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F O R E W O R D

At  Havas  we be l i eve  g reat  bus inesses  a re  bu i l t  on  g reat  cu l tu res .

We are  tak ing  tang ib le  and concre te  s teps  to  c reate  a  genu ine ly  i nc lus i ve  cu l tu re .  That  means  
prov id ing  oppor tun i t y  fo r  a l l  o f  our  peop le  to  succeed.  We want  to  be  a  p lace  where  peop le  come to  
do  the i r  bes t  work  and have  the  bes t  t imes  o f  the i r  career .  We be l i eve  the  benef i t s  to  our  bus iness  o f  
g reate r  i nc lus ion  and equa l i t y  a re  proven  and unequ ivoca l .

There  a re  a  range o f  agenc ies  that  co l l ec t i ve l y  make up the  Havas  UK Group,  our  “UK V i l l age” ,  i n  to ta l  
employ ing  over  1 ,500  peop le  th roughout  the  UK.  In  the  sp i r i t  o f  the  t ransparency  a r t i cu la ted  in  our  
DE&I  Char te r ,  p lans  and act i v i t y ,  our  approach  in  compi l i ng  th i s  repor t  has  been  to  app ly  the  ana lys i s  
to  every  Havas  agency  w i th in  the  UK Group and vo lun tar i l y  repor t  co l l ec t i ve l y ,  as  opposed to  on ly  fo r  
the  Havas  Med ia  L imi ted  l ega l  en t i t y ,  wh ich  i s  requ i red  to  repor t  gender  pay  gap in fo rmat ion  under  the  
Equa l i t y  Act  2010  (Gender  Pay  Gap In fo rmat ion )  Regu la t ions  2017 .

At  the  end o f  th i s  repor t ,  we have  inc luded a  mat r i x  to  c lear l y  show the  fu l l  l i s t  o f  agenc ies  that  fa l l  
under  the  scope o f  our  repor t i ng .

We are  commi t ted  to  cont inu ing  to  bu i ld  an  inc lus i ve  cu l tu re ;  tha t ’s  why  we created ‘A l l  I n ’ .  I t  ensures  
a  cu l tu re  fu l l  o f  d i verse  po in ts  o f  v i ew,  equ i tab le  oppor tun i t i es ,  and a  sa fe  space to  l earn ,  se l f - re f l ec t ,  
and have  courageous  conversat ions .

I  hope that  by  t ransparent l y  pub l i sh ing  th i s  repor t ,  we cont inue  to  l i ve  up  to  those  commi tments  and 
ho ld  ourse lves  to  account .

Chr is Hi rst , Cha i rman Havas UK & Globa l CEO, Havas Creat ive



A T  A  G L A N C E

OUR 2021 ETHNICITY PAY GAP

I n  our  f i rs t  year  o f  vo lun tary  e thn ic i t y  pay  gap repor t i ng  fo r  the  
UK Group,  our  average e thn ic i t y  pay  gap i s  15% and the  
e thn ic i t y  bonus  gap i s  33%. The ma in  fac to r  cont r ibu t ing  to  the  
gap i s  tha t  there  a re  propor t iona l l y  fewer  B lack ,  As ian  and E thn ic  
M inor i t y  employees  in  sen io r  ro les  wh ich  a t t rac t  h igher  pay  and 
bonuses .

Our  Execut i ve  DE&I  Commi t tee ,  together  w i th  our  A l l  I n  
Ambassadors  and Agency  Leaders ,  a re  dr i v ing  mean ing fu l  ac t ion  
th rough  our  DE&I  Char te r  to  bu i ld  a  more  ba lanced and inc lus i ve  
p lace  to  work  fo r  everyone.

Par t  o f  the  cha l l enge i s  no t  hav ing  a l l  the  data .  We are  rea l l y  
p leased that  70% o f  our  peop le  have  now dec la red  the i r  
e thn ic i t y ,  and we look  fo rward  to  see ing  that  i ncrease  even  
fu r ther .  Hav ing  accura te  data  enab les  us  to  cont inue  to  t rack  
progress  aga ins t  our  goa ls  and ambi t ions  to  ensure  the  act ions  
we take  cont inue  to  c reate  mean ing fu l  change fo r  our  peop le  and 
soc ie ty .

