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At TUI, we know people 
are as diverse as the 
destinations we send 
our customers to. 

Just as travel 
inspires exploration, 
we’re continuing our 
journey to build an even 
more inclusive and 
welcoming culture.
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We’re TUI, a leading global travel and leisure experience company counting 1,600 travel 
agencies, around 150 planes, over 400 hotels, 16 cruise liners, various digital platforms 
for leisure activities, and over 60,000 brilliant colleagues worldwide. 

We know that our people are as diverse as the destinations we serve. Just as travel 
inspires exploration, we’re committed to creating a culture where everyone feels included. 
This is why we uphold our DEI vision: “Come as you are.”

Our latest internal engagement results show that 84% feel comfortable being themselves 
at TUI, a positive improvement on last year. While encouraging, we know there is always 
more we can do. Belonging is about more than turning up – it’s about being able to bring 
our authentic selves to work. To make this possible, we must create the conditions where 
everyone can flourish, feel valued, and thrive, while ensuring we celebrate the diversity 
that strengthens us.

To achieve this, we follow a global DEI approach with three key focus areas:

•	People and culture: Attracting, developing, and retaining the best talent to build 
a workforce that reflects the diversity of our organisation

•	Inclusive leadership: Creating an environment where leaders are trusted, colleagues 
feel like they belong, and everyone is empowered to achieve exceptional results.

•	Engaging communities: Representing the diverse communities we serve through 
our communications, products, partnerships, and investments

Diversity matters at TUI
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What is the Gender Pay Gap?
The gender pay gap reflects the difference between the average earnings of all men and all women across our workforce, regardless of role or 
seniority. It highlights the distribution of men and women at different pay levels and is not a measure of equal pay for equal work.

A positive percentage indicates that men, on average, earn more; a negative percentage indicates that women earn more. Equal pay, by contrast, 
refers to paying men and women the same for the identical or similar roles – a principle supported by long‑standing UK legislation. TUI is fully 
committed to ensuring equitable and fair pay.

How is the Gender Pay Gap measured?
We measure the following:

•	The median (mid-point distribution) and  
mean (average) gender pay and bonus gaps  
– the median reduces the impact of the  
highest earners (more representative)  
whereas the mean reflects the entire  
pay range;

•	The percentage of male and female  
employees receiving bonus; and 

•	The quartile pay bands distribution.
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TUI UK Ltd
3,602 employees

12,475
employees

TUI Travel Group Solutions Ltd
380 employees

TUI Airways Ltd
5,122 employees

TUI UK Retail Ltd
3,371 employees
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Snapshot date of 05 April 2025.

About our Reporting
Across TUI in the UK, 12,475 colleagues are employed on the snapshot 
date of 05 April 2025, across our four largest employing entities. 
These are TUI UK Ltd, TUI Airways Ltd, TUI Retail Ltd and TUI Travel 
Group Solutions Ltd.

This report illustrates pay information for these four employing 
entities and measures the difference between the individual earnings 
of all males and females, no matter what role they perform. This is not 
an illustration of equal pay for equal work. There has been legislation 
outlining equal pay obligations in the UK for many years and we 
ensure we pay our colleagues according to their role, regardless of 
their gender or ethnicity.

The data is based on hourly rates of pay as at the snapshot date of 
5 April 2025 and bonus payments paid in the year prior to 5 April 
2025 to all relevant employees. 

Declaration
This report has been prepared in accordance with the UK Gender 
Pay Gap Regulations. The data presented is accurate and reflects 
the statutory figures for each of the relevant TUI UK legal entities 
that meet the reporting requirements.

Julie Tindale, Director HR UK&I
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Why do we have a Gender Pay Gap?
Our gap is mainly due to how men and women are represented across different roles and levels in the organisation. Overall, we employ more 
women than men, however, female representation reduces at more senior levels. This means men are more likely to be in higher‑paid roles, 
while women are more likely to be in lower‑paid roles. This is particularly noticeable in parts of our head office and airline populations. These 
patterns are not unique to TUI and reflect long‑standing industry trends, where senior leader and pilot roles have historically been male dominated.

Snapshot date of 05 April 2025.

Pay Quartiles

TUI UK Ltd TUI Airways Ltd TUI UK Retail Ltd TUI Travel Group Solutions Ltd
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Pay Metrics

The TUI UK entity employs most of our management population, including our 
executive board, and continues to be a major driver of cultural and organisational 
progress. While 69% of our total workforce is female, we remain focused on 
strengthening gender balance at senior levels.

TUI Airways’ gender pay gap is driven by the high number of male pilots and engineers 
in higher‑paid roles and female cabin crew in lower‑paid roles – a pattern common 
across the aviation industry. Pay for pilots, engineers and cabin crew is collectively 
negotiated and applied equally regardless of gender. All gender pay gap metrics have 
improved year on year as a result of targeted efforts and focused action. Female pilot 
representation continues to grow, now at 8% compared with the UK average of 6.5%, 
and our Multi‑Crew Pilot Licence scheme is helping to make the pilot career more 
accessible, with strong female interest in the 2025 intake.

