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We last reported our gender pay gap statistics in 2019. Although just two years have passed since
then, it feels like a lifetime ago. The world is very different today.

The pandemic has forced generational-level change within just a few months. We – like many
others – now have flexibility baked in to everything we do.

As we begin to put the crisis behind us, we hope this more agile way of working will endure. By
ensuring all roles of all levels of seniority can be done remotely and flexibly, we hope we can
further remove any barriers to success.

Our gender pay gaps are moving in the right direction, but there is more to do. Eliminating our
gaps is a long term mission and we are committed to bringing about greater gender balance in our
workforce.

I see diversity as a critical business priority. Experts know that diverse teams tend to be the best 
performing, so by ensuring that we have a culture where difference is valued and everyone has 

the opportunity to thrive, we can ensure our continued success.

Our business only succeeds because of the talents of its amazing people. I look forward to 
continuing to work with everyone at OMD EMEA to deliver these initiatives. 

The information in this report is accurate and has been prepared in accordance with the Equality 

Act 2010 (Gender Pay Gap Information) Regulations 2017. 

GUY MARKS
CEO, OMD EMEA



INTRODUCTION

The last mandatory round of gender pay gap reporting for businesses in the UK took place in
2019, based on data from April 2018. The obligation to report statistics based on data from
April 2019 was postponed in 2020.

This report sets out OMD EMEA’s latest reportable gender pay gap statistics based on data
from April 2020. We have also voluntarily chosen to report our statistics based on data from
April 2019.

We see inclusion and diversity as an ongoing priority, not just a formality to go through once a
year. We remain committed to offering exceptional opportunities to all our staff and continuing
to take the long term steps to eliminate our pay gap completely.

Our commitment and focus on driving positive change will be:

• Identifying female talent and ensuring they can meet their career potential

• Developing diverse recruitment practices so that we can tap all talent pools
• Ensuring our culture is one in which working parents can thrive

• Celebrating diversity within our business 
• Listening to our staff so that we can continue to introduce initiatives that will help reduce the 

gender pay gap

WHAT IS 
GENDER PAY GAP?

Gender pay is not the same as
equal pay. Equal pay is the
requirement for men and women
to be paid the same for doing work
of equal value. We are confident
that equal pay is not an issue at
OMD EMEA.

Gender pay is very different. It is
the statistical analysis of overall
pay of men and women, without
taking into account their role or
seniority with the organisation.
Gender pay gaps usually arise
because of the demographic
imbalance in a workforce.
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OUR GENDER PAY GAP 2019
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MEAN AND MEDIAN 
GENDER  PAY GAP

The mean gender pay (or bonus) gap is 

the difference in mean hourly rates (or 

bonuses) that male and female 

employees receive. The median gender 

pay (or bonus) gap shows the difference 

in the midpoints of the ranges of hourly 

rates of pay (or bonus) for men and 

women by ordering individual rates of 

pay (or bonus) from lowest to highest 

and comparing the middle value. Mean 

values are affected by outliers (such as 

people at the very top of the business), 

but median values are not. Both figures 

can be useful in different ways in 

identifying gender representation within 

an organisation. 

We report below our gender pay gap figures as at 5 April 2019.

Pay and Bonus Gap

Difference Between Women and Men

Proportion of Employees 

Receiving a Bonus

Proportion of Employees in Each Quartile

Lower Quartile Lower Middle Quartile Upper Middle Quartile Upper Quartile

67%

33%

59.6%

40.4%

52.8%

47.2%

42.7%

57.3%

PROPORTION OF 
MALES AND FEMALES 
BY PAY QUARTILE

This is the percentage of male and
female employees in four quartile pay
bands, (dividing our workforce into four
equal parts).



WHAT IS 
GENDER PAY
GAP?

OUR GENDER PAY GAP 2020
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MEAN AND MEDIAN 
GENDER  PAY GAP

The mean gender pay (or bonus) gap is 

the difference in mean hourly rates (or 

bonuses) that male and female 

employees receive. The median gender 

pay (or bonus) gap shows the difference 

in the midpoints of the ranges of hourly 

rates of pay (or bonus) for men and 

women by ordering individual rates of 

pay (or bonus) from lowest to highest 

and comparing the middle value. Mean 

values are affected by outliers (such as 

people at the very top of the business), 

but median values are not. Both figures 

can be useful in different ways in 

identifying gender representation within 

an organisation. 

We report below our gender pay gap figures as at 5 April 2020.

Pay and Bonus Gap

Difference Between Women and Men

Proportion of Employees 

Receiving a Bonus

Proportion of Employees in Each Quartile

Lower Quartile Lower Middle Quartile Upper Middle Quartile Upper Quartile

63%

37%

65.2%

34.8%

48.9%

51.1%

39.1%

60.9%

PROPORTION OF 
MALES AND FEMALES 
BY PAY QUARTILE

This is the percentage of male and
female employees in four quartile pay
bands, (dividing our workforce into four
equal parts).



OUR COMMITMENT

We are committed to taking the action 

needed to reduce our gaps and 

eliminate them in the long term. 

We know that the gaps can only be 

eliminated through sustained long term 

efforts, and we are committed to taking 

the action that is needed. 

OUR FIGURES EXPLAINED
We are pleased that our mean gender pay gap has fallen over the past four years of gender pay gap 

reporting – down from 35% to 22.3%. This reflects the fact that we have been able to attract and promote 

more women into the very highest levels of the business. 

