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At Digitas UK we blend
strategy, technology,
creativity, media and data to
create connected experiences
that bring brands to life.

The gender pay gap at Digitas is far higher than it should be,
and I am fully committed to tackling this.
Last year we had a number of women on maternity leave, including me. The
gender pay gap methodology means women on maternity leave who are on
reduced pay are not counted in the calculations. This had a big impact on our
figures. I’m delighted to say that the women who were off over this period have
returned to resume their careers. A focus for us has been improving the return to
work experience and I’m pleased to say we have improved our family friendly
offering including further enhancing our maternity offering and supporting policies.
We know that maternity leave this is not the only reason for the high gender pay
gap at Digitas and we must work harder to tackle the causes and close the gap.
We are exploring new ways to attract a more diverse set of candidates into our
agency. We have recently appointed a number of senior females to leadership
roles including Kerry Dawes, Technology Director, supporting us in working towards
developing women in the technology space and creating a female tech population
at Digitas. Our other new additions include Charlene Charity, Head of Strategy,
Claire Patterson, Managing Partner, Jane Austin as Chief Experience Officer and
Anna Jehan as Head of Design

Gender pay gap explanation and results:
The gender pay gap is the
difference in average pay
between men and women
in an organisation. Digitas’
mean gender pay gap for
2020 is 24.2%. The gender
pay gap is different from
Equal Pay which is defined
as “the right for men and
women to be paid the same
when doing the same, or
equivalent, work” (Equality
Act, 2010). The following
has been calculated using
the Government guideline
calculations to determine our
gender pay gap for 2020.
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FAQ and Definitions:
What is the gender pay gap?
The gender pay gap is the difference in average and median hourly earnings
between men and women. This is calculated by looking at all employees’ salaries
across an organisation, regardless of their job role or level. Gender pay gap reporting
was introduced in April 2017 for organisations with more than 250 employees at the
snapshot date (5 April each year).
Does a gender pay gap mean an equal pay issue?
No. Gender pay is different to equal pay which is defined as “the right for men and
women to be paid the same when doing the same, or equivalent, work”. It is illegal
to pay people differently for the same or equivalent work because of their gender
and has been since the Equal Pay Act was introduced in 1970.
Why do we have a gender pay gap?
A gender pay gap can be caused by a number of factors such as having more
men than women in high earning roles or more women working part-time.
What is the reporting period?
The salary data is taken from a snapshot of payroll on 5 April 2020 and the bonus
data covers the 12 months leading up to that date.
Which employees are included in this report?
The figures cover all employees who have a permanent or fixed term contract (full
or part time) and are paid through our payroll system. The data does not cover
employees who are being paid a reduced rate or not being paid due to being on
maternity, paternity, adoption, shared parental leave or an unpaid sabbatical for
example).
How have you calculated bonus payments?
Bonus calculations include performance incentives, commission payments and
stock option payments.
Has salary sacrifice been included in this year’s report?
On the snapshot date of 5 April 2020, our highest earners had made a temporary
salary sacrifice of between 10 and 20 per cent and this is reflected in the numbers
reported.
What is the median pay gap?
This is calculated by listing all employees’ hourly pay from highest to lowest, and
then comparing the midpoint figure (the number that falls in the middle) for men
with the midpoint figure for women. The difference between the two is the median
pay gap, shown as a percentage.
What is the mean pay gap?
This is calculated by adding up all employees’ hourly pay and dividing it by the
number of employees. The pay gap is the difference between the mean (average)
figures for men and for women, which is reported as a percentage.

FAQ and Definitions (cont.):
What is the bonus gap?
The mean and median bonus gaps are the difference between the mean and
median bonus pay received by male and female employees in the 12 months
ending on 5 April 2020. This applies to all employees, even if they’re not in full pay
on the snapshot date. We also report on the percentage of male and female
employees that receive a bonus in the year.
What is a pay quartile?
Employers must sort their full pay employees into a list based on hourly pay, in
highest to lowest order, and then split this list into four equal parts which shows how
many men and women fall into each of the pay quartiles.

What does our Gender Pay Gap data tell us?
Despite having strong female representation across the agency, we still have a
significant gender pay gap across the mid quartiles. As set out above, unfortunately
several women who were on maternity leave were excluded from the calculations
due to the definition of “relevant employees”. Had these employees been included
in the calculations our mean gender pay gap would be 21.7% and our median
gender pay gap would be 27.7%. As for our Bonus Gap, this data includes our
referral bonus scheme (when an employee successfully recommends someone
for a role and that individual is employed and passes their probation, the referee
receives a bonus). 60% of those that referred and received the referral bonus were
men.
Our gender pay gap has identified areas of focus for us. We have a great opportunity
to help our own people within the mid quartiles to grow and take more senior roles
in the future. This is something we plan to do over the coming years and will help
us take important steps to create a more diverse and representative agency and
close the gender pay gap.

