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GENDER PAY REPORT 2022

Satrajit “Satty” 
Saha, CEO of 
TransUnion in the UK 

As we continue on our 
journey to achieve gender 
parity in senior leadership 
by 2030, which we pledged 
in 2019, I am really proud to 
share that our UK executive 
team at TransUnion in the 
UK has now become 50% 
female. 

This follows the recent 
appointment of chief operating 
officer, Laura Barley. Having 
been with the business for 15 
years, Laura’s appointment also 
represents the pathways to 
progression that exist, affirming 
that women can reach the highest 
levels within TransUnion. I’m 
delighted to welcome her to the 
board and it’s a privilege for me 
to be leading with such a strong, 
diverse team.

Additionally, I’m thrilled to share 
that our chief product officer, 
Shail Deep, has recently achieved 
industry recognition as ‘Business 
Leader of the Year – Technology 
and Analytics’ in Credit Strategy’s 
Leadership Awards. 

Highlighting the impact Shail has 
had in fuelling business growth, this 
award demonstrates TransUnion’s 
strong leadership to the wider 
industry and showcases Shail as a 
key role model for women aspiring 
to progress in their careers.

Despite the continuing challenges 
of the pandemic, we’ve been able to 
reduce our gender pay gap, as the 
figures demonstrate, and we’ll share 
in this report some of the ways 
we’ve been addressing the gender 
imbalance in technology, at both an 
organisational and industry level. 

There remains more work to do 
but we have the tools we need to 
continue on this positive path, with 
a variety of initiatives in place, the 
passion and commitment of our 
colleagues and our shared desire 
to create the most diverse and 
inclusive workplace possible. 

Foreword

I am really proud to share 
that our UK executive team at 
TransUnion in the UK has now 
become 50% female.
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i Gender and COVID-19: What Have We Learnt, One Year Later?, World Bank, June 2021
ii Survey of Fortune 500 and S&P 500 companies, Crist|Kolder Associates, 2021
iii Global Gender Gap Report, World Economic Forum, March 2021.
iv Wise statistics. February 2022

v  Sea-change in UK boardrooms as women make up nearly 40% of FTSE 100 top table roles,  
Gov.co.uk, 22 February 2022

vi Ten things to know about gender equality, McKinsey Institute, September 2020

Introduction

An overview of gender parity in any industry in 2022 must consider the 
regressive impact of the global COVID-19 pandemic. Affecting different 
population groups around the world, the worst-affected cohort by far has 
been women in general – and women in the workforce in particular.

According to a report from the World Bank in March 
2022, there is plenty of evidencei showing decades 
of achievements have been reversed over the past 
two years. For example, it seems the pandemic led 
to girls taking on additional care burdens more than 
boys, with impacts on learning, and women were more 
likely to stop working to provide care. Similarly, those 
businesses with female managers at senior levels 
reported experiencing more negative results. 

Looking at the bigger picture, the data speaks 
for itself. Men still have a strong hold on C-suite 
positionsii but some recent reports have shown that 
the percentage of female CEOs and CFOs both hit an 
all-time high in 2021.

That said, the impact of the pandemic will be long-
term and according to the World Economic Forumiii, 
it will now take 135.6 years to reach parity – up from 
about 100 years before the crisis hit.

In technology, the challenge remains daunting.  
The latest WISE statisticsiv show gender imbalance 
in tech is an industry-wide issue spanning the 
classroom, workplace and boardroom. Only 8% of 
girls progress to a STEM qualification at Level 4 or 
above and the STEM workforce is less than a quarter 
(24%) female.

It’s not all bad news, however. According to a recent 
UK report in February 2022, female representation 
on boards has risen to 39.1% across the FTSE 100, 
compared with 12.5% just 10 years agov. This follows 
the release of the FTSE Women Leaders Review, the 
government’s voluntary, business-led approach to 
setting targets for getting more women on boards.

According to the Department for Business, Energy 
and Industrial Strategy, the findings “demonstrate 
a major sea-change in attitudes to getting women 
leaders to the top table of business in the UK.” As a 
result, the UK has progressed from fifth to second in 
the international rankings at FTSE 100 level. 

The merits of such changes are clear to see, both  
for the individual businesses and for the wider 
economic picture. In fact, McKinsey looked at a  
“full potential” scenario where women participate in 
the economy identically to men and found it would 
add up to $28 trillion, or 26%, to annual global GDP  
by 2025vi.

