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Our mission is to make the world a better place to
work, and that mission begins for us at home. With
the release of our annual Diversity Report we have
the chance to review and reﬂect on how we are
living our own values.
This report requires the cooperation of our employees who
voluntarily respond to our survey. Although we respect one’s right
to not respond and or identify for various categories, I am thrilled
that so many of our team chose to participate this year to help us
accomplish our mission so thank you.
At Reward Gateway, we feel that diversity in the workplace is
both right, and a fundamental strategic value driver for the
business. A diverse team with diﬀerent voices, diﬀerent
perspectives and diﬀerent day to day life experiences broadens
each individual employee’s personal and professional growth,
improves our ability to understand and respond to our customers’
requirements, and strengthens our decision making. With that in
mind, the Diversity Report gives us a high level view of how we
are doing in this area, and where we can improve.
Our 2018 Diversity Report indicates that relative to our peers
Reward Gateway has greater diversity, but we must set a higher
bar for success. We are determined to do better in areas such as
ethnic, race and age representation across the business, and
overall diversity at leadership and management levels will
continue to be a focus and priority.
We are proud of our culture at Reward Gateway, and one of our
key foundations is open and honest communications. Our
measures may demonstrate that Reward Gateway has greater or
less diversity than others, but our transparency reﬂects our desire
to be honest with our people, customers and peers which
motivates us to always be improving.
Finally, while we seek diversity in the business we believe it
should ﬂow naturally from our culture and our values. Reward
Gateway does not hire based on age, gender, race, or any other
category, and we demand inclusiveness in our recruiting and
overall employment practices and the results should reﬂect the
values instilled in the business. The annual Diversity Report lets
us know if we are on the right path, and I am pleased to report
that we are… but the journey continues.
Doug Butler
CEO

Methodology
This report uses gender, ethnicity, sexual orientation, disability status and
religious beliefs from the Jan ‘18 survey and age data from BambooHR.
We had a response rate of 84% (322 out of 385 staﬀ) and we only report
on people who responded.
We don’t make assumptions from those who didn’t respond but we did
check HR gender records and the non responders would not have
changed results signiﬁcantly if they had responded with their gender that
is on record.

‘Prefer not to say’ or ‘Prefer to self
describe’
We hope the beneﬁt of sharing this report is clear; it helps us understand
if we are diverse in our management teams, in diﬀerent departments and
compared to other companies.
We’d love to get 100% response rate for accuracy, but the option of
‘prefer not say’ is just as valid as any other response. That option is
completely OK with us.
We believe the only person with the right to deﬁne your gender and
preferences is you. We’ve reported overall numbers for anonymity, which
is why you’ll see the ‘other’ category used (with gender for example).

RG People
In 2018 we are still balanced with
an equal gender split. 49% Males,
49% Females and 2% Prefer not to
say or Self Describe.
Rob Hicks, Group HRD

Male

Female

Prefer not to say/ Self Describe

Gemma is a Senior Recruiter. It’s her job to
attract the best talent to RG and ensure we have
a workforce that is a diverse, rich and full of
unique and individual characters.
She knows the importance of creating an inclusive recruitment
process and that’s why this year Gemma has partnered with
Vercida, the world's leading diversity and inclusion employer
brand platform. This will ensure opportunities at RG reach the
widest audience possible. Gemma is passionate about diversity at
and is also launching our ﬁrst summer internship with Change
100.
“I am really excited about the Change 100 project. To be able to
give someone the opportunity to develop really valuable life and
work skills that they might not be able to get elsewhere I feel is
truly amazing”
Change100 aims to broaden the public’s understanding of what
disability is, as well as highlight the fact many disabled students
are talented, ambitious, and would thrive in all business sectors.
We’re looking forward to our ﬁrst internship and know it will be a
fantastic learning piece for our employees as well as providing an
opportunity to those who struggle to ﬁnd their way into the
workplace.
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Disability
5% of Reward Gateway employees
have identiﬁed themselves as
disabled versus a much larger 91%
who do not. 4% of employees
prefer not to say.
Rob Hicks, Group HRD
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Louis is UK Head of Sales Development and
works hard to ensure his team is an inclusive
environment where talent from all walk of life
can thrive.
As a leader of a highly ambitious and fast paced Sales team, he
keeps a strong focus on workplace anxiety "It's one of the biggest
risks I think the modern workplace faces, especially in competitive
and target driven roles. Those who experience it ﬁnd crippling and
distracting from their workload, so supporting this should is a
huge priority for us".
Louis has been an advocate for Mindfulness training and
understands the value of unconscious-bias training for managers
"It's the best session I’ve done at RG and I believe, it should be
mandatory for all hiring managers. A diverse Reward Gateway is a
richer one and I believe hiring managers in any business should
take this training to have a more rounded decision-making
process."
This is why we're introducing bi-annual Unconscious-bias training
for all managers. it launches this Spring and we're hugely grateful
for individuals such as Louis for Speaking Up and telling us what's
delivered the most impact for the teams.