OUR 2021 GENDER PAY GAP

For  2021 ,  our  med ian  gender  pay  gap i s  13% and our  mean gender  
pay  gap i s  21%. 

Our  gender  pay  gap i s  l a rge ly  dr i ven  by  the  fac t  tha t  there  a re  
fewer  women than  men in  the  most  sen io r  pos i t i ons ,  par t i cu la r l y  i n  
sen io r  l eadersh ip ,  wh ich  a t t rac t  h igher  l eve ls  o f  pay  and bonus .

We have  re ta ined our  focus  on  ensur ing  more  women occupy  
sen io r  l eadersh ip  pos i t i ons  by  res ta t ing  our  commi tment  i n  the  
2020  update  o f  our  D ivers i t y ,  Equ i ty  and Inc lus ion  Char te r  wh ich  
you  can  read a t  the  end o f  th i s  repor t .  We have  met  our  ta rget  o f  
50% females  in  sen io r  management  to  date ,  and our  ambi t ion  now 
i s  to  have  50% in  C-su i te  and/o r  the  most  sen io r  ro les  i n  the  UK 
by  2025 .  

We w i l l  make progress  towards  our  updated goa l  by  ma in ta in ing  
focus  and accountab i l i t y ,  w i th  recru i tment  i n i t i a t i ves  to  a t t rac t  
more  d i verse  peop le ,  deve lopment  p rogrammes to  keep them 
mov ing  up,  and more  t ransparent  data  and repor t i ng  l i ke  th i s .

EQUAL PAY VS PAY GAP
We are  conf ident  tha t  we pay  a l l  ou r  peop le  equa l l y  fo r  work  o f  equa l  va lue .  In  fac t ,  we p ledged i t  as  par t  o f  our  DE&I  Char te r . We 
conduct  regu la r  pay  aud i ts  to  ensure  th i s  remains  t rue  and have  mechan isms in  p lace  to  ensure  non-d iscr im inato ry  pr inc ip les  i n  how 
we app ly  pay .  We do  have  a  gender  and e thn ic i t y  pay  gap,  wh ich  i s  ca lcu la ted  d i f fe ren t l y .  I t  i s  quant i f i ed  as  the  d i f fe rence in  the  
average pay  and bonuses  o f  a l l  employees  across  our  o rgan isa t ion .
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GENDER AND ETHNICITY PAY GAP
REPORTING EXPLAINED

Fo l low ing  the  Equa l i t y  Act  2010  (Gender  Pay  Gap 
In fo rmat ion )  Regu la t ions  2017 ,  a l l  UK compan ies  w i th  
250  o r  more  employees  a re  requ i red  to  repor t  gender  pay  
gap in fo rmat ion  on  an  annua l  bas i s .  Wh i l s t  there  i s  
cu r ren t l y  no  prov is ion  w i th in  the  Equa l i t y  Act  to  g i ve  
gu idance fo r  e thn ic i t y  pay  gap repor t i ng ,  we have  
adopted the  same approach  as  out l i ned fo r  gender .

Based on  the  requ i rements  s t ipu la ted  in  the  Equa l i t y  Act ,  
the  pay  gap i s  the  d i f fe rence between  the  average hour l y  
earn ings  o f  the  g roup ana lysed ( i n  th i s  case  e i ther  a l l  
men  and women o r  a l l  Wh i te  and B lack ,  As ian  and 
Minor i t y  E thn ic  employees )  i n  a  company  across  sa la ry  
and bonus .  

The  pay  gap i s  no t  the  same as  equa l  pay .  

The  pay  gap can  be  dr i ven  by  a  number  o f fac to rs  
i nc lud ing ,  c ruc ia l l y ,  hav ing  smal l e r  female  and B lack ,  
As ian  and Minor i t y  E thn ic  representa t ion  i n  the  most  
sen io r  ro les  i n  our  bus iness .