At TransUnion, we have been making great strides, as 
evidenced by a reduced pay gap, despite the challenges 
of the pandemic. In addition, we are proud that our 
UK executive team has now achieved gender parity, 
sending out a strong message to the business and to 
the industry.

The gender pay gap explained
The gender pay gap is the difference between the 
average earnings of men and women (excluding 
overtime) including pay and bonuses within an 
organisation. The pay gap is not the same as equal 
pay which is a legal requirement that men and 
women doing the same job be paid the same.

https://openknowledge.worldbank.org/handle/10986/35829
https://www.weforum.org/reports/global-gender-gap-report-2021
https://www.wisecampaign.org.uk/resources-for-action/statistics/
https://www.gov.uk/government/news/sea-change-in-uk-boardrooms-as-women-make-up-nearly-40-of-ftse-100-top-table-roles
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PAY GAP BONUS GAP

WHEN WE COMPARE THESE FIGURES TO LAST YEAR:

The proportion of males and females receiving  
a bonus or commission payment:

The proportion of males and females  
in each pay quartile:

Differences between men and women Differences between men and women

LOWER

40%    60%

LOWER 
MIDDLE

43%    56%

UPPER 
MIDDLE

28%    71%

UPPER

27%    73%

mean median

PAY GAP 26.04% 21.60%

mean median

BONUS GAP 48.75% 30.19%

96.38% 96.58%

Our gender pay gap  
at TransUnion in the UK

Male FemaleMale Female

Our median gender pay gap decreased by -6.7%

Our mean gender pay gap decreased by -3.46%
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Aspiring to gender parity  
in leadership by 2030 

At TransUnion, we have pledged to bring 
about gender parity in leadership across all 
of the markets we operate in, spanning more 
than 30 countries worldwide.

We have promised to achieve this by 2030 but are 
proud to announce that our UK executive team has 
already reached this goal.

Following our most recent appointment, which is a 
promotion from within the business, TransUnion’s UK 
board now has an even gender split.

Commenting on the milestone achievement, Margot 
Cronin, non-executive director of TransUnion in the 
UK and chair of the board, said: “Our commercial 
success depends on the diversity of our workforce 
and creating a workplace that provides opportunities 
for everyone to thrive – regardless of their gender, 
race or orientation.

“TransUnion’s commitment to achieving gender  
parity, supported by a wide range of tangible 
initiatives, gives me great encouragement that we’re 
on the right path and the UK executive team provides 
a fantastic example of what can be achieved.” 

Role models at a senior level:  
our UK executive team 

Seeing is believing. When the first draw- 
a-scientist (DAST) studyvii took place  
over 50 years ago, only 28 of the 5,000 
pupils (0.06%) drew a female scientist. 
When they repeated that experiment  
with a similar cohort in 2018, 24% drew  
a female scientist. 

Whilst it is great to see progress, we want to radically 
accelerate this at TransUnion. That is why we have 
made our pledge for gender parity in senior leadership 
and our UK board has delivered that. 

Research attests to the importance of role models 
– particularly for women in techviii and we are proud 
to have female leaders that demonstrate daily the 
possibilities and opportunities that exist.

Read on for profiles of each of our female 
executive team members, with their many varied 
accomplishments.

How we are addressing 
the gender pay gap

vii Stereotypic images of the scientist: The draw-a-scientist test, David Wade Chambers
viii Girls in STEM: Is It a Female Role-Model Thing?, Frontiers, September 2020

The UK executive team 
provides a fantastic example 
of what can be achieved.

Margot Cronin
Non-Executive Director and Chair  

https://onlinelibrary.wiley.com/doi/10.1002/sce.3730670213
https://www.frontiersin.org/articles/10.3389/fpsyg.2020.02204/full
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“At TransUnion, we’re committed to creating a 
genuinely equitable environment for all. This is 
embodied in our commitment to reaching global 
gender parity in our senior leadership, as well as in 
achieving a year-over-year increase at all levels of 
management for underrepresented groups,”  
Tammy says.

“As a global organisation, our culture and values span 
multiple geographies and locations, so changing 
the physical workplace during the pandemic hasn’t 
affected how those are embedded. However, we 
have evolved our ways of working as a result of the 
shifts we’re seeing in what colleagues want and need. 
As a result, we’re ensuring colleagues have greater 
ownership and control of their own time and working 
hours, with our ‘Flex Together’ approach. This can 
be particularly beneficial for women who are often 
juggling home life demands with their career.”

