
T ICKETMASTER UK

Gender Pay Gap Results 
2022/2023



2

CONFIDENTIAL · DO NOT DISTRIBUTE

Gender Pay Gap – Gov Submission Data

T I C K E T M A S T E R  U K

Hourly Pay

Women’s hourly rate is

16.5% lower
(mean)

25.9% lower
(median)

Pay Quartiles 
How many men and women are in each quarter of the employers payroll

Upper
74.5%
Men

25.5%
Women

Upper Middle

68.6%
Men

31.4%
Women

Lower Middle

49.6%
Men

50.4%
Women

Lower

54.8%
Men

45.2%
Women

Bonus Pay

Women’s bonus pay is
42.7% lower

(mean)
14.6% lower

(median)

Bonus Pay

Who received bonus pay

75.6%
Of Men

68.2%
Of Women
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T I C K E T M A S T E R  U K

Ticketmaster is a vibrant, inclusive place to work. We believe that diversity adds value to our workforce and
delivers a better service to our customers. We see Gender Pay Gap reporting as an opportunity to drive
awareness about the challenges in our industry.

As a technology-led business, our Gender Pay Gap reflects the broader societal challenges of getting more
women into the technology sector. There is an acute skills shortage in this area, according to WISE, only
26.9% of the people working in STEM (Science, Technology, Engineering and Mathematics) roles across the
UK are female.

We are, however, pleased to see an ongoing downward trend in the Gender Pay Gap at Ticketmaster. A
trend we are committed to continuing.

We want to see more women in the technology industry and are a signatory of the Tech Talent Charter, a
government-supported, industry-led membership group that aims to address the UK’s tech talent shortage
and diversity problem through collective action. ‘Ticketmaster Women’ was also launched in 2022, an
internal initiative that works to drive meaningful change and empower women across the business.

To ensure fairness, we have systemised our approach to reward and compensation decisions, including
conducting a job levelling review across the UK. Our robust policies and training programmes ensure that we
are continually working to ensure no bias exists in our recruitment processes.

We will continue to support women at all levels in our business and are committed to increasing women and
diversity in our workforce, while being an inclusive environment where everyone can succeed.

signed
Andrew Parsons – Managing Director, Ticketmaster UK

https://www.wisecampaign.org.uk/updated-workforce-statistics-june-2022/
https://www.techtalentcharter.co.uk/home
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OUR COMMITMENTS
We are focused on long-term solutions to get more women into our workforce. Examples include: 

T I C K E T M A S T E R  U K
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DEVELOPMENT TALENT ACQUISITION CULTURE LEADERSHIP

• Launched RISE Women’s 
Development Programme for women 
at all levels across the company. 

• Increasing our commitment to early 
talent development and access to 
development in UK targeting gender 
balance throughout.

• Profiling role models in our business 
to create visible development paths, 
with the launch and planned 
expansion of our mentoring 
programme.

• Assigned job levels against a global 
job levelling framework to deliver 
systemic improvements on how we 
track movement internally, and look 
at pay equity by role type.

• Increased our training content 
around areas including 
Unconscious Bias and a range of 
other relevant modules, alongside 
ensuring completion by executives 
and hiring managers.

• Launched a Hiring Toolkit for hiring 
managers on effective ways of 
unbiasing interviews and ensuring 
maximum equality of opportunity.

• Enhanced family benefits, including six months 
full paid leave for all primary carers, and offering 
coaching support for parents, before, during and 
post leave.

• “Ticketmaster Women” launched - a function 
that reports directly into the business and seeks 
to empower, encourage and inspire women to 
achieve their full potential and career 
aspirations.

• A Ticketmaster Parents Slack channel to share 
local and global information and support for 
parents, caregivers and expectants.

• Launched a set of Health policies focussed 
specifically on Women’s Health to increase 
overall awareness.

• Achieved 100% Self ID 
reporting in Gender in UK to 
help improve reporting and 
tracking.

• Launch of a formal mentorship 
programme which will include 
developing women's careers.

• Ensuring Gender balance in all 
leadership and Management 
development.