MEDIAN VS MEAN
Throughout  th i s  repor t ,  we have  h igh l igh ted the  med ian  numbers  above the  mean.  Gu idance f rom the  Of f i ce  o f  Nat iona l  S ta t i s t i cs  
suggests  that  med ian  pay  gap i s  a  bet te r  i nd icato r  o f  a  “ typ ica l  i nd iv idua l ”  and that  th i s  measure  i s  l ess  prone to  i n f l uence by a 
few ind iv idua ls  w i th  d i spropor t ionate l y  h igher  i ncomes,  thereby  mak ing  them out l i e rs .
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M E D I A N H I G H E S T  P A I DL O W E S T  P A I D

MEDIAN CALCULATOR

The median is the figure that falls 
in the middle of a range when the 
pay of all employees is lined up 
from smallest to largest. The 
median gap is calculated based 
on the difference between the 
midpoint of the range of Black, 
Asian and Minority Ethnic 
employees’ pay and the midpoint 
of the range of White employees’ 
pay.

1 1 1
VS

MEAN CALCULATOR

The mean is calculated by adding 
up the pay of all relevant 
employees and dividing the figure 
by the number of employees.

The mean ethnicity pay gap is 
calculated based on the 
difference between mean pay of 
Black, Asian and Minority Ethnic 
employees and mean pay of 
White employees.

1 1 1+ + + +

A T  A  G L A N C E



O U R  T E A M  M A K E  U P

% FEMALE AND MALE EMPLOYEES

Our  overa l l  t eam i s  made up o f  56% women 
and 44% men.  However ,  as  exper ienced by  
many  o ther  compan ies  w i th in  our  secto r ,  
there  a re  fewer  women a t  the  most  sen io r ,  
execut i ve  l eve l ,  where  pay  and bonuses  a re  
h ighest .  Th is  c reates  a  gender  pay  gap.

% BLACK,  ASIAN,  MINORITY ETHIC AND WHITE 
EMPLOYEES

24% o f  our  dec la red  popu la t ion  ident i f y  as  be ing  
f rom a  B lack ,  As ian  o r  M inor i t y  E thn ic  background.  
Wh i l s t  we have  o f f i ces  i n  some reg iona l  l ocat ions  
(p r imar i l y  Manchester  and C i rencester ) ,  the  ma jo r i t y  
o f  our  bus inesses  a re  based in  and a round London.

44% 56%

B L A C K A S I A N M I X E D O T H E R W H I T E
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OUR ALL IN  STRATEGY

I n  2016 ,  we created our  f i rs t  ever  
D ivers i t y  &  Inc lus ion  Char te r  wh ich  
marked the  beg inn ing  o f  our  fo rma l  
d i vers i t y ,  equ i ty  and inc lus ion  s t ra tegy ,  
A l l  I n .

S ince  then ,  we have  made s ign i f i can t  
p rogress  to  c reate  a  fa i re r  and more  
equ i tab le  workp lace .  But  we know we 
have  more  to  do .  So ,  i n 2020 ,  we 
rea f f i rmed our  commi tment  to  d i vers i t y ,  
equ i ty  and inc lus ion th rough  the  
c reat ion  o f  our  f i rs t  DE&I  Commi t tee .

Th is  execut i ve- leve l  Commi t tee  i s  
respons ib le  fo r  govern ing  and 
progress ing  a l l  ou r  DE&I  work in  o rder  
to rea l i se the  change we need.

The fo l l ow ing  a reas  o f  focus  ensure  we 
are  'A l l  I n '  th i s  work  together .

ADVOCACY & ALLYSHIP
We need to  make sure  the  vo ices  we use 
in te rna l l y  and ex te rna l l y  a re d iverse .  We 
need to  advocate  fo r  the ta len t  we have  in  
our  bus inesses  that cur ren t l y  do  no t  have  
a  vo ice .  We w i l l deve lop t ra in ing  and 
suppor t programmes fo r  marg ina l i sed  
and minor i t i sed peop le  to  equ ip  them 
to represent  us .

