Since 2017, UK companies with more than 250 employees
have been required to produce an annual report on their
gender pay gap. In line with this requirement, we have
today published the 2021 gender pay gap reports for:
•

TotalEnergies Exploration & Production UK Ltd (TEPUK)

•

TotalEnergies Gas & Power UK Ltd (TGPL)

Our TotalEnergies Marketing UK Limited (TEMUK) business is not
required to report its gender pay gap because it had fewer than 250
employees in 2021 however, we have included the details in this
report for completeness.
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Clearly, there is still much to do to eliminate the
gender pay gap across our UK business. I am
pleased to see progress being made in all areas, in
pay, bonuses or representation across the pay
quartiles, but these improvements are not
consistent across all our affiliates, and nor are they
happening quickly.
The gender pay gap measures oversimplify a
complex issue and do not consider the proportion
of men to women in our traditionally maleoriented industry – something that has a big impact
on the result. But these measures do shine a light
on an issue that organisations like TotalEnergies
must address, and that’s equality of opportunity.

opportunity to become part of our organisation.
That means changing the way we recruit from start
to finish, and I am pleased that our recruitment
teams are taking the lead on this and supporting
our managers to do exactly that.

It may be some time before we can say that we
have solved the issue of gender pay, but until then I
am confident that we provide equal pay for equal
work, and that ours is a Company that nurtures
diversity and wants to see change.
We will continue with our work.
Jean-Luc Guiziou,
UK Country Chair
TotalEnergies

Therefore, our focus is two-fold: working with
children and young people to raise awareness of
and encourage participation in STEM subjects and
our industry more broadly; and ensuring that a
broader spectrum of applicants have the
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2021

Mean bonus gender pay gap

Mean gender pay gap

2020

Proportion of males receiving a bonus

TGPL

TEPUK

TMUK

TGPL

TEPTEPUK UK

TMUK

TGPL

TEPUK

TMUK

25.29%

26.7%

18%

41.51%

24.0%

45.7%

89.42%

92%

88.3%

28.35)

25.2

20.20

52.92

)42.2

1.8

Median bonus gender pay gap

Median gender pay gap

86.79

96

90.70

Proportion of females receiving a bonus

TGPL

TEPUK

TMUK

TGPL

TEPUK

TMUK

TGPL

TEPUK

TMUK

18.24%

28.4%

12.4%

25.33%

39.3%

-7.4%

90.12%

88%

88%

24.86
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28.3

17.30

39.15

55.5

-268.7

87.06

94

88.80
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female

Summary of Report

male

Proportion of males and females in each pay quartile
TGPL

First (lower) quartile

54.48%

TEPUK

45.52%

50%

TMUK

50%

41.4%

58.6%

54.48%

17%

Second (lower middle) quartile
57.04%

36.2%

63.8%

44.8%

55.2%

42.96%
83%

14%

Third (upper middle) quartile

45.19%

54.81%
86%

Fourth (upper) quartile

11%

24.63%
75.37%
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At TotalEnergies we are working towards a better gender balance in our business however gender pay and
bonus gaps do still exist. There are several reasons for this:

Women are under-represented in large parts of
our industry
The energy industry, with its foundations in technical and industrial jobs, has
traditionally attracted more men than women. That is particularly the case on
our offshore sites where the vast majority of the workforce are male. Our focus
now is to challenge that tradition and demonstrate that we can offer fulfilling
careers across all our operations to everyone in equal measure. Providing equal
opportunities for both women and men is important to TotalEnergies and we
are committed to creating inclusive, attractive and motivating work conditions
for everyone.
Our UK business make-up is approximately one quarter female
to three quarters male. This imbalance significantly affects our gender pay gap
because men receive a proportionately higher share of the salary and bonus

‘pot’ than women.
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Explaining our gaps

Women in senior positions
As well as being under-represented at our operational sites, there are fewer
women in senior leadership and technical roles where pay is higher. In all
three reporting companies you can see that in the lower pay quartile the
number of men and women are more evenly balanced, whereas in each of
the other pay quartiles we can see this balance deteriorate.

