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It has been another year of change, with hybrid 
working embedding itself into business practices, 
and impacting our perception of what the future 
workplace will look like.
And from that comes a strong sense that we now have the 
opportunity to use recent shifts to open up the workplace to 
all.  The pandemic, plus the Black Lives Matter and #MeToo 
movements, have renewed a sense of purpose and urgency to 
making our future workplaces truly diverse.

As recruiters, we have always been keen to play our part in 
supporting diversity across the professional service sector. But 
we know too that now is the time to step up even more. It is in 
that spirit that we report on our diversity statistics for 2022.

Overall, we are delighted to see that Totum’s latest diversity 
statistics continue to reflect our strong commitment to 
recruitment practices that promote diversity and inclusion. In 
a year in which we have had more candidates registering with 
us than ever before, we believe that these statistics provide an 
excellent representation of our day-to-day working lives.

This report details diversity data, based on information given 
by candidates who signed up with Totum from January to 
December 2021, on areas including ethnicity, age, gender, sexual 
orientation and disability. It also covers the same information 
provided by Totum employees.
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Another year of change

Beyond Totum
In terms of our candidate registrations, we can report that many more candidates 
registered with us in 2021 than in previous years.
This may be down to our shift to more online processes which has certainly made it easier and quicker 
to register details, but we also wonder if the pandemic has had an impact. We certainly noticed the 
recruitment market ramping up in the second half of 2021 with many more placements as well as 
candidates starting to seek new opportunities following the restrictions of earlier lockdowns. 

It will be interesting to see how these numbers pan out through 2022.  

We are delighted to once again publish Totum’s latest diversity statistics 
(our fifth year of publishing our diversity figures!), including details 
of developments made in 2021 as well as plans to further improve our 
diversity and inclusivity (D&I) performance through 2022. 

A few changes to the statistics this year:

We are delighted to include in this report details on our 
own Totum employees. We are a small team compared 
to the many firms into which we recruit, but it is just 
as important for us to be open about how our firm 
is made up as we endeavour to support diversity in 
recruitment across other businesses. 

In addition, we are delighted to have added questions 
on social mobility to our candidate registration forms 
in 2022. We will be collating figures for that throughout 
2022 and will report on developments in next year’s 
report. However, we can report on social mobility 
within our own firm in this report, details of which you 
will find below. 
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Gender equality
We have been very proud of our ability to place 
women at all levels of seniority across business 
services functions – with our statistics on male-
to-female candidates always equally balanced,  
if not showing a weighting towards women.

Ethnicity
In 2021, 27% of our candidates registered as 
Asian/Asian British, Black/Black British, or mixed/
multiple ethnic groups. This is an increase from 
24% in 2020, and is well above UK-wide statistics 
on the Black, Asian and Minority Ethnic population. 
We’re particularly happy to see numbers of Black/
Black British candidates recover this year from a 
low of 3% in 2020 to 8% in 2021 (more in keeping 
with our figures from 2018/2019 which were 7% 
and 8% respectively). 
We don’t know why numbers dropped in 2020, but we have 
worked hard in this past year to ensure we represent all 
communities in our recruitment activities. We were delighted 
to host a very successful webinar in October 2021, ‘How black 
professionals navigate the world of business services’. 

The event attracted nearly 100 attendees and covered a wide 
variety of issues from sharing personal experiences to providing 
advice for black and ethnic minority professionals developing 
their careers today. It received great feedback, including from  
a Director of People from a top-100 law firm who described it 
as ‘the most useful discussion I have seen on this topic in a  
long time.’

We also provided training for all our staff – a ‘Masterclass for 
Recruitment Professionals’ provided by external consultants 
to help us avoid unconscious bias and embed truly inclusive 
recruitment practices in the way that we source and place our 
candidates. Further training includes supporting our employees 
to manage the feedback process, ensuring that those of our 
candidates who are not hired receive more constructive reasons 
than merely ‘not the right fit’. 

In addition, we are using a flexible working job board,  
‘Flexible Working People’, to advertise our part-time and flexible 
working roles – and are currently trialling the job board ‘Diverse 
Jobs Matter’.  

We hope that efforts like these will all help to further open up 
opportunities to people from all backgrounds and communities, 
making an enduring contribution to improving diversity across 
the professional service sector well into the future.

In 2021, we have seen our number of female 
candidates rise to:

We think this may have skewed figures as male candidates 
have averaged 40% across the previous four years. 

However, it has made us reflect on our processes to ensure 
gender equality. As a firm that has a large number of women 
(see above) we wonder whether this has an influence on 
the candidates who are drawn to our services, or if it’s a 
reflection of the bigger picture in which men have perhaps 
been more settled in their jobs during the course of the 
pandemic (with research suggesting women bore the main 
brunt of the childcare/school/work juggle). 