Flex Together is an important measure in retaining 
women in the organisation, and attracting new 
candidates who want to ensure they can have an 
appropriate work-life balance, which we examine later 
in this report.

Alongside this, to support physical wellbeing for 
all, colleagues can access lunchtime yoga classes 
and weekly boxercise classes, receive discounted 
gym memberships, and watch wellbeing webinars 
from experts. When colleagues require support for 
a specific problem, they have access to a digital GP, 
private health insurance, and an anytime Healthline 
offering telephone advice and support. 

Tammy has also ensured that families are included in 
activities to maintain and increase physical wellbeing. 
This can make it easier for colleagues to get involved 
while providing a message of support that reaches 
beyond employees.

To do this, TransUnion runs several fun challenges 
and activities over the year. For example, last year 
this included a month-long family fitness challenge 
to support healthy heart month, as well as scavenger 
hunts lining up with school holidays. 

Colleague engagement is crucial and has been an 
important factor in Tammy’s plan to drive continuing 
change. For example, the TotalYou wellbeing initiative 
is led by an employee group spanning all business 
areas to deliver a comprehensive programme 
addressing various needs.

Similarly, the Women @ TU group is passionate about 
promoting women’s growth, spanning networking, 
education, personal development, social impact  
and more.

Tammy Taylor-Stowe, our chief human resources officer, has led multiple 
employee wellbeing initiatives to support colleagues and nurture diversity – 
and this has been more important than ever in recent years as people have 
coped with the added pressures of the pandemic.

Driving change in ways of working  

We’re ensuring colleagues  
have greater ownership and 
control of their own time 
and working hours, with our 
‘Flex Together’ approach.

Tammy Taylor-Stowe 
Chief Human Resources Officer
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Having joined the business in October 2014,  
Ann-Marie was appointed to the executive team in 
September 2019 and is responsible for directing and 
leading the IT department to design, build, run and 
oversee all products and provide service and support 
to customers. 

Speaking to gender parity, Ann-Marie says, 
“The tech sector is currently facing a skills shortage 
that’s amplified by the lack of women considering 
a career in technology. At TransUnion, we believe 
workplace diversity is essential to harness the most 
creative thinking to meet today’s tech challenges.

“The sector needs to work hard to increase gender 
balance if we’re to make real the promise and potential 
that exists and we’re supporting that in a number  
of ways.”

Like the rest of the business, TransUnion’s IT 
department is actively supporting ‘earn while you learn’ 
opportunities for continuing professional development, 
with Ann-Marie’s team taking part as managers, 
mentors and students. 

Thajanee is being mentored by Adam, a manager in 
the software development team, who says it has been 
a fantastic opportunity to grow as a manager whilst 
also sharing his skills and knowledge.

Commenting of the programme, Ann-Marie 
explains: “Our commitment to ongoing 
development goes beyond IT but it’s been 
particularly valuable within my team where the 
combination of practical experience and academic 
training can help ensure we remain at the cutting 
edge and are giving our new engineers the best 
possible support in their careers.

“I’ve been really proud to see the impact of this 
programme which has fostered a nurturing, 
supportive environment as well as being another 
avenue to demonstrate to women the pathways we 
can offer to help them progress in tech.” 

Thajanee, for example, is a database engineer at 
TransUnion who is also studying with Sheffield 
Hallam University for an MSc Digital and Technology 
Solutions Specialist (Software Engineering) as part 
of TransUnion’s graduate programme. She is pictured 
above, as featured on the university website.

Our chief information officer Ann-Marie Orange is another 
strong role model at TransUnion in the UK, dispelling any doubts 
that women can lead in Information Technology (IT).

Proving IT isn’t a man’s world

At TransUnion, we  
believe workplace diversity is 
essential to harness the most 
creative thinking to meet 
today’s tech challenges.

Ann-Marie Orange 
Chief Information Officer
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Winning with women

Shail Deep, our chief product 
officer, has over 20 years 
of experience in the UK and 
globally across retail banking 
and technology consulting.

Leading the Solutions team, Shail 
fuels new product innovation, 
ensuring robust product quality 
and delivery, sourcing and 
incorporating new data assets, 
and delivering valuable analytic 
insights and solutions. 