OUR WORK IN  PRACTICE
We be l i eve  we must  d r i ve  
representa t ion by  put t i ng  out  i nc lus i ve  
commun icat ions fo r  our  c l i en ts  - f rom 
embedding pract i ces  ear l y  on  in  our  
p rocess ,  to us ing  d iverse  supp l i e rs .  We 
w i l l  cont inue to  c reate  programmes such  
as  Press Pause and our  Ta len t  Cast ing  
Pr inc ip les , to  he lp  suppor t  our  c l i en ts  to  
make a mean ing fu l  d i f fe rence th rough  our  
work together .

DATA & TRANSPARENCY
We wi l l  s ta r t  by  co l l ec t ing  an  accura te data  
se t  to  t rack ,  measure  and ho ld ourse lves  
accountab le .  I t  i s  v i ta l  tha t  we are  a l so  
t ransparent  about  our commi tments  and 
our  p rogress .  Th is  w i l l ensure  our  peop le  
know where  we stand.

EDUCATION
We have  a  robust  DE&I  t ra in ing programme 
in  p lace .  We w i l l  ensure  i t  i s imp lemented 
fo r  a l l  l eadersh ip  and s ta f f  and 
deve loped fu r ther  to  ensure  we can  a l so  
prov ide th i s  knowledge and t ra in ing  to  our  
par tners  and c l i en ts  i n  fu tu re .

RECRUIT ,  RETAIN,  REWARD
We wi l l  cont inue  to  exp lo re  non- t rad i t i ona l  
recru i tment  paths  and t rack  our  ex i s t i ng  
programmes to  enab le access  to  new 
ta len t .  We know that  some employees  a re  
under- represented,  under-u t i l i sed  
and under-served;  l ack ing  the  access  
and resources  fo r  the i r  advancement .  
We wi l l  cont inue  to  deve lop 
our programmes to  ensure  we reward ,  
re ta in  and progress  them at  Havas .

D E L I V E R I N G  O U R  A L L  I N  A C T I O N  P L A N  



§ We rea f f i rmed our  commi tment  to  d i vers i t y ,  equ i t y  and inc lus ion  w i th  
the  l aunch  o f  our  Execut i ve  DE&I  Commi t tee  and Char te r , se t t i ng  out  
our  commi tments  over  the  nex t  f i ve  years .

§ We began a  concer ted  communicat ions  campaign  to  encourage a l l  ou r  
employees  to  share  i n fo rmat ion  about  the i r  e thn ic i t y  w i th  us  to  ensure  
we have  a  c lear  p ic tu re .

§ We par tnered w i th  Creat i ve  Equa ls  to  open  source  our  an t i -
d i scr im inat ion  in i t i a t i ve  Press  Pause;  a  fo rma l  f ramework  th rough  
wh ich  employees  a re  empowered to  pos i t i ve l y  cha l l enge and ta l k  
about  any th ing  that  has  concerned them in  the  moment .

§ We became a  found ing  member  o f  Unstereo type A l l i ance ;  a  UN 
Women’s  i n i t i a t i ve  to  tack le  harmfu l  s te reo types  in  adver t i s ing .

§ We produced the  A l l  I n  A lphabet ;  a  ser i es  o f  shor t - fo rm v ideos  as  a  
l earn ing  too l  to  equ ip  us  a l l  to  have  more  inc lus i ve ,  courageous  
conversat ions .

§ We de l i ve red four  Havas  Doorway  events  w i th  some o f  our  par tner  
schoo ls  and communi ty  g roups ) .  We had over  80  young  peop le  a t tend 
across  the  year ,  d r i v ing  awareness  and access ib i l i t y  o f  our  i ndust ry .  

§ Havas  Pr ide ,  i n  par tnersh ip  w i th  Durex  and Havas  London,  hos ted  a  
roundtab le  to  d i scuss  the  impor tance  o f  pos i t i ve  LGBTQ+ 
representa t ion  i n  adver t i s ing .  

