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INTRODUCTION

At OMD EMEA, we are committed to bring about balance in addressing the gender pay 
gap. We are a diverse and inclusive organisation with wide variety of individuals with 
different skills sets, capabilities, points of view and this reflects the wider global 
community in which the company operates.

I was appointed as OMD EMEA CEO at the beginning of this year and I am committed 
to continue making progress in closing the gender pay gap by developing a long-term 
business strategy. 

We will drive change by focussing on: 

• Providing people with better career development opportunities

• Enhancing our recruitment process, making sure we recruit from a broader pool of 
talent

• Developing our culture further by celebrating our diverse work force

• The introduction of new initiatives to nurture diversity and inclusion at our company 

I look forward to involving our talent at OMD EMEA in delivering these initiatives.

The information in this report is accurate and has been prepared in accordance with 
the Equality Act 2010.
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OUR GENDER PAY GAP 
2017
The Gender Pay Gap looks at the overall pay of men and women, not taking into account their roles or seniority. This means that the gender 

pay gap does not provide any insight into Equal Pay, which is the requirement to pay men and women equally for work of equal value. We are 

confident that all our staff are paid fairly for the work that they do.

The mean takes all hourly rates of pay or bonuses received, divided by the total number of people in scope. The mean gender pay gap is the 

difference in the mean pay of men and women. 

The median is the middle value when the numbers are put in order. The median gender pay gap is the difference in the median pay of men 

and women. Pay quartiles look at the proportion of men and women in four pay bands when we divide our workforce into four equal parts.

HOURLY PAY

BONUS PAY

MEDIA NMEAN

28.89%35.96%

38.26%52.97%

PROPORTION OF EMPLOYEES 

RECEIVING A BONUS

The above figures demonstrates our mean and median gender pay gap according 

to employees hourly rates of pay as of 5th April 2017. 

Generally, the median figure is seen as the more representative figure, and this is 

the figure used by the Office of National Statistics. This is because the median is 

not skewed or affected by extreme values, such as very high or low paid outliers. 
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PAY QUARTILES

Overall, we have more female employees than male employees. However, the spread of men and women across our pay quartiles is 

not consistent. We have more women in roles in the lower quartile of pay and more men in roles in the upper quartile of pay. This 

imbalance in the workforce has caused our pay gap to be high. 

This shows that when breaking down our workforce into pay quartiles, the gender pay gap is negative in the lower quartile, 

with women being more than men. There is a low pay gap in the lower middle quartile, with men being paid slightly higher. 

There is a less significant pay gap in the upper middle quartile, which is exactly what we are hoping to achieve across the 

board. However, in the upper quartile we do have a relatively high pay gap. 

PROPORTION OF EMPLOYEES IN EACH PAY QUARTILE

LOWER QUARTILE LOWER MIDDLE QUARTILE UPPER MIDDLE QUARTILE UPPER QUARTILE

WOMEN MEN



56.54% 57.53%

CLOSING THE
GAP
The following figures demonstrate the improvement we have made on our gender pay gap since April 2017. Our 2018 mean and median 

gender pay gap information represents the employees hourly rates of pay as of 30th March 2018. 

2018 bonus data is currently not available to be reported.

2017

HOURLY PAY

MEDIA NMEAN

28.89%35.96%

2018

HOURLY PAY

MEDIA NMEAN

26.55% 20.21%
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MEN
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CLOSING THE GAP - 2018 ACTIVITIES AND INITIATIVES

LEADERSHIP

Committed to establishing a Women’s 

Leadership forum designed to inspire, develop 
and network women across the region, 
sharing knowledge, skills and expertise.

As part of Omnicom Media Group, we are 
committed to championing both the number 

and influence of women in leadership across 
our businesses.

DIVERSITY

We are proud that 41% of our current 
workforce comprises people from different 

background and nationalities.

We are committed to expanding our initiatives 
by establishing a Diversity Group that will focus 

on driving inclusive initiatives that continue to 
attract, engage, develop and progress our 

working environment and culture.

CAREER DEVELOPMENT

Continuing with the Return to Work Bonus scheme incentivising mothers to return to work after maternity leave and continue developing their career 

aspirations.  

Enhancing our existing return to Work Parent Council, easing people back into work with a mentor who can help them re-integrate into their teams and wider 
business.

Reviewing our current maternity benefits and improving our enhanced maternity package offering parents further financial support whilst on 
maternity/paternity leave.

Continuing to accommodate all the return to work mums requests for flexible working.

Revising our Shared Parental Leave Scheme seeking improvements that would advance the offering for male employees in particular.

Continuing with OMD EMEA mentoring scheme designed to help people increase their skills and capabilit ies to be able to perform at their full potential.

ATTRACTING, RETAINING AND 
REWARDING BEST TALENT

Improve our talent and acquisition process by monitoring 

gender data from attraction to hiring stage.

Continue salary benchmarking with our preferred suppliers 
to further eliminate discrepancies in pay when sourcing, 

hiring or promoting talent.

Monitoring  bonus, pay rewards and promotions to bring 

about greater equity in all aspects of reward and 
recognition.

At OMD EMEA we have an express commitment to impactful learning and development activities designed to 
build capabilit ies, skills and experience both personal and professional for all our people that supports our overall 

company performance.