TUI UK Ltd TUI Airways Ltd

Differences between male and female
Female hourly rate of pay

MEAN MEDIAN

2024/25 26.6%
(lower)

29.9%
(lower)

vs. 2023/24  1.7%  0.2%

Differences between male and female
Female hourly rate of pay

MEAN MEDIAN

2024/25 52.6%
(lower)

42.9%
(lower)

vs. 2023/24  -2.3%  -2.3%

Snapshot date of 05 April 2025. Movement YoY:  = Better   = Worse
Please note: this is a measure of the difference between the individual earnings of 
all colleagues within the TUI entities included, no matter what role they perform.

TUI Retail operates over 300 UK stores and has a predominantly female workforce, 
supported by the flexibility and appeal of Travel Adviser roles to women. The mean pay 
gap of 0.2% and median gap of -1.3% show near pay parity and continued improvement 
driven by targeted actions. Over half of Retail colleagues (54%) work part‑time, with 
women more likely to choose part‑time arrangements (57% vs. 27% of men). These 
long‑standing patterns in customer‑facing retail roles highlight the ongoing need to 
strengthen career development, progression pathways and flexible working options.

TUI Travel Group Solutions Ltd employs 380 UK colleagues, with women representing 
32%. Work continues to improve gender representation in this predominantly technical 
environment, with progress already seen in reducing bonus gaps and increasing female 
presence in senior and technology pathways.

TUI UK Retail Ltd

TUI Travel Group Solutions Ltd

Differences between male and female
Female hourly rate of pay

MEAN MEDIAN

2024/25 0.2%
(lower)

-1.3%
(higher)

vs. 2023/24  -0.5%  -0.8%
Differences between male and female

Female hourly rate of pay
MEAN MEDIAN

2024/25 12.0%
(lower)

13.9%
(lower)

vs. 2023/24  -1.0%  1.3%
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In receipt of bonus
71.5%F | 70.4%M

In receipt of bonus
93.4%F | 78.9%M

In receipt of bonus
96.1%F | 97.9%M

In receipt of bonus
91.8%F | 77.7%M
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Bonus Metrics

Differences 
between male 
and female

Bonus payment

MEAN MEDIAN

2024/25 50.1%
(lower)

34.8%
(lower)

vs. 2023/24  -3.5% -0.4%

Differences 
between male 
and female

Bonus payment

MEAN MEDIAN

2024/25 -16.9%
(higher)

-17.4%
(higher)

vs. 2023/24  -7.7%  -0.6%

Differences 
between male 
and female

Bonus payment

MEAN MEDIAN

2024/25 13.8%
(lower)

11.6%
(lower)

vs. 2023/24  0.7%  -4.1%

Differences 
between male 
and female

Bonus payment

MEAN MEDIAN

2024/25 13.8%
(lower)

29.3%
(lower)

vs. 2023/24  -1.6%  -9.9%

Snapshot date of 05 April 2025. Movement YoY:  = Better   = Worse
Please note: this is a measure of the difference between the individual earnings of 
all colleagues within the TUI entities included, no matter what role they perform.

In 2024, a new bonus scheme was introduced for Cabin Crew in TUI Airways Ltd. This has resulted in an increased number of female colleagues in this entity being in receipt of 
a bonus given this population is largely represented by females. Whilst the mean bonus value has increased, the median value remains in line with the previous year. For all other 
entities, there has been positive improvement in both mean and median values.

TUI UK Ltd TUI Airways Ltd TUI UK Retail Ltd TUI Travel Group Solutions Ltd
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How We’re Building a More Inclusive TUI
We’re making progress in reducing gender imbalance and strengthening inclusion across 
TUI. Our long‑term commitment is focused on creating sustainable, positive change and 
building a more balanced, diverse and inclusive workforce. Here are some of the key 
actions we’ve taken to enhance gender balance and foster inclusion across TUI:

Snapshot date of 05 April 2025.

Making our recruitment more inclusive and embedding this right from the start  
of the candidate journey

•	 A centralised recruitment approach improves consistency and reduces bias supported by  
gender‑neutral language checks across job descriptions and attraction materials

•	 Targeted outreach to under‑represented groups, particularly in aviation, engineering, digital 
and leadership roles

•	 Structured interviews, consistent scoring guidelines and mixed‑gender interview panels all  
designed to reduce bias in the assessment process

•	 80% of volume roles are now CV‑free, reducing bias linked to background or employment history

Leadership oversight and investing in development that works for everyone

•	 Initiatives to strengthen female representation in senior leadership to support our global target of 35% 
women in leadership roles. Senior female leadership in the UK has increased to 38% in 2025, up from 
36.5% in 2024 – a clear sign that our long‑term actions are making an impact

•	 Gender representation monitored across the full recruitment funnel to identify emerging disparities

