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At Dovetail Games, gender equality continues to be an important
priority in our business and we are constantly looking at how we can 
continue to evolve to create an environment that rewards our
colleagues fairly, enables and celebrates diversity at all levels and
enables our employees to thrive.

We recognise and value our people as most important in achieving our 
priorities within our Strategic Plan, and it is through our people that we 
create our digital hobbies for passionate enthusiasts across more than 
100 countries.

We are committed to improving our diversity and inclusion practices 
and processes and believe a diverse workforce is vital to our
successes and has a positive impact for all of us.  Dovetail Games and 
the Games Industry is the most diverse is has ever been but we
recognise that there is still more work to do.

Whilst Dovetail Games is not legally required to review and publish its 
gender pay gap we have made the decision to do this to ensure we 
are transparent and continue moving in the right direction.
Addressing the GPG is a priority at Dovetail Games and we are proud 
to share some of the changes we have made and plan to make. Each 
change supports creating an environment that enables all of our
colleagues to succeed.  We believe that by having transparency in this 
area it will support us to become a business that values and enables 
gender balance and diversity at all levels.

Introduction



By sharing our mission, vision and values this shows elements we feel 
reflect our culture and demonstrates our ways of working. 

Our Mission, Vision and Values 



The gender pay gap is a measure of the difference between the
average pay of men and women within an organisation, and it is
compulsory for companies in Great Britain with more than 250 relevant 
employees to report and publish their gender pay gap information by 
April 2022, based on data from April 2021. The data in this report relates 
to information taken from the snapshot date of 5th April 2021. 

The government also encourages smaller organisations to report their 
gender pay gaps on a voluntary basis. 

The gender pay gap is not the same as equal pay. Equal pay relates to 
paying men and women equally for doing the same or equivalent work. 
The gender pay gap is influenced by the make-up of the workforce, 
such as having a higher proportion of men or women in certain roles, 
including where those roles are higher paid. 

Mean is calculated by adding up all hourly rates of employees and
dividing that figure by the number of employees.

/ 5 = MEAN

= MEDIAN

Median is taken from lining up all salaries in order from lowest to highest 
and picking the middle salary.

What is the Gender Pay Gap

How is it measured?



The detail below shows our mean and median gender pay gap based 
on hourly rates of pay as at 5 April 2021. A positive value indicates there 
is a gap in favour of men and a negative value indicates a gap in
favour of women. 

The mean (average) as a calculation is more sensitive to having more 
males in senior positions, hence leading to a higher result.  Where the 
Median (mid-point) being based on a rank of employees, leads to a 
lower result.

The overall gender pay gap results for Dovetail Games are positive and 
compare favourably with the national average and external
benchmarks in our industry.  

Our Data – how are we doing?

Why is the mean gender gap higher than the median 
gender gap? 

Metrics Result 2021
Mean Gender Pay Gap 9.9%
Median Gender Pay Gap 4.9%
Mean Gender Bonus Gap 0.6%
Median Gender Bonus Gap -15.1%
Proportion of males who received a bonus 94%
Proportion of females who received a bonus 87%



One of the key drivers of our GPG is the gender split at the senior level.  
We have more females in the middle quartiles and more males in the 
higher paid, senior roles.  We have 19.5% female vs 80.5% male in our 
highest pay quartile, compared to the other 3 quartiles which are more 
representative of our overall male and female split. 

Another driver is the overall split of males and females within the
organisation with 26% females and 74% males. On average females 
outperform males within education but fare worse in the labour
market.  This is partly because children’s career aspirations are shaped 
and restricted by gender stereotyping that sets in at an early age.  67% 
of girls aged 11-21 think that women do not have the same chances as 
men. Girls are far less likely to continue studying STEM qualifications.  
Not capitalising on this talent can hold back progress on both the 
gender pay gap and overall productivity. 

We are committed to the promotion of equality and are aware that a 
more diverse workforce will contribute to creating an inclusive
environment.  As such, we already have several practices in place 
(some examples below) to promote gender equality and continue to 
be proud that DTG is a great place to work.

• We remain committed to ensuring our people are supported to
achieve their career aspirations, irrespective of their gender or
background.

• Our recruitment process remains fair and transparent and we
will continue to analyse reward decisions to ensure they remain free
from gender bias.

• We have a flexible working environment which enables all our
colleagues to have choice and freedom around where they work.

• We have senior leaders who already role model working
flexibly and we continue to be open to all requests around
working patterns including part time working, job sharing,
compressed hours and working from home.

• Promoting internal progression and talent opportunities to all
colleagues.

Potential underlying causes of the Gender Pay Gap 

1. Our Current Commitments



• Ensuring that gender and ethnicity reporting continues to be
included in the HR Dashboard reporting to Board.

• Continue to be actively involved in Women in Games to actively
encourage more women to consider the games industry as a career
option.  Gemma Johnson-Brown, our COO is an Ambassador Director.

• Visiting schools to showcase the industry and help encourage a
diverse workforce for the future.  We believe that building deeper
relationships with selected local schools will result in higher quality and
consistent engagement that will offer better career guidance and work
experience opportunities for students, often from under-represented
groups.

• Work experience programme to encourage our potential future
stars ensuring we have a diverse future workforce.



I, Jon Rissik, can confirm the data published in this report is accurate.

Jon Rissik
Chief Executive Officer
Dovetail Games

We will continually challenge how we do things, ensuring diversity and 
equality are high on our agenda, ultimately driving the future success 
of our organisation and our people. 

2. Future Commitments

• Transparency with pay and salary ranges.

• Carry out robust external benchmarking for roles.

• Improvement in our Performance Management framework will
ensure employees are assessed and rewarded fairly.

• More structured interviews for recruitment and promotion – this
reduces the impact of unconscious bias.

• Inclusion of multiple women in shortlists for recruitment and
promotions.

• Unconscious bias training for managers.

• Encourage uptake of shared parental leave and increase length of
pay for both maternity and paternity leave.

• Actively raise awareness and support around menopause to ensure
women feel supported and confident in their roles.

• Talent management and succession planning.