§ We re leased our  f i rs t  A l l  I n  Podcast  ep isodes ;  a  p la t fo rm g iv ing  
v i s ib i l i t y  to  the  d i verse  vo ices  and causes  that  mat te r  to  the  
peop le  i n  our  bus iness .  Hosted by  our  A l l  I n  Ambassadors ,  we 
had courageous  conversat ions  about  LGBT H is to ry ,  ce lebra t ing  
50  years  s ince  Stonewal l ,  the  impor tance o f  i n te rnsh ips  and 
apprent i cesh ips  fo r  access ing  d iverse  ta len t ,  as  we l l  as  the  
impor tance o f  a l l ysh ip  and the  ro le  men p lay  i n  suppor t i ng  
women and tak ing  par t  i n  the  work  to  dr i ve  equa l i t y .

§ We de l i ve red over  80  hours  o f  our  bespoke A l l  I n  Workshop 
cover ing  b ias ,  p r i v i l ege ,  equ i ty ,  i n te rsect iona l i t y  and an t i - rac i sm 
pract i ce .

§ To  ce lebra te  B lack  H is to ry  Month ,  we par tnered w i th  B language
to  co-create  a  content  ser i es  ca l l ed  ‘B lack  i s ’  and deve loped the  
‘Way  Back  When’  h i s to ry  shor t  ser i es  to  remind ourse l ves  o f  
B lack  Br i t i sh  H is to ry .

§ I n  May ,  the  wor ld  was  shaken  by  the  murder  o f  George  F loyd 
and the  present  rea l i t y  o f  rac i sm was  made c lear  on  a  g loba l  
sca le .  In  response,  we shut  down a l l  opera t ions  and had a  day  
o f  re f l ec t ion  to  contempla te  our  ro les  i n  improv ing  rac ia l  j us t i ce  
and d ivers i t y ,  and,  fo r  those  that  needed i t ,  t ime to  g r i eve  and 
to  f i nd  comfor t  and suppor t  th rough  the i r  own l i ved  exper iences  
o f  rac i sm.

OUR F IVE AREAS OF FOCUS HAVE LED US TO TAKE THE FOLLOWING ACTIONS IN  2020:

D E L I V E R I N G  O U R  A L L  I N  A C T I O N  P L A N  



§ HKX P la t fo rm,  a imed a t  en t ry  l eve l  cand idates  f rom d iverse  
backgrounds ,  w i l l  he lp  br ing  a t  l eas t  30  ind iv idua ls  i n to  our  
bus iness  on  a  6-month  pa id  i n te rnsh ip  programme.

§ We wi l l  l aunch  a t  l eas t  two  new Employee  Resource  Groups  to  
dr i ve  act ion  a round our  DE&I  Char te r ,  spec i f i ca l l y  i n  the  a reas  
o f  female  l eadersh ip  and d isab i l i t y .

§ We wi l l  de l i ve r  more  Havas  Doorway  immers ion  day  
exper iences  to  dr i ve  awareness  o f  and access ib i l i t y  to  our  
i ndust ry  wh i l s t  bu i ld ing  key  networks  and commun i t i es .

§ Par tner ing  w i th  D IAL  G loba l  and Ipsos  MORI ,  we w i l l  
cont r ibu te  to  the  McKenz ie-De l i s  Packer  Rev iew to  share  
i ns igh t  re la ted  to  DE&I  po l i c i es ,  p r io r i t i es  and exper iences  in  
the  UK workp lace ,  to  he lp  deve lop  a  benchmark  fo r  UK 
bus inesses  and advance and pr io r i t i se  th i s  fundamenta l  
agenda.   

§ We have  implemented key  met r i cs  a round the  recru i tment  o f  
new ro les ,  commi t t i ng  to  50/50  male / female  and 25% Black ,  
As ian  and Minor i t y  e thn ic  shor t l i s ts  fo r  every  ro le  by  2025 .

§ For  every  job  post ing  on  a  convent iona l  j ob  board ,  we w i l l  by  
defau l t  a l so  post  on  a t  l eas t  one  par tner  s i te  to  dr i ve  more  
d i vers i t y  i n  our  cand idate  poo ls .