•	 Practical steps to support and strengthen women’s development, including leadership programmes 
focused on confidence, psychological safety and progression, flexible blended learning options to 
support different needs and working patterns and access to strength-based development tools and 
emerging skills pathways supporting development into future focused roles
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Building tomorrow’s talent today by strengthening pipelines to create real change

•	 Attractive campaigns designed to drive female applicants, creating accessible pathways into skilled roles and 
supporting long term technical and leadership pipelines. Females now represent 70% of our UK emerging 
talent population supporting a more diverse pipeline of talent 

•	 Ongoing Women in STEM engagement through events, partnerships and targeted communications, resulting 
in 46 females on STEM Apprenticeships, 42% of the total STEM apprenticeship population (+ 7% increase 
from 2024)

•	 Partnerships with aviation schools and training organisations to widen access and encourage more women 
into the pilot roles, supported by clearer communication of structured pilot development routes

•	 A specialised leadership programme to support the career aspirations of women, Women into Leadership 
Learning (WiLL) is an 18-month programme mapped to an industry recognised apprenticeship with 42 
women enrolled on the programme so far

Enhancing policies to better support work-life balance and retention

•	 Menopause friendly adjustments to our policies to provide a supportive and enabling environment for 
women to continue to thrive in their careers, including updated manager guidance to raise awareness

•	 Supportive peer to peer networks and coaching sessions to help colleagues through key life transitions, 
equipping them with the tools to help them balance their needs whilst continuing to flourish at work

Snapshot date of 05 April 2025.

How We’re Building a More Inclusive TUI
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Female Careers in TUI
Holly Wood 

Senior Trade Relations Manager
Over the course of my TUI 
career, I’ve built a rich and varied 
journey across the business. 
I spent 20 years in Retail, 

developing strong customer, 
commercial and leadership skills 

before moving into TUI Airways, where 
I broadened my operational perspective and deepened 
my understanding of the full customer experience. These 
foundations have shaped my path into my current role as 
Senior Trade Relations Manager.

My development has been supported through mentoring, 
apprenticeships and being part of the very first Women 
into Leadership cohort, which expanded my thinking and 
strengthened my confidence as a female leader. Along the 
way, I’ve been proud to receive multiple individual and 
team awards, including the national “You Made It Happen” 
award recognising extraordinary apprentices, a milestone 
that reflects my passion for accessible development.

One of my biggest reflections is that believing in yourself 
truly matters. Often, the only person holding you back is 
you. Set clear personal targets, back yourself, and go for 
it. Curiosity, resilience and embracing new challenges 
have shaped my career and I encourage other women to 
take opportunities boldly, even before they feel “ready.”

Jie Zheng 
Technology Team Lead
My TUI journey began 
six years ago, building on 
a decade in hospitality 
where I worked as a 
General Manager and led 
a range of strategic 
transformation projects. 
A growing curiosity about the future of technology 
inspired me to pivot into data science in 2016, later 
completing my Master’s in the field. 

Since joining TUI, I’ve progressed from Marketing Data 
Scientist to Senior Manager before moving into IT as 
the Technology Team Lead for the Innovation Hub – 
Sourcing. Today, my work is centred on exploring 
emerging technologies, experimenting with new 
solutions, and strengthening partnerships with our 
vendors and university networks to support TUI’s 
transformation agenda.

Megan Bowden 
First Officer
I’ve been with TUI for just over 
two years, reaching an exciting 
milestone in November when 
I achieved 1,500 flying hours 
and upgraded to First Officer. 
In that time, I’ve had some 
incredible experiences and have 
grown not only as a pilot, but as a person.

My favourite thing about flying for TUI is definitely the 
people, who are supportive, friendly, and take pride in 
their work. I have been lucky enough to be able to 
combine my love of flying and people by becoming a peer 
support volunteer, mentoring young budding pilots, 
undertaking an MSc in Human Factors in Aviation, and 
recently joining the recruitment team as a pilot assessor. 

One of the things I love most about flying is how it allows 
you to see and navigate the world from a completely 
different perspective. Learning to see the world from 
a new point of view changes the way you approach life. 
It encourages you to think bigger, stay curious, and 
recognise just how wide the world really is. I would love to 
see aviation become more accessible to enable people 
from all backgrounds to find a home in the industry and 
to imagine a bigger world for themselves.


	Let's Get Started: 
	Back 23: 
	Next 20: 
	Back to Start 23: 
	Back 22: 
	Next 19: 
	Back to Start 22: 
	Back 21: 
	Next 18: 
	Back to Start 21: 
	Back 20: 
	Next 17: 
	Back to Start 20: 
	Back 14: 
	Next 13: 
	Back to Start 14: 
	Back 25: 
	Next 23: 
	Back to Start 25: 
	Back 24: 
	Next 21: 
	Back to Start 24: 
	Back 17: 
	Next 16: 
	Back to Start 17: 
	Back to Start 13: 


