play an important 
role in helping to retain and empower 
female talent (more information on these 
programmes is available on page 6 of the 
report). 

2020-21 reporting year

Pay quartile distribution of men vs women

Gender pay gap

Mean

Our mean
Hourly pay gap

Our median
Hourly pay gap

Median

22.7% 26.9%

Upper

Men Women

Upper middle

Lower middle

Lower

53.9% 46.1%

58.4%

65.3%

75.1%

41.6%

34.7%

24.9%

Total employees Executive Level Leaders: 

63% women

43% women

37% men 57% men
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Our Outcomes 2021 
(continued)

Data analysis: 

 ► Every non-commissioned colleague that 
begins employment within our business by 
30th September each year is eligible for a 
discretionary bonus. 

 ► Our bonus pay is calculated as a percentage 
of salary, so senior managers who receive 
higher pay will receive proportionately larger 
bonuses. Our bonus pay gap is therefore 
affected by a larger number of women in 
entry level roles. 

 ► Achieving gender parity in leadership 
roles is something we are actively working 
towards and we are expanding the number 
of initiatives that will help to support the 
career progression of female leaders within 
the business (more information on these 
initiatives is available on page 6 of the report).

Percentage of men and women who received bonus pay

Mean and median gender pay gap using bonus pay

60.6% 63.7%

Men Women

Mean Median

27.4% 48.9%
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How we are 
addressing our 
Gender Pay Gap
At LHH, we are working hard to tackle our Gender Pay Gap. The 
organisation prides itself on a positive work culture that provides 
opportunities for all employees.

What we’ll focus on next:

Our focus in 2022 will be on strengthening and 
extending programmes that support the career 
progression of our female colleagues, as we 
strive toward achieving gender parity at all levels 
within our business. This will include:

Embedding new ways of working 
Throughout 2022, we will continue to evolve 
and embed our new ways of working strategy 
across the organisation, so employees have 
more flexibility over where and when they 
work. This will make us a more inclusive 
organisation and help ensure that working 
mothers and all employees with family and 
caring responsibilities have the opportunity to 
work in a way that suits their personal lives and 
circumstances.

Parental Return to Work programme 
This new programme will be open to all 
employees, however eight of our female 
colleagues are currently taking part in our 
pilot, so we can better understand experiences 
of returning from parental leave and how the 
company can best offer support. The programme 
will launch more widely across LHH later in 
2022 and will play a key role in helping to retain 
and empower female talent by providing better 
support for those returning to work, including 
career coaching, mentoring, and financial advice.  

Extending our Elevating Women in 
Leadership (EWIL) programme 
Ensuring more of our female colleagues have 
the opportunity to take part in EWIL will also 
be a key priority for 2022, so we can begin to 
address and improve the number of women who 
are empowered to reach senior leadership roles 
within our business. 

Elevating Women in Leadership
We have offered Elevating Women in Leadership (EWIL) 
programmes to our clients for 5 years and during this period 
began pilots to also offer EWIL to colleagues internally. 
In fact, LHH is leading an effort to offer the programme 
to female colleagues across Adecco Group UK&I from 
September 2022. This is a five-month course of workshops 
and coaching that will help future female leaders take their 
career to the next level and learn lifelong skills. Programmes 
like EWIL are important in ensuring women are empowered 
to reach senior leadership positions. 

Dedicated employee forums 
The Adecco Group has established a dedicated employee 
forum for gender, which focuses on the work that needs to 
be undertaken to ensure women thrive in their careers. LHH 
is now actively involved in this forum and leveraging the 
learning from our group company.

Awareness raising campaigns online
The LHH D&I Committee focuses on a variety of education 
and awareness campaigns throughout the year. For 
example, we launched an online company campaign on 
#breakthebias as part of International Women’s Day.

 Inclusion Training
Following the delivery of unconscious bias training in 2019, 
we are updating our training with a focus on conscious 
inclusion.  This training will be delivered to all people 
managers in 2022.

Ensuring a diverse talent pool
We use a variety of channels as part of our talent acquisition 
plans, including job boards, LinkedIn and specialist 
recruiters, to help ensure we attract a diverse range of 
talent from all backgrounds. We also regularly review role 
descriptions used in our recruitment processes to ensure 
inclusivity.



About LHH
LHH Penna plc is the legal UK entity for LHH.

At LHH, we exist to help people, teams and organisations find and prepare 
for what’s next. Our end-to-end HR solutions future-proof organisations 
and careers all over the world. Through Advisory, Career Transition & 
Mobility, Learning & Development and Recruitment Solutions, we enable 
transformation, and our job is never done because there’s always another 
tomorrow to prepare for.

We make a difference to everyone we work with, and we do it with 
local expertise, backed by global infrastructure and industry-leading 
technology. LHH’s over 8,000 colleagues and coaches span 66 countries, 
working with more than 15,000 organisations, a majority of Fortune 
Global 500, and nearly 500,000 candidates each year. Together we address 
needs across the entire talent journey, helping organisations build their 
capabilities and individuals build brighter futures. There is a world of 
opportunity out there. Let’s get to work.