§ We wi l l  l aunch  our  Manager Unb ias Resources  to  prov ide  
a cons is ten t  too lk i t  to  ensure  that  po tent i a l  b ias  i s  
cha l l enged sys temica l l y  a t  key  s tages  o f  the  employee l i fecyc le  
where potent ia l  bar r i e rs  a re  known to  ex i s t .

§ Our  g loba l  Femmes Forward  programme w i l l  run  i n  2021  fo r  m id-
leve l  women in  our  bus iness ,  w i th  the  a im o f  he lp ing  them 
acce le ra te  the  progress ion  o f  the i r  careers .  The  programme 
de l i ve rs  l earn ing  and insp i ra t ion  and creates  an  empower ing  
communi ty  that  a l l ows  us  to  cont inue  suppor t ing  more  o f  our  
ta len ted  women.

§ Every  agency  w i th in  the  UK Group now has  a  ded icated A l l  I n  
Ambassador  to  dr i ve  act ion  i n  l i ne  w i th  our  Group commi tments  
and ambi t ions .

§ To  cement  the  s t ra teg ic  impor tance  o f  our  A l l  I n  p lans  and dr i ve  
accountab i l i t y  a t  sen io r  l eve l ,  every  agency  l eader  w i th in  the  UK 
Group must  now repor t  the i r  p rogress  aga ins t  the  DE&I  s t ra tegy  
in  the i r  quar te r l y  commerc ia l  fo recas t  meet ings .

IN  2021  WE WILL CONTINUE TO BUILD ON THIS  PROGRESS WITH THESE ACTIONS CONFIRMED SO FAR:

D E L I V E R I N G  O U R  A L L  I N  A C T I O N  P L A N  



19%
20%

MALE FEMALE

%  O F  E M P L O Y E E S  
R E C E I V I N G  A  B O N U S  

P A Y M E N T

G E N D E R  P A Y  D A T A

SHARING OUR GENDER PAY GAP 
DATA

For  2021 ,  our  med ian  gender  pay  gap 
i s  13% and our  mean gender  pay  gap 
i s  21%. 

Our  gender  pay  gap i s  l a rge ly  dr i ven  
by  the  fac t  that  there  a re fewer  women 
than  men in  the  most  sen io r  pos i t i ons ,  
par t i cu la r l y  i n sen io r  l eadersh ip ,  wh ich  
a t t rac t  h igher  l eve ls  o f  pay  and bonus .
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P A Y  Q U A R T I L E S

F E M A L E M A L E



E T H N I C I T Y  P A Y  D A T A

SHARING OUR ETHNICITY PAY GAP 
DATA

When we remove the  undec la red 
popu la t ion  f rom our  data  used fo r  
e thn ic i t y  pay  repor t i ng ,  19% o f  our  
peop le  have  ident i f i ed  as  be ing  f rom a  
B lack ,  As ian  o r  M ino r i t y  E thn ic  
background.  

In  our  f i rs t  year  o f  vo lun tary  e thn ic i t y  pay  
gap repor t i ng  fo r  the  Media  and Creat i ve  
Groups ,  our  average e thn ic i t y  pay  gap i s  
15% and the  e thn ic i t y  bonus  gap i s  33%. 
The  ma in  fac to r  cont r ibu t ing  to  the  gap i s  
tha t  there  a re  propor t iona l l y  fewer  B lack ,  
As ian  and E thn ic  M inor i t y  employees  in  
sen io r  ro les  wh ich  a t t rac t  h igher  pay
and bonuses .