More women working in
part-time positions
Traditionally more women than men work in part-time or flexible roles. Whilst
this issue does not impact the gender pay gap, it can affect bonus payments.
The impact of the pandemic has seen a re-evaluation of work-life balance, and
we are now seeing fewer requests for part-time working as flexible or hybrid
working options increase in our onshore and office-based roles.
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Knowing and understanding the data is important, but we also need to act on it. It may take some time until
we’ve eliminated the gap, but we’re committed to making continuous improvements to help narrow the gap
every year. These include:

Holding ourselves to higher
standards of recruitment
We know that attracting - and retaining - more women into our
operational, technical and leadership roles is critical if we are to see
women taking a greater proportion of pay and bonus at TotalEnergies
UK businesses.
LinkedIn’s recent Gender Insights Report revealed that 88% of women
are open to new job opportunities compared with 90% of men, and
they view jobs in LinkedIn in equal numbers. Despite these similarities,
something changes between the awareness and application stages.
LinkedIn’s data found that women apply for 20% fewer jobs than men
and are 16% less likely than men to apply for a job they have viewed –
often because they feel that they are not qualified enough for the role.
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What are we doing to eliminate the gap?

Working with our hiring Managers is crucial to addressing this
issue and through our Better Together Manager-Coach
programme we are developing a different approach to
recruitment by:
•

Supporting Managers to better define the job requirements, removing
long lists of ‘must-haves’ and considering flexible working options

•

Creating gender-neutral job adverts

•

Pre-defining the shortlisting process for all job applicants based on job
requirements allowing for better CV screening

•

Ensuring interview panels consist of one female interviewer and one
male interviewer wherever possible

•

Ensuring consistent and structured interview questions so all
candidates get the same questions, based on the needs of the job

•

Offering unconscious bias training to all Managers
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One of the challenges we face is the smaller number of female
job applicants with the qualifications we require. Our response
is to play our part in encouraging more children and young
people to study STEM subjects at school by sponsoring and
supporting projects that focus on these topics.

Over the last year we have been able to

an MSc Energy Transition Systems and

progress in a number

Technologies and a PhD studentship in

of key areas:

Offshore Energy System Integration

•

•

We continued in our support of the

We continue to sponsor and support

Young Person’s Trust for the

STEM-based projects in and for schools

Environment lesson support for

across the UK, such as those in

teachers

collaboration with Young Engineers &

We’ve welcomed interns across our

Science Clubs

business in a variety of fields, from

•

•

•

Our Action! programme offers

process engineering to HR, and

employees up to 3 days per year to

environmental analysis to marketing.

volunteer in a variety of areas, but

Our gender-balanced programme will

especially in activities that support

continue to grow in 2022.

youth inclusion and education, such as

We continue to implement an early

Duke of Edinburgh

careers program for graduates and
apprentices building diversity in our
organisation
•

We’ve established a partnership with
the University of Aberdeen in support
of its Centre for Energy Transition,
which includes the sponsorship of an
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Our aim is to be a diverse organisation, in which
everyone is treated equally and fairly and where all
voices are welcomed and listened to.
We firmly believe that through the actions outlined in this
report, we’re supporting diversity and inclusivity across not just
gender but also the other characteristics that make us unique
such as ethnicity, nationality, age, sexuality, religion, experience,
socio-economic background and education. We support this
approach through active networks which work across all our UK
businesses; mentoring; training and open discussion.
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The report covers four calculations to measure gender
pay:
• Gender pay gap (mean and median): the difference in
the average pay of all men and all women across an
organisation.
• Gender bonus gap (mean and median): the difference in
the average bonuses of all men and women across an
organisation
• The proportion of men and women receiving bonuses

• The proportion of men and women in each quartile of
an organisation’s pay structure
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At TotalEnergies, we conduct regular analysis across our
business to ensure that both women and men are being paid
equally for the same, or similar, work. This is also known as
equal pay.

The gender pay gap is a calculation that compares the pay for
all employees in a business. It does not consider differences in
job function, job level, qualifications, performance and
experience. Gender pay gap reporting encourages discussion
about the progress of women in UK businesses. We welcome
that discussion, but it should be stressed that a gender pay gap
is not the same thing as unequal pay.
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