What does our Gender Pay Gap data tell us?
Women in Tech
In its first year, Women in Tech has gone from strength to strength. The initiative aims
to educate employees on emerging technologies and is aimed at inspiring women
in and outside of our network towards a career in tech. We have run a number of
successful collaborative sessions with external senior female speakers and our own
Head of Data Science and Analytics, Leila Seith Hassan.

Diversity & Inclusion
In 2020 we launched a D&I council that is made up of 20 Diversity & Inclusion
Champions from across the agency. The D&I Council have created a Digitas
Diversity, Equity &Inclusion (D,E & I) manifesto which the Council will work to embed
within the agency. This year the D&I Council have partnered with our recruitment
team and tech capability to create a CV anonymisation tool which identifies
and removes personal details which can lead to the age, gender, ethnicity or
other characteristics being disclosed to those involved in the recruitment process.
This helps to remove unconscious bias from the recruitment process. After being
developed and trialled in Digitas, the tool is now being used across 22 Publicis
Groupe agencies in the UK.. The D&I Council are also helping driving D&I initiatives
forward as well as looking at fair and consistent ways of working, and connecting
Digitas to the Publicis Groupe business resource groups(enABLE, EMBRACE, Viva
Women! And Egalite).
Development & Opportunities
We remain committed to ensuring our female talent has every opportunity to
grow and develop their careers at Digitas. An expectations framework has been
developed and launched and will provide a clear structure on development
expectation and path way to promotion. As well as ensuring all our open roles are
publicised internally and greater transparency in our recruitment processes, we
continue to run a comprehensive L&D programme to help our people develop
and grown as well as brave space sessions to discuss diversity and inclusion.
Recruitment
In 2019, 62% of our new hires were female and in 2020 this was 64%. We have rolled
out inclusive recruitment training which all our hiring managers and interviewers must
complete. This training focuses on being consciously inclusive when recruiting and
includes unconscious bias training. This training sits alongside our CV anonymisation
tool.
Apprenticeship programme
2019 saw the hiring of our first cohort of apprentices, enabling a group of diverse
non-graduates to join. Our apprenticeship programme provides our apprentices
with on the job experience and a strong training and development programme.
The 9 apprentices are split over a range of roles across the Digitas capabilities.
In 2021, we will be expanding the programme and increasing the number of
apprentices.
Maternity support and parenting programme
We have reviewed our family friendly offerings including pay for family friendly
leave. This has resulted in an improved offering. We are also focused on supporting
women returning to work after a period of leave. Alongside the rollout of a manager
guide and training this year to help proactively manage a return to work post
family friendly leave, following a successful pilot workshop in 2019, we are exploring
mentoring programmes for our working parents.

MESSAGE FROM ANNETTE KING,
CEO OF PUBLICIS GROUPE UK
We’ve made great strides forward in the past year in tackling inequalities that exist
in our business, as they do across society. I’m very proud of what we’ve achieved,
and our employees’ ongoing commitment to making the changes we need to
see. We have a long way to go but I’m confident we are on the right track.
In the past year, since the 2020 Gender Pay Gap data here, we’ve created and
filled two new D&I roles. We’ve set up a Diversity Council to hold us to account,
with external representation from among our clients and diversity specialists. We’ve
introduced a menopause policy and a set of family friendly policies to help parents
and carers, all supported by training to raise awareness of the issues and drive a
culture shift. These will benefit all parents and carers but particularly the women in
our business.
We’ve overhauled our recruitment processes, we’ve rolled out an unconventional
new training programme focused on inclusion, we’ve introduced an annual
engagement survey to better understand how our people feel. This allows us to
analyse and act upon the anonymised findings. We’ve established and embedded
a network of D&I champions in all of our 22 agencies and, crucially, we’ve
introduced a Publicis Groupe UK Behavioural Charter which builds on our core
principle of ‘Viva La Difference’ – a belief that we are better, stronger and braver
when we celebrate difference.
Our BRGs, VivaWomen!, EMBRACE,
Égalité and enABLE, continue to do
a fantastic job in providing space
for additional listening and learning
to take place, raising awareness of
important issues through internal
communications and events that
provide valuable insights and help us
celebrate difference and make our
workforce as inclusive as possible.

We have a strong set of female
leaders across Publicis Groupe
UK. Our ComEx, which is what
we call our top team, is made
up of six female and six male
leaders, and nine out of our 22
agency CEOs are female.

We have a strong set of female
leaders across Publicis Groupe UK. Our ComEx, which is what we call our top team,
is made up of six female and six male leaders, and nine out of our 22 agency CEOs
are female. Despite this balance across Publicis Groupe UK, we still don’t have
enough senior females in several agencies and that is why some of our numbers fall
short. We have reviewed the causes of this, which are varied, and have put actions
in place to close the gap.
I firmly believe that as we emerge from the pandemic, we have a responsibility to
build back better, and this means doing everything we can to close the gap and
build a truly inclusive culture with a good balance of people from all backgrounds.

