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Introduction 
Gusto’s mission is to create a world where work empowers a better life. We want to transform work into a community 
where people feel connected, valued, and energized.

Our 2016 diversity and inclusion goals
In 2016 we had three main focus areas for diversity and inclusion. Here’s how we did:

1. Increase the number of women in leadership on each of the following teams: Engineering,  
Design, and Sales

When we started the year, we had no women in leadership roles on the Engineering, Design, and Sales teams.  
Today because of our increased focus on recruiting and retention, 34% of our leadership team are women, and 
we hit two-thirds of our goal by hiring female PEs in Design and Sales. We’re still working on hiring female 
leaders in Engineering.

2. Increase percentage of Black and Hispanic Gusties to 10%

Today, 8% of our workforce is either Black or Hispanic. We are looking forward to developing deeper 
relationships with our partners (such as Jopwell) to help us increase our representation of individuals who 
identify as Black or Hispanic. We know that we still have a lot of room for improvement.

3. Increase gender parity of individual contributors on the Engineering, Product, and People teams

We’ve had gains in gender parity for female Gusties in Engineering (currently at 17%) and Product Management  
(33%). Because our People team has more women (89%), we’re actively working on increasing the number of  
men on that team.

“Everyone has their own story about why diversity is important. I am inspired by my mother, who 
immigrated to the U.S. from Bolivia when she was 18. She didn’t know any English but spoke Spanish  
and French fluently, and she received a full scholarship to University of San Francisco. My mother 
became a teacher, and as I was growing up, she instilled in me the belief that anything is possible  
with hard work.

In this report we invite you to explore how our philosophy on diversity and inclusion has manifested  
itself to date — whether it’s our efforts to improve gender parity and ethnic diversity on our teams,  
or how we’ve made values alignment a key part of our hiring process. As Silicon Valley confronts  
its serious diversity problem, we want to continue adding to the conversation, listening to new ideas,  
and springing to action.”

 

Josh Reeves
CEO and Co-founder
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Serving small businesses guides our diversity 
and inclusion efforts
When it comes to diversity and inclusion, Silicon Valley tech startups have a lot to learn from small 
businesses. As a member of both those communities, we are uniquely positioned to help bridge  
that gap. To serve our vibrant, ever-growing group of 40,000 customers across the country, Gusto  
is deeply committed to hiring candidates across all backgrounds and experiences.

Between 1997 and 2015, the number of women-owned businesses increased by  
74% — that’s 1.5 times the national average.3

More than a third of Gusto’s 40,000 small business customers (36%)  
are women.1 Only 18% of startup founders are women.2

Anna Derivi-Castellanos and Lenore Estrada are the founders and owners of Three Babes Bakeshop. Food & Wine Magazine 
named their pies among the best in America, and we couldn’t be prouder that they use Gusto to take care of their team.
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The American Dream

Immigrants were nearly twice as likely as native-born  
Americans to start businesses each month in 2013.5

Our co-founder Tomer was  
born in Haifa, Israel.

More than 1 in 3 businesses in the accommodation  
and food services sector are minority-owned.6

Our co-founder Eddie Kim’s aunt owns 
a Korean restaurant in Los Angeles. 

Minority women are the fastest-growing group of entrepreneurs in the U.S.4

Note: Includes non-farm and non-publicly-traded businesses only.
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Diversity at Gusto

Equal pay 
At the beginning of the year we instituted levels and compensation bands across Gusto to make sure the ways  
we approach performance and compensation are consistent, transparent, and fair.

Without a system in place, discrepancies can happen because people are able to negotiate different salaries  
and raises. Studies have also shown that women are less likely to negotiate7 and are more likely to be penalized 
if they do8, which may partly contribute to the persistent pay gap9  between men and women. 

To make sure everyone was being paid fairly, we made salary increases in certain cases to bring their compensation 
within the newly created bands. We use those bands to hire new Gusties to ensure that this fairness continues, and  
any salary increases are based on a standardized increase percentage tied to performance.

Today, because of these efforts, if you compare the average salaries of men and women across all levels of the  
organization, there is no pay disparity between the two groups:

*We did not have a senior female engineering leader when this data was pulled.

**Represents leadership with at least 10 years of experience.

Equal pay at Gusto: percentage of average salaries by gender
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https://www.amazon.com/Women-Dont-Ask-Negotiation-Strategies/dp/0553383876
http://www.sciencedirect.com/science/article/pii/S0749597806000884
http://www.sciencedirect.com/science/article/pii/S0749597806000884
http://www.wsj.com/articles/women-in-elite-jobs-face-stubborn-pay-gap-1463502938
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Female leadership at Gusto
3 of the 7 executives on our Staff team are women.

34% of Gusto’s managers (on our “PE” or “People Empowerment” team) are women.

What’s next
While Gusto’s numbers are on par with other tech firms, we recognize that we urgently need to improve, especially 
when it comes to the number of women on Gusto’s technical teams. To meet strong female candidates, we’ve 
expanded the universities where we recruit by partnering with Piazza. We’ve also attended and sponsored 
conferences like the annual Grace Hopper Celebration, and several members of our engineering team volunteered 
as HackBright Academy mentors.

*Other Technical includes the Product Management and Product Design teams.

Gender at Gusto
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http://engineering.gusto.com/update-on-gustos-engineering-diversity-goals/
https://piazza.com/
http://ghc.anitaborg.org/
https://hackbrightacademy.com/
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Ethnicity at Gusto

What’s next
There are a variety of reasons that certain demographics are underrepresented in tech companies, including 
unconscious bias, differences in educational opportunities, and work cultures that are not inclusive. At Gusto  
we strive to create an organization that is more reflective of the world we live in and the businesses we serve.

