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Inspiring working lives

Like many small to medium sized privately-owned recruitment companies, it is the Morgan Hunt temporary worker population that
brings the company within the requirement to report gender pay based on the UK’s gender pay reporting requirements. Morgan
Hunt's gender pay gap is divided into two sections — its internal employee population which is just over 99 strong and the temporary
worker population of circa 1,200, which supplies into its 400 or so predominantly public sector clients.

The gender pay gap in Morgan Hunt'’s internal employee population is strongly influenced by the salaries and gender make-up of
the non-executive board, which itself is comprised of the founders of the business and key investors, all of whom are male.
Furthermore, the current composition of the executive board as of the reporting date is predominantly male, putting aside the non-
executive and the executive board, the gender pay gap falls from 72.3% to 14.1%.
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Performance related pay
We have competitive sales commission and
bonus schemes which are linked directly to

We are actively addressing our representation of females in the leadership measurable performance metrics.
team - with 3 newly promoted female additions to the senior leadership over

2022/23 team which in turn may progress to the non-executive board.
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We have clearly established sales roles and salary bandings which
accompany them.