Her contribution has been 
recognised by the wider industry 
as well as within TransUnion. 
In the past six months, Shail 
has been nominated for three 
awards, culminating in her recent 
win at the Leadership Awards 
for Business Leader of the Year: 
Technology and Analytics.

Shail is recognised as a role model 
who has supported the cause of 
encouraging women in financial 
services, and her recent win at the 
Leadership Awards celebrates her 
distinguished leadership and inspiring 
work by a woman in the sector. 

Having role models like Shail at this 
level reveals a pathway to senior 
leadership and encourages other 
women to fulfil their aspirations 
– whether going for a promotion, 

taking on a new challenge or having 
the confidence to put themselves 
forward when opportunities arise. 
Proudly part of a UK executive 
leadership team that’s now 50% 
female, Shail also sits on TransUnion’s 
global Gender Equity Committee.   

Shail said: “I believe women  
don’t need to choose between 
having a family and their career 
and can achieve both when given  
a fair opportunity. And that’s  
what we provide – encouraging 
more women within the business 
to fulfil their career ambitions 
and foster progression to senior 
roles. We also want to attract 
more women to join TransUnion, 
so this industry recognition helps 
us to prove what’s possible and 
demonstrate our commitment  
to diversity and equality.” 

Winner in:
Leadership Awards – 
Business Leader of the Year: 
Technology & Analytics

Nominated in:
Women in Finance 
Awards – Advocate of 
the Year

TransUnion’s Shail Deep accepts her award for 
Business Leader of the Year – Technology and Analytics

This industry  
recognition helps  
us to prove what’s  
possible and demonstrate 
our commitment to 
diversity and equality.

Shail Deep 
Chief Product Officer

Nominated in:
Banking Tech Awards – 
Woman in Technology
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TransUnion believes credit education, leading to consumer empowerment, 
is imperative for financial inclusion and economic recovery. 

This is something we actively pursue and promote,  
as well as embedding this ethos into our product 
design and development, with the consumer at the 
heart of our offerings.

In this vein, Kelli Fielding, managing director of 
consumer interactive at TransUnion in the UK, has been 
spearheading a credit education campaign over the 
past three years to help empower consumers to better 
understand their credit information and how it is used.

To do this, Kelli has taken part in a wide range of 
activities, from answering listeners’ questions about 
credit scores on BBC Radio 4 MoneyBox to a live 
audience of millions, to a podcast with credit union 
Transave to help its members learn more about credit 
reports and scores. 

The campaign has delivered a 32% increase  
in consumer brand awareness over the past 24  
months, with extensive national media coverage 
with a reach of 222 million to date. The campaign 
also incorporates TransUnion’s school’s programme, 
“Credit Scores Explained”.  

This aims to give teens the best start to their financial 
life, helping them learn more about managing money 
and understanding from an early age the role that 
their credit report and score can play.

Designed for children aged between 13 and 18, the 
lesson covers specific aspects of managing money and 
the role credit information plays in day-to-day life and 
will help students to manage the financial issues they 
will face in adult life. To date, it has been delivered to 
over 700 students in the Leeds region with a national 
rollout to follow.

TransUnion’s reach goes well beyond the classroom 
however. Kelli has spread the credit education message 
more widely via partners and clients, including leading 
high street banks, fintechs, credit unions and more. 
This has resulted in multiple award wins including:

→  Partnership of the Year with NatWest at the 
National Consumer Awards

→  Credit Information Partner  
of the Year at the Consumer Credit Awards 

→  Best Information Provider  
of the Year at the Credit Awards 

Kelli was also the face of TransUnion’s COVID-19 
consumer support centre, helping to ensure 
consumers could easily access the information they 
needed, with answers to topical questions.

Kelli said: “Credit education is essential so that 
consumers can play an active role in monitoring and 
managing their financial wellbeing and accessing the 
finance they need. I’m really proud of what we’ve 
achieved, both through our own initiatives and via our 
clients and partners. The success is clear to see –  
with our latest research affirming that consumers are 
checking their credit scores more regularly than  
before the pandemic and have a better understanding  
of what their credit information means.”

Credit education and consumer empowerment 

Consumers are  
checking their credit scores 
more regularly than before the 
pandemic and have a better 
understanding of what their 
credit information means.