We don’t know the answer to this but we will be keeping a 
close eye on our candidate balance in weeks and months to 
come to ensure we maintain our fantastic record in delivering 
gender equality in our placements right through to the most 
senior leadership roles.  

but we also had a higher percentage of 
candidates preferring not to say this year

compared to just 1 or 0% declining 
to say in the previous two years

60%
33%

7%

with men down to:

3% 8%
 
Numbers of Black/Black British candidates have 
increased this year from 3% in 2020 to 8% in 2021.



Age groups
In 2021, we have noticed a further drop off in the 
proportion of candidates that are in the youngest 
16-24 age bracket.

The numbers seem to have increased instead in the older age 
group, with 

of candidates coming from the 
45-64 age group, compared to 
17% in this group last year.

 
In 2020, the percentage of these younger candidates 
fell from 18% to 10% and this year, we saw a further 
drop from 10% to 4%.

28%
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All age ranges were represented to some degree, however, albeit 
we had no candidates over the age of 65. We also noticed that 
more candidates did not respond to this question or selected 
‘prefer not to say’ (11% in 2021 compared to just 3%  
in 2020) so this may have impacted the results to some degree.

While it is good to know that we are still successfully attracting 
candidates across age ranges, we will reflect on our messaging 
to our younger candidates to ensure that we are making  
clear the opportunities in the professional services sector at 
junior level. 

Sexual orientation
We are pleased to see that the number of 
candidates that identified as lesbian, gay or 
bisexual (LGB) increased

This is also well above national statistics figures that state that 
2.7% of the UK population identify as LGB. 

We also noted that only 76% of candidates identified as 
heterosexual this year, compared to an average of 88% in 
previous years. While we shall have to wait to see if 2021 is 
something of a statistical blip, we are delighted to see that our 
candidates continually represent the broader population here. 

9% in 2021, more than the 4% averaged in the 
previous four years.

Sexual orientation

Disability
There is still work to be done to encourage 
disabled candidates to sign up with us. Our 
statistics for 2021 show that 2% of our 
candidates registered during this period 
identified as disabled, the same as 2020.

Disability

No

Prefer not to say

Yes

However, only 92% of candidates registered as not disabled, 
with 6% preferring not to say.  This may reflect some grey 
areas and sensitivities here, but regardless to say, we will 
continue to work hard on our messaging here. We have added 
our Disability and Reasonable Adjustments statement to 
all of our job postings and we are incorporating disability 
discussions into our interview processes that we conduct on 
behalf of our clients.

One of our chosen charities for 2022 is 
Support SEND Kids, which helps parents 
navigate the highly complex Education and 
Health Care Plan (EHCP) system – enabling 
SEND children to access the educational 
support they need to thrive. 

We know that charities such as this make a significant 
difference to up-and-coming generations and their ability 
to thrive in the working world and we are looking forward 
to providing whatever support we can to this charity in the 
months ahead.

We are also looking at various ways in which we can make our 
business more open to disabled candidates in the year ahead 
and will report back on these steps in due course.

76% 88%

 
76% of candidates identified as heterosexual this year, 
compared to an average of 88% in previous years.
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Diverse future
We are very pleased to see that we are reporting positive figures this year, in many cases making 
placements that well represent the UK’s broader population make-up – if not going further to 
represent the huge diversity of London’s many different communities. As ever, we want to build 
upon these results and go further to reflect this important moment in time when we can build afresh 
following two years of pandemic.

Within our own team, most of us (80%) are aged between 35 
and 54, with no-one over that age and 10% each in the 16-
24 and 25-34 age brackets. We are mainly made up of female 
employees (80% female to 20% male), but this evens out to 
50/50 male/female at leadership level. We are mainly white 
British although 10% of our team has an ethnic background of 
Caribbean or British Indian. 

Interesting additions to this year’s statistics relate to social 
mobility – we can report on these figures for our team this 
year, reporting on candidates in next year’s report. For Totum, 

60% of us come from a professional or high-socio-economic 
background (selected on the basis of the occupation of 
the main household earner before we were aged 14). This 
compares to 37% making up this group in the broader 
population. A quarter of us (25%) come from a mid-socio 
economic background, compared to 24% in the rest of the 
UK and 15% of us come from a working class or low socio-
economic background – compared to 39% in the broader  
UK population. 

Given our line of work in the professional services sector, we 
are not surprised that the figures fall in this way with many of 
us having a parent in a high-socio-economic occupation, such 
as accountant, solicitor, medical practitioner, scientist, civil/ 
mechanical engineer. However, we are pleased to see that we are 
reflecting the broader population at the mid-level – a figure that 
is also backed up by the fact that most of our employees (55%) 
did not have a parent who went to university.

Our aim must now be focused on ensuring that our doors are 
open to those candidates who come from lower socio-economic 
backgrounds, including ensuring that we have the capabilities 
to provide the support and training to deliver skills to those that 
may not have acquired advantages through their education. 

Team Totum

35-54 year olds

16-24 year olds

25-34 year olds