We have started to see more success through the help of our partner organizations. This year, we partnered with 
UpwardlyGlobal, Andela, and Jopwell to recruit a more diverse pool of candidates, especially for technical roles.

*Other includes Native Hawaiian, Pacific Islander, and Two or More Races.

**Other Technical includes the Product Management and Product Design teams.
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https://www.upwardlyglobal.org/
https://andela.com/
https://www.jopwell.com/
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Inclusion at Gusto

Diversity without inclusion is like peanut butter without jelly. We want our team to stick together — that’s why we’ve 
created a community at Gusto where people feel they can bring their full selves to work.

Did you know? 
This year, Gusto became the first company in California (and the first of our size nationwide) to extend fertility 
benefits coverage to LGBT employees.

15% of Gusties are members of Gaystos, a group of LGBTQIA Gusties and allies.

Currently 12% of Gusties are parents.

The vast majority of Gusties feel they are part of a team at work, according to a May 2016 company-wide  
“gPulse” survey:

Women

Men

Total Responses

Culture Amp

In our next company-wide gPulse survey, we plan to include an ethnicity question to track how underrepresented 
groups compare versus Gusto as a whole.

I feel like I’m part of the team

84% 86% 87%

Percentage of people with a positive response

89% 90%

Benchmark

http://www.sfchronicle.com/business/article/SF-startup-first-in-state-to-cover-fertility-for-9069717.php?t=466c0be65a00af33be&cmpid=twitter-premium


9

Gustaway
Noun | (GUST-uh-way)

An annual company-wide retreat where Gusties take a step back from the day-to-day and get to know each other 
outside the office. In 2016 we did everything from improv workshops to archery at Camp Navarro.

Watermelon Team
To continue fostering a sense of community as we scale, Gusto started a hiring committee called the “Watermelon 
Team” with Gusties across the company who were nominated by their peers to interview job candidates. Instead 
of evaluating for skill set, the Watermelon Team looks for whether candidates have aligned values and shared 
motivations. Because the nebulous and subjective notion of “cultural fit” can lead to discrimination, Gusto uses a 
common framework to evaluate all candidates and the Watermelon Team members have gone through extensive 
training to interview everyone in a consistent way.

What Gusties said about Gustaway

“My favorite part of Gustaway was getting a chance to connect with Gusties. I am new and it was 
important for me to meet my team in San Francisco. It brought me together with my team.”

“Having dedicated time to meet and socialize with coworkers (especially those from the Denver 
office) in a relaxed and non-work focused setting was great.”

“I loved being out in nature, unplugged, and getting to know some people better.”

“The best parts were the campfire and the free time to get to know other Gusties in a less formal 
and less scripted environment.”

http://www.campnavarro.com/#about
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Next steps
As we near the end of this year we’ll take a step back to look at what we’ve accomplished, identify where we fell 
short, and determine how to approach 2017. One of our values at Gusto is “Do what’s right,” and we’ll approach 
our diversity and inclusion efforts knowing that what is right isn’t the same as what is easy. We look forward to 
contributing more to the conversation, partnering with others, listening to our small business customers, and 
continuing to improve.

And because another value of ours is transparency, we will share our progress as we go. Please feel free to send 
your thoughts, ideas, cheers, or critiques to jreeves@gusto.com or @joshuareeves on Twitter. 

It’s a marathon, not a sprint – we look forward to going on this journey with our team and our customers.

https://gusto.com/about/values
mailto:jreeves%40gusto.com?subject=
https://twitter.com/joshuareeves?lang=en
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Appendix

1.  There’s no clear way for us to define whether an admin is a “founder” or “owner” of a business in our  
data, so we focused on payroll admins who in most cases, are also the business owners. We excluded 
admins who were also accountants, since these are usually third-party accountants running payroll on 
behalf of a customer.

2. Source: Motherboard: “What Numbers Can—And Can’t—Tell Us About Gender In Tech”

3. Source: 2015 State of Women-Owned Businesses Report, American Express

4.  Source: Fortune: “The fastest-growing group of entrepreneurs in the U.S.? Minority women.”

5. Source: 2014 Kauffman Foundation Entrepreneurial Index

6. Source: 2014 Annual Survey of Entrepreneurs, U.S. Census Bureau

7.  Source: “Women Don’t Ask: The High Cost of Avoiding Negotiation--and Positive Strategies for Change” 
by Linda Babcock

8.  Source: ScienceDirect: “Social incentives for gender differences in the propensity to initiate negotiations: 
Sometimes it does hurt to ask”

9.  Source: The Wall Street Journal: “Women in Elite Jobs Face Stubborn Pay Gap”

http://motherboard.vice.com/read/female-investors-female-startups-crunchbase-data
http://www.womenable.com/content/userfiles/Amex_OPEN_State_of_WOBs_2015_Executive_Report_finalsm.pdf
http://fortune.com/2015/08/21/women-small-business-diverse/
http://www.kauffman.org/~/media/kauffman_org/research%20reports%20and%20covers/2014/04/kiea_2014_report.pdf
http://www.census.gov/newsroom/press-releases/2016/cb16-148.html
https://www.amazon.com/Women-Dont-Ask-Negotiation-Strategies/dp/0553383876
https://www.amazon.com/Women-Dont-Ask-Negotiation-Strategies/dp/0553383876
http://www.sciencedirect.com/science/article/pii/S0749597806000884
http://www.sciencedirect.com/science/article/pii/S0749597806000884
http://www.wsj.com/articles/women-in-elite-jobs-face-stubborn-pay-gap-1463502938