Age Groups
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Jobs
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SM = Senior manager

LT = Leadership Team

M = Manager or Senior Professional

OT = Others

Our Annual Diversity survey
enables us to identify gaps that we
need to work on. We have less
female leaders and a focus on
improving this. We’re introducing
bi-annual Unconscious bias training
for hiring managers and we’ve
worked hard to gender neutralise
our job adverts. We know the work
doesn’t stop there. We’ll be
continuing to investigate and
introduce other ways to bridge this
gap going forward.
Rob Hicks, Group HRD
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Cat Wright is one of our Product Managers
based in New Zealand. She triggered our
Diversity journey when she asked our Founder
Glenn Elliott The Great Big Diversity Question.
"I strongly identify as a feminist. I’m passionate about equality in
all aspects of life and I’ve been incredibly lucky to ﬁnd myself in a
job where I’ve only ever been judged on the quality of the work I
produce. That said, I spend a lot of my downtime reading up on
the equality issues that are capturing international attention;
marriage equality, reproductive rights, the underrepresentation of
minorities in the media, the gender pay gap, and even
‘mansplaining.’ The more time you spend thinking, reading and
speaking about these issues, the more you notice them in your
day-to-day life.".
Cat's question led to our ﬁrst ever Diversity report and we
continue to report each year on this although not required to do
so. Being open and honest in your business leads to a more
inclusive environment and we truly believe it to be the basis of
success for any business.

How do we compare in the
Tech space?

Gender Split
Reward Gateway
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Technical Staﬀ
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Buﬀer

90%

Atlassian

85%

Google

80%

Hubspot

78%

Microsoft

81%
Male

30%
23%
10%
15%
20%
22%
19%
Female

Prefer not to say/ Self Describe

Non Technical Staﬀ
Reward Gateway
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Leadership Roles
Reward Gateway
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I wrote last year about our Diversity report
being progress not perfection, and this is as
true now as it was then.
When we’re looking at the report and how we did last year it was
clear that we hadn’t moved forward with Diversity as we’d hoped.
This caused us to reﬂect on how we could prioritise Diversity and
Inclusion more eﬀectively. We agreed that it would form one of
our 5 key strategic goals.
Our strategic goals are published on boom! and across the whole
People area. We’re focussed on making Reward Gateway a better
place to work, and we want to ensure that Diversity and Inclusion
was at the heart of it.

Some of the areas assessed include:
Ensuring our job adverts are gender neutral.
Increasing access to our careers page and job ads for people
who beneﬁt from help in increase visual accessibility.
Hiring a paid summer intern that will help us understand
working life for the disabled.
We also publish a full Gender Pay Gap Report even though we
are not required to do so yet. This will be across all countries
in Reward Gateway - and we hope to set a lead for other
companies with this.
Looking at the report, I can see we have had an amazing
response rate - thank you to everyone who responded.

And in headline terms I can see that:

8% increase
in response rate (76%-84% people)

50/50
We are still equally balanced between men and women
(49% each with 2% preferring not to say or selfdescribing).

Diversity
Australia and UK both increased levels of ethnic diversity
which is encouraging.

+1 Year Older
Our workforce is another year older and many RGers
have matured with us, but this also means we are a little
less age diverse, and this is something we will look at
going forward.

In summary, the overall results are encouraging, but still with lots
of work to do, to ensure we continue to lead in this space when
we compare ourselves to other tech companies.
With the changes we have made as a team to enable us to make
this a focus for us, I am really looking forward to the next 12
months.
I want to ﬁnally thank the People team for getting the data
together, the Creative team for bringing it to life and to Cat Lewis
for being the Project Lead for this report and our Diversity and
Inclusion lead too.
Rob Hicks, Group HR Director
@HRinLondon

The Reward Gateway Gender Pay Gap
Report will be available in April 2018.
Although it ﬁts into the Diversity and
Inclusion initiative, we've chosen to
publish this separately to allow us to
focus on Gender Pay Gap as a standalone
issue.
Both reports will be made available at
rg.co/diversity.