Our overall pay gaps exist because of the fact that we have disproportionately more women in lower paid 

roles, and disproportionately more men in senior management roles. We need to ensure we are continuing to 

attract women to senior roles. We have had some success with this: over 2019-2020, 22 women were 

promoted to Executive Director level or above, compared with 13 men. Generally, around 60% of all 

promotions were awarded to women.

We are pleased that our workplace is becoming more balanced. In each year of gender pay gap reporting, we 

have seen fewer women at the bottom end of our business – the lowest quartile has seen a steady decrease 

in the proportion of women. 

At the same time, we have seen steady increases in the proportion of women amongst our highest paid staff 

occupying the upper quartile (and this explains the fall in mean bonus gap). We have a strong pipeline of 

female talent at OMD EMEA and believe that our leadership and mentoring initiatives will help more women to 

progress to senior roles within the business. 

The proportion of men and women receiving a bonus has fallen each year and is now broadly similar. This 

reflects a changing approach in our business to how we compensate staff. 



ACHIEVEMENTS 2020
What we have done

• We have enhanced shared parental leave to match 

maternity leave. We encourage all new parents at OMD 

EMEA to take advantage of our parental leave benefits.

• We carry out quarterly salary benchmarking to ensure 

pay is consistent and fair in relation to the market. 

• We have placed a greater emphasis on goal setting and 

career aspirations during quarterly Career 

Conversations process. We want to better identify 

talent and encourage career growth.

WELCOMING NEW 
PARENTS BACK TO 
WORK

We recognise how difficult it can be to 
transition back to work after having a 
baby.

Currently just 56% of maternity leavers 
will come back to work. We want to 
increase this to 100%.  We want to show 
that OMD EMEA is a great place for all 
to work, especially new parents. 

To help encourage new parents back to 
work, we pay a cash incentive to all new 
parents (maternity leavers or shared 
parental leavers) upon their return to 
the workplace. 

We give new parents an extra payment 
of either four or six weeks pay 
(depending upon length of service), 
payable over the first four or six months 
back from their maternity or shared 
parental leave.

We have also approved 100% of flexible 
working requests made by maternity 
leavers. We have promoted 25% of 
those on maternity leave.

• We have introduced gender and ethnicity balanced 

interview panels

• We have introduced a skill-based “blind” recruitment 

process – using technology to remove gender bias, 

provide data and obtain insights to track progress

• We have developed a structured interview process for all 

new roles. This ensures that we can assess all 

candidates equally, using pre-specified criteria as 

defined in job descriptions.

• We have eliminated a referral bonus. We want to ensure 

a meritocratic approach to recruitment and want to avoid 

hiring similar or like-minded candidates from existing 

networks.

Recruitment

• We have rolled out mandatory unconscious bias training 

for all line managers and recruiters. 

• We have created microaggressions workshops to help 

raise awareness and promote inclusive attitudes.

• We host Omniwomen female leadership group events –

a series of events across the entire Omnicom group 

advocating networking, development, inspiration and 

social events.

Learning and development

Pay and benefits Appraisals



FUTURE ACTIONS
What we are going to do

• We will always include salary-banding or a salary figure 

on open roles. We pay for the job, not the person.

• We want to equalise paternity pay and leave. We are 

looking at how we can do this.

• We carry out quarterly salary benchmarking to ensure 

pay is consistent and fair in relation to the market. 

• We encourage all employees, of all genders and levels 

of seniority, to share their experiences of flexible 

working.

OMNIWOMEN + ALLIES

Founded in 2014, Omniwomen + Allies 
is dedicated to promoting networking 
and career opportunities for, and 
developing the skills of, Omnicom’s 
future female leaders. There are 
chapters all over the world, including 
New York, China, the UK and Germany, 
to name a few! The Omniwomen
initiative has put on industry talks and 
workshops, including speed mentoring 
and a session on developing your own 
personal leadership style. 

We have taken part in a number of 
Omniwomen events including Speed 
Mentoring and Imposter Syndrome, 
which are interactive seminars on how 
women can achieve their full potential. 

This network encourages an 
atmosphere where women can bring 
their own individual skills and character 
to the business and become our future 
leaders. 

• We will consider flexible working for all roles and openly 

encourage discussion throughout the hiring process with 

candidates. 

• We will partner with various charities to increase the 

number of applications from women, ethnic minorities 

and low socio economic groups.

• We have looked at more diverse shortlists with a focus 

that encourages gender, ethnicity and disability, as well 

as gender neutral wordings on our job descriptions. 

• We will be raising awareness on social media by actively 

promoting and celebrating our female talent across the 

entire Omnicom group. We will create a LinkedIn group 

for Omnicom or OMD EMEA Alumni.

• We will make our recruitment process “returner-friendly”, 

so that we can attract back to the workplace those who 

have been on career breaks.

Recruitment
• We will fast-track exceptionally high performers. By 

removing barriers, we will make it easier for women to 

reach their potential.

• We will focus on promotion to manager and senior level 

roles. We commit to a 50% gender split for Executive 

Director and above. 

Promotion and progression

Reward

Working practices

• We are introducing a mentoring scheme to include a 

focus on diverse and reverse mentoring.

Learning and development

• We will establish a Gender Employee Resource Group 

to champion gender-inclusivity in our culture and drive 

future actions, which will be steered by our GPG report 

and disseminated to all teams in the agency.

Opinion and involvement