Kelli Fielding 
Managing Director of Consumer Interactive

https://newsroom.transunion.co.uk/transunion-wins-best-partnership-of-the-year-with-natwest-at-the-national-credit-awards/?utm_campaign=gender-pay-gap-report-2022&utm_content=report&utm_medium=digital-pdf&utm_source=Report&utmsource=Report
https://newsroom.transunion.co.uk/transunion-wins-credit-information-partner-of-the-year-in-the-consumer-credit-awards/?utm_campaign=gender-pay-gap-report-2022&utm_content=report&utm_medium=digital-pdf&utm_source=Report&utmsource=Report
https://newsroom.transunion.co.uk/transunion-wins-credit-information-provider-of-year-at-the-credit-awards/?utm_campaign=gender-pay-gap-report-2022&utm_content=report&utm_medium=digital-pdf&utm_source=Report&utmsource=Report
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Having been with the business for over 15 years,  
Laura has held various positions and progressed 
upwards. Before being appointed to chief operations 
officer, Laura was operations director with responsibility 
for consumer services, data operations and data. 
She has an in-depth understanding of customer 
experience, having recently driven a programme to 
improve TransUnion’s net promoter score – a customer 
satisfaction indicator – which went up 22 points, an 
increase of 152%. 

Speaking of her appointment, and what it means  
to be a role model for other women in the business, 
Laura said: “I’m delighted to be appointed as the 
new chief operations officer at TransUnion in the UK 
and look forward to supporting continued growth 
by optimising business processes. I’m also really 
proud to be part of an executive team that is now 
50% female. Working in an industry where there 
is often not enough female representation, having 
strong female leadership is incredibly important, and 
something I am proud to contribute towards.”

Laura Barley is our most recent addition to TransUnion’s UK executive team 
and was appointed as UK chief operations officer in March 2022.

Introducing our new chief operations officer  

Having strong female 
leadership is incredibly 
important, and something 
I am proud to contribute 
towards.
Laura Barley
Chief Operations Officer 
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The UK group, sponsored by chief product officer 
Shail Deep, advocates for women’s leadership 
opportunities, career advancement and positive 
change across the organisation.

Women @ TU in the UK has over 100 members and 
organises and hosts various events. It also publishes 
a regular newsletter showcasing the successes of 
women within the organisation, as well as highlighting 
vital topics affecting women at work. 

In September 2021, Women @ TU hosted the second 
episode of TransUnion’s UK podcast series. It was 
hosted by Louise North, senior account director and 
chair of Women @ TU, who was joined by a panel 
of successful and passionate women sharing their 
personal career experiences and challenges.

Shail Deep led the discussion, accompanied by 
Fiona Anderson, head of everyday banking at 
HSBC, and Jenny Welch, industry manager – retail, 
at Google. These three business leaders talked 
through navigating a traditionally male-dominated 
environment, supporting women in their careers, and 
the impact balancing a family alongside a career can 
have on progression.

Earlier this year, TransUnion’s independent non-
executive director and chair of the TransUnion UK 
board, Margot Cronin, was invited to take part in a 
Women @ TU coffee chat. “I was impressed by the 
great questions, interactive style and enthusiasm 
of the women and men who participated. For me, 
supporting this forum is about being part of the 
change we want to see,” she said.

Margot’s coffee chat theme – Things I wish I knew 
earlier – provided an opportunity for members to 
hear some of her learnings. She shared her career 
story, some challenges she has faced as a woman, the 
creative ways she overcame them, and what it means 
to be a non-executive director. Margot also gave her 
views on timelines for career development and the 
importance of periodically seeking a new challenge. 

To fully realise the boundless opportunities in the technology sector, we must harness the 
total population – we can’t afford to overlook the untapped potential of women. To this end, 
TransUnion launched Women @ TU in the UK. This is part of a global networking group which 
aims to help women at all levels of the organisation reach their potential, whilst building a 
more diverse workforce and fostering individual development. 

Women @ TU

Retaining and empowering  
the women within our organisation 

One attendee commented that the session was:

Inspirational… with  
lots of key takeaways for  
self-development. 

Click here to listen to the full podcast.

https://transunion-uk-podcast.fireside.fm/supportingwomenforsuccess
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TransUnion is dedicated to cultivating a culture that is inclusive, welcoming 
and rewarding for all. One of the many initiatives that we have set up to help us 
in this aim is our jEDI forum (Justice, Equity, Diversity & Inclusion).