24%
15%

MEAN MEDIAN

H O U R L Y  O V E R A L L  P A Y  
G A P 18%

22%

BLACK, ASIAN +
MINORITY ETHNIC

WHITE

%  O F  E M P L O Y E E S  
R E C E I V I N G  A  B O N U S  

P A Y M E N T

75%

33%

MEAN MEDIAN

B O N U S  P A Y  G A P

23%

17%

16%

12%

77%

83%

84%

88%

LOWER

LOWER MIDDLE

UPPER MIDDLE

UPPER

%  O F  B L A C K ,  A S I A N  A N D  
M I N O R I T Y  E T H N I C  

E M P L O Y E E S  I N  E A C H  O F  
F O U R  P A Y  Q U A R T I L E S

B L A C K ,  A S I A N  A N D  M I N O R I T Y  E T H N I C

W H I T E



A P P E N D I X  1  - S T A T U T O R Y  
D I S C L O S U R E
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HAVAS 
MEDIA 
LIMITED

0% 10% 25% 43% 48% 52% 43% 57% 47% 53% 49% 51% 27% 25%

STATUTORY DISCLOSURE

Havas  Med ia  L imi ted  i s  an  ind iv idua l  company  w i th  over  250  employees .  Deta i l ed  be low i s  the i r  i nd iv idua l  company  gender
pay  gap data .

Declarat ion
We conf i rm that  the  i n fo rmat ion  in  th i s  repor t  i s  accura te  and prepared in  accordance w i th  the  Equa l i t y  Act  2010  (Gender  Pay  
Gap In fo rmat ion )  Regu la t ions  2017 .

Chr is Hi rst , Cha i rman Havas UK & Globa l CEO, Havas Creat ive



A P P E N D I X  2  - R E P O R T I N G  
A G E N C I E S



CREATIVE GROUP MEDIA GROUP

Cake
Cicero/AMO
Conran Design Group
Ekino
Gate One
Havas CX Hel ia,  London
Havas CX Hel ia,  Cirencester
Havas London
Havas People
Mait land/AMO
One Green Bean

Havas Media UK, London
Havas Media UK, Manchester
Havas Media International
Havas Entertainment
Havas Market
Havas Media Global
Organic

• Pay and gender data based on Apr i l 2020 snapshot as descr ibed by the Equa l i t y Act 2010 (Gender Pay Gap
In fo rmat ion ) Regu la t ions 2017.

• Ethn ic i t y data based on November 2020 snapshot as repor ted in Campaign Schoo l Repor ts .



A P P E N D I X  3  - U K  G R O U P
D I V E R S I T Y,  E Q U I T Y,  A N D 
I N C L U S I O N  C H A R T E R



We have met our target of 50% females 
in senior management in Havas UK, 
now we commit to 50% in C-suite 
and/or the most senior individuals in 
our businesses by 2025.



We recommit ourselves to 
achieving 25% Black Asian 
Minority Ethnic employees by 
2022. We extend this 
commitment to include at least 
10% Black Asian Minority 
Ethnic employees in senior 
management by 2025.



We hereby extend the UK Government's 
equal pay legislation beyond simply
looking at gender.

At Havas UK, every person in the same 
role, with the same level of skills, 
experience, competence and 
contribution to our business, is paid the 
same.



We will actively develop and 
support programmes (both 
informal and formal) 
designed to remove the 
advancement hurdles faced 
by women and Black Asian 
Minority Ethnic employees.



We commit to developing and growing our 
diversity education programmes and tools. 
This includes a commitment that all new and 
existing staff, leadership & C-suite will go 
through our All In training programme. All 
staff will complete Havas University diversity 
training.



We commit to providing industry 
access to diverse talent through 
our placement schemes, 
partnerships with external 
organisations, and recruitment 
practices. Long List candidates for 
consideration should be 50% 
female; 14% Black Asian Minority 
Ethnic.



We commit to partnering with external 
organisations, charities, and 
businesses to educate young people 
from a range of backgrounds and 
cultures about our industry and the 
Havas story, to help them see us as a 
viable career choice.



We commit to amplifying diverse 
voices* both within our business 
and the industry through 
partnerships, PR, thought 
leadership and events/speaking 
opportunities.

*Marginalised and minoritised communities



We commit to embed inclusive 
practices across our work and to 
improve representation throughout the 
creative and media process by working 
with diverse suppliers, diverse media 
owners, and partners promoting 
diverse working practices.



We commit to 
communicating our 
progress regularly to the 
whole business to ensure 
transparency and 
accountability.




