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I am pleased to provide this comprehensive overview of gender pay gap analysis for 2020-2021 on behalf of  
Duncan & Toplis.

This year, as with 2019-2020, was an unusual year with a global pandemic and the impact that had all on UK 
businesses. Despite this, we have continued our focus on developing and supporting our team members, with 
particular emphasis on health and wellbeing. 

Attracting and retaining top talent has become evermore challenging for all organisations over the last 12 months and 
remains at the top of the agenda. We recognise the benefit of a diverse workforce, with different backgrounds and 
experience. This is an area we are improving year on year.

I confirm that the Duncan & Toplis gender pay gap calculations reported herein are accurate and meet the requirements 
of the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017.

 

Adrian Reynolds 
Managing Director

Introduction

1Duncan & Toplis | Gender pay gap report 2020-21



2 CONTENTS

Data overview

Our gender pay gap percentage

2019-202020-21

20.519.2

18.018.4

54.525.2

0.00.0Median bonus gap

Mean bonus gap

Mean pay gap

Median pay gap

2019-20

2020-21

Percentage receiving a bonus payment

88.4 93.7

87.6 95.5
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Quartile pay band percentage

49.4 46.5

66.7 54.9

78.9 85.9

60.0 57.7

2019-20 2019-202020-21 2020-21

53.550.6

45.133.3

14.121.1

42.340.0 Lower

Upper

Upper Middle

Lower Middle



Duncan & Toplis ensures equal pay across all our team members in accordance with legislation, whilst remaining 
focused on gap reduction year on year. 

We continue to have a higher percentage of female employees within our company, and are pleased that our pay gap 
overall has reduced.

This is an ongoing focus for us and at the start of 2022 we introduced a new job evaluation process which has 
provided a revised grading structure, transparent pay gradings and a move towards a clear career pathway for all team 
members.

We are proud of the changes we have made, and continue to make, in this area. We have ensured consistent, internally 
relevant and market-supported grading structure approach that can be understood by everyone.

The number of females within our senior roles has continued to increase, and our robust recruitment, promotion and 
training plans ensure a transparent approach to further aid these increases. 

Improvements have been made but, at Duncan & Toplis, we strive for more.

We will be the firm that clients always choose to work with, and where talented people below. This is reflected in our 
commitment to current and future team members who remain central to everything we do.
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Our remuneration policy

Click here for our 2018-19 gender pay gap report

Click here for our 2019-20 gender pay gap report

https://duncantoplis.co.uk/wp-content/uploads/Gender-pay-gap-report-2019.pdf
https://duncantoplis.co.uk/wp-content/uploads/Gender-pay-gap-report-2020.pdf
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How can we help?

Accountancy | Audit | HR | IT Services | Legal 
Marketing | Outsourced Finance | Payroll  | Tax | VAT 

https://duncantoplis.co.uk/
http://duncantoplis.co.uk
https://www.linkedin.com/company/1198648/
https://www.facebook.com/duncantoplis/
https://twitter.com/duncantoplis