The order of the words in the jEDI acronym is  
not simply a handy mnemonic that recalls the heroic 
figures of a fantasy universe. It is an order that helps 
us understand and prioritise the very real, multiple 
tasks we face in helping all our people achieve  
great things. 

To achieve justice, we must work hard to  
recognise – and then remove – professional policies 
and personal prejudices that marginalise and 
disenfranchise minorities. 

In striving for effective and measurable equity, 
we must apply our creative, human and financial 
resources to recognise and remove the ingrained and 
innate barriers that hold us back from the good we 
can do together.

Diversity is the greatest gift of the modern  
globalised economy, and the value of our inter-
connected community must be elevated and 
celebrated. It is said that diversity is being invited  
to the party; inclusion is being asked to dance.  
At TransUnion, we actively seek active engagements 
that foster inclusive outcomes.

For us, jEDI is not a soft skills issue; it’s a  
hard-nosed business imperative. And, of course,  
we have the data to prove its value. According to  
one think tank, teams are 158% more likelyix to 
understand target customers when their members 
represent those cohorts. 

The jEDI Network Resource Group looks at how 
we can improve diversity around gender, age and 
disability, as well as seeking new opportunities  
to build on the inclusive space we have created  
at TransUnion. 

As part of its mandate, jEDI promotes the Race at 
Work Charter – our public commitment to improving 
the experiences of Black, Asian and minority ethnic 
employees in the workplace. It sets out key actions 
for signatories like TransUnion which include:

→  Appoint an executive sponsor for race

→  Capture data and publicise progress

→  Ensure zero tolerance of harassment  
and bullying

→  Make equality in the workplace the  
responsibility of all leaders and managers

→  Take action that supports ethnic minority  
career progression

→  Support race allies in the workplace

→  Include Black, Asian, Mixed Race and other 
ethnically diverse-led enterprise owners in 
supply chains

To put the pledge into practice, TransUnion relies on 
the support of colleagues, and the jEDI forum has 
been established with that purpose, with events and 
activities run by colleagues to foster an encouraging 
and welcoming workplace. More than 100 TransUnion 
UK colleagues joined the launch of the jEDI forum 
to support all colleagues in bringing their authentic 
selves to work every day.  

Diversity and opportunities 

ix Innovation, diversity and market growth, Coqual

To learn more about 
the progress we have 
made on our journey 
to create an equitable 
environment, both in 
the UK and globally, 
read our latest 
Diversity Report.

https://newsroom.transunion.co.uk/transunion-uk-signs-up-to-race-at-work-charter-and-launches-diversity-and-inclusion-forum-affirming-its-commitment-to-racial-equality/
https://newsroom.transunion.co.uk/transunion-uk-signs-up-to-race-at-work-charter-and-launches-diversity-and-inclusion-forum-affirming-its-commitment-to-racial-equality/
https://coqual.org/wp-content/uploads/2020/09/31_innovationdiversityandmarketgrowth_keyfindings-1.pdf
https://content.transunion.com/v/2021-diversity-report?utm_campaign=gender-pay-gap-report-2022&utm_content=report&utm_medium=digital-pdf&utm_source=Report&utmsource=Report
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Having moved colleagues to remote working 
during the pandemic, TransUnion’s change 
in work environment has led to longer-term 
increased flexibility which is embodied in the 
Flex Together approach.

Colleagues now have the choice of where they work, 
either at home or in the office, with flexibility crucial 
as people continue to juggle careers with home life 
demands and deal with the continuing pressures of 
the pandemic.

TransUnion aims to empower colleagues with greater 
ownership and control of their own time and working 
hours, enabling them to manage their responsibilities 
out of work.

As part of the Flex Together initiative, TransUnion has 
also implemented two global company days off in 
2022 and ‘Flexible Fridays’ where between July and 
August colleagues can make Friday afternoons their 
own, whether for personal development, a pet project 
or simply to take some time off.

Flex Together
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Our ‘Women Emerging’ or WE Lead programme incorporates a series of 
workshops and masterclasses focusing on active learning, personal coaching and 
business mentoring to help participants feel more prepared and confident with 
leadership in the workplace.  

The previous cohort also mentored a group of sixth 
form female students to help build their confidence, 
promote leadership aspirations, and provide the 
opportunity to connect with a female role model. 
Concluding in December 2021, TransUnion delivered 
this initiative with Into University as in previous years. 

The first 2022 WE Lead group recently launched and 
will be developing its student mentoring programme 
from the spring. To date 20 colleagues have been 
enrolled in the programme, with an additional cohort 
of 10 to join later in the year.

TransUnion’s ‘WE Lead’ programme 

Creating clear and accessible pathways 
to senior roles for women 
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Choosing or training for a career you are 
passionate about is an arduous task made 
doubly difficult for young women interested 
in entering a male-dominated industry. The 
number of women within STEM (science, 
technology, engineering, mathematics) is 
growing – but slowly. 

One obstacle is the lack of visible role models. This is a 
problem we help mitigate with inspirational examples 
of real-life roles and skillsets shared through our 
computer science mentoring programme. 

TransUnion colleagues worked with Leeds University 
Technical College A-level computer science students 
for the second year in 2021. Our colleagues provided 
support and mentoring around the project aspect 
of the course, giving informed feedback and actively 
supporting hands-on skills development.

Colleagues also shared their insights into the world of 
work to give students practical insights on how they 
could apply their chosen study subjects in a workplace 
environment.

The industry trend is looking positive. According to 
research for ‘Women in STEM Week’ix, higher education 
is seeing an increase in female STEM students. 
Between 2011 and 2020, the number of women 
accepted on STEM undergraduate courses increased 
by 50.1%, while women beginning undergraduate 
STEM courses increased to 41.4% from 33.6%.  
We want to play our part in escalating this trend.

#GirlsIntoTech

A career path does not only present itself when 
a person is choosing their A-level subjects. Its 
foundations are laid down before that. It can be 
impacted by an aptitude that goes unnourished or a 
passion that is actively or passively discouraged.

Our #GirlsIntoTech programme is run with local schools 
to give girls aged 15 and over a chance to learn more 
about careers in tech and the many paths available. 

In 2021, in response to the COVID-19 restrictions, our 
#GirlsintoTech programme pivoted to virtual delivery. 
A positive consequence was it allowed TransUnion 
to digitally connect with and engage the interest of 
120 female year-10 students from Bradford Girls 
Grammar School. 

All students took part in workshops to understand the 
many job roles and the diversity of people who make 
our business what it is. Students received insights into 
potential future career paths in tech, got to know some 
of our women working in such roles and heard about 
their career journeys. 

This year, we also worked alongside our Women @ TU 
network resource group to help students connect one-
to-one with a role model working in the tech space. 
As with any meaningful educational initiative, it was a 
positive and reinforcing experience for our colleague 
mentors as well as for the students who took part.

Computer science mentoring

Encouraging more women  
to consider careers in technology 

More than 

4in10 
women are now beginning 
undergraduate STEM courses

ix Women in STEM Week 2021, Gov.co.uk, February 2021

https://educationhub.blog.gov.uk/2021/02/11/women-in-stem-week-2021-how-were-empowering-the-next-generation/
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“I’m really proud that we decreased our gender 
pay gap last year, despite the challenges of the 
pandemic which naturally had an impact on both 
our colleagues and the programmes we have in 
place. It’s testament to the resilience we’ve seen 
across the business that we continued with our 
progress and indeed delivered a more varied and 
innovative series of events than ever before. Those 
ranged from the Women @ TU podcast with industry 
pioneers to mentoring the software engineers of the 
future through our graduate programme.

“Achieving change requires a shared commitment 
and one that must pervade all levels of the 
organisation, so I’m absolutely thrilled to be part 
of a diverse executive team, proving to colleagues 
daily that there is indeed room for women in the 
boardroom. With an even gender split, we’re well 
ahead of the curve in terms of wider industry figures 
and our next step is to ensure that’s reflected 
across senior leadership across the business. 

“Throughout the pandemic we’ve checked in with 
colleagues regularly to stay closely attended to 
their needs. That’s helped us to create the most 
appropriate ways of working, as well as empowering 
colleagues to forge ahead with their own network 
resource groups which, in turn, propel us further 
forward on our journey. 

“Looking ahead, we want to build on the success 
we’ve seen and ensure we continue to drive change 
and foster diversity – so that women feel supported, 
empowered and encouraged to achieve all that  
they can.”

A word from our chief HR  
officer for UK and Europe 

Conclusion

Tammy Taylor-Stowe 
Chief Human Resources Officer

Looking ahead, we want 
to build on the success 
we’ve seen and ensure we 
continue to drive change 
and foster diversity 
– so that women feel 
supported, empowered and 
encouraged to achieve all 
that they can.
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