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Introduction
One of the five values of Dentsu Aegis Network is
‘responsible’. That includes a responsibility to treat
all our employees equally by building a balanced,
honest and fair company for everyone.
In our first Gender Pay Gap report last year we referenced
programmes in place to increase female representation across
senior roles and reduce our gap. These include our successful
Women and Leadership Programme, now in its fourth year, and
evolved recruitment and internal promotions processes designed
to ensure we assess a balanced range of talent for every role.
While our overall median gender pay gap of 17.6% in this year’s
report is lower than the national average, this has widened
between April 17 and April 18. We have an equal number of men
and women working here overall, however our gap is largely driven
by fewer women than men in senior roles and an increase in women
in lower paid roles.

(IPA) in the UK. Our data published in this report shows our female
representation in senior and our highest paid roles across the UK at
36.9%.
We will continue to review and monitor these trends closely
and develop and embed new approaches to further strengthen
ourselves as a progressive and fair employer, such as a commitment
to better learning and development opportunities and access to
flexible working.
We recognise that more progress is required, and you can see what
actions we’re taking in more detail on page 5. We will continue to
ensure we live up to our ‘responsible’ value, treating all employees
with fairness, respect and integrity.

At a global level, the group has made a commitment to achieve a
target of 40% women in leadership roles by 2020, which is also in
line with targets set by the Institute of Practitioners in Advertising
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What is the gender pay gap?
The gender pay gap is the collective difference between the average hourly pay
of men and women across an organisation, expressed relative to men’s earnings.
This is different to equal pay which is the individual difference between men and
women in the same role.

Our people
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Breakdown by legal entity

How we calculate the mean and
median difference
Mean difference
No. of male
employees

Since 2018, all UK companies with at least 250 employees need to report their gender
pay gap by law. We have two legal entities covered by the legislation: Dentsu Aegis
London Ltd and Dentsu Aegis Manchester Ltd. However, in this report we also provide
gender pay gap figures for our entire UK workforce, which includes our businesses with
fewer than 250 people.

Mean male average pay

The difference =

Mean
pay gap

Calculating our numbers
The gender pay gap is calculated in two ways.

No. of female
employees

The mean gender pay gap is calculated by adding together hourly pay for all men and
women and dividing the figure by the total number of male and female employees
respectively.
The median gender pay gap is calculated by listing all salaries from lowest to the
highest, and comparing the salaries at the midpoint. The median figure is typically a
more representative figure as the mean can be skewed by a handful of salaries at each
end of the scale.

Mean female average pay

Median difference
Lowest pay

Median

The difference =

Highest pay

Median pay gap
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Our gender pay and bonus gap
Our overall gender pay gap figures for Dentsu Aegis Network UK.

Mean difference

17.6%

30.5%

+ 3.5% from last year across
Dentsu Aegis Network UK

+ 4.3% from last year across
Dentsu Aegis Network UK

Proportion of men and women in each
pay quartile
Upper

63.1%

Percentage of employees who received bonus pay

36.9%

34.4%

44.9%

68.9%

- 0.6% from last year across
Dentsu Aegis Network UK

- 9.9% from last year across
Dentsu Aegis Network UK

55.1%
Lower

Mean difference

31.6%

54.0%
Lower middle

Bonus pay gap
Median difference
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Why are these our figures?

While overall we have an equal number of
men and women working here, our gender
pay gap is largely driven by more men in
senior roles than women. In addition, our
figures include a number of senior roles
which have a global leadership remit
which extends beyond the UK, many of
which come with higher bonus and longterm incentives. This gender imbalance
across senior roles is the main driver of our
gender and bonus pay gap, and our main
area of focus in reducing the gap.

Upper middle

46.0%

37.5%

Breakdown by legal entity

Fewer women in senior roles

Hourly pay
Median difference

Our people

42.8%

Fewer women in specialist digital roles
Growing our capabilities in data and
technology is one of our key strategic
priorities. While the growth of our data and
tech teams has seen an increase in female
representation, the scale of growth means
we have more men overall in highly paid
specialist roles.

More women in part-time positions

57.2%

Note: These figures show our median and mean gender pay and bonus gap for all our UK based employees, not
just those we’re required to report on. A breakdown of figures for our two legal entities with more than 250
employees – Dentsu Aegis London Ltd (DALL) and Dentsu Aegis Manchester Ltd (DAML) – are on page 7.

Hourly pay figures take part-time workers’
pay into consideration by calculating it as
though they worked full time. However,
bonus pay doesn’t do this – it includes
actual bonuses paid (as opposed to what
bonus payment would have been if our
part-time employees worked full time).
Therefore our bonus pay gap is affected
by most of our part-time employees being
women.
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How we’re closing the gap
At the top of our agenda, we’re committed to increasing female representation
across our most senior roles to match the levels we already see lower down the
business. We have a number of targeted actions in place to help us achieve this
and to improve our gender pay gap. These include:

2020
ambitions

Equality
when hiring

Developing our
future female
leaders

Family friendly
flexible working

Unconscious
bias training

Digital
skills training

Inspiring the
next generation

Our goals are aligned to the
2020 targets set out by the
Institute of Practitioners
in Advertising (IPA) to
achieve 40% female
representation across
senior roles, 15% BAME
(black, Asian, and minority
ethnic) representation
across leadership roles and
25% BAME representation
across early careers roles.

We remain committed
to improving the way
we attract, recruit and
retain talent through a
balanced recruitment and
development process. For
mid to senior level roles, we
aim for gender balanced
shortlists and work hard
to eliminate unconscious
bias, ensuring both male
and female interviewers
are present throughout the
recruitment process.

Each year we deliver
a 6-month leadership
development programme
for women at all levels
across our organisation.
The programme is made up
of face-to-face workshops,
mentoring, and selfreflective development.

We’re a family friendly
business and believe in a
21st century approach to
flexible working to help
strike a better balance
between work and family
life.

Addressing bias, and
diversity as a whole, is a
top priority for our business
because it is proven
that gender balanced
companies perform better.
As well as working to foster
a culture where people
are able to be their honest
selves at work, we use
unconscious bias training
to help people understand
what bias looks like dayto-day and make more
informed decisions when
recruiting and promoting
within their teams.

Career development is
important to us which is
why we’ve created the
Skill Academy – a bespoke
online digital learning
platform providing a range
of training modules on all
things digital to help our
people learn new skills or
build on existing ones.

As well as developing the
digital skills of our own
people, we also believe
in inspiring those beyond
our organisation and
encouraging the next
generation into digital and
tech roles.

We also work hard to
champion inclusion and
have dedicated networks
across the business led
by passionate employees
working on every aspect
of diversity, such as LGBT+
and BAME, to ensure our
business is fair, accessible
and welcoming for
everyone.

For more junior roles, we
have already transformed
our recruitment approach,
removing minimum
qualifications, eliminating
CVs, and introducing mobile
game assessments as
part of our early careers
programme.

The aim of the programme
is to give women the
confidence, tools, and
network to become
leaders on their own
terms, enabling women
from across our network
to progress into senior
leadership roles. Now in its
4th year, the programme
saw more than 14% of the
cohort receive a promotion
in 2018.

We offer a number of
benefits to our employees
to support this, irrespective
of gender, including
enhanced maternity
and adoption pay,
flexible working options,
tailored online learning
programmes, specialist
coaching and a buddy
scheme for parents
returning to work and
enhanced shared parental
leave to match our
maternity and adoption
offering.

Many of our senior
people, recruiters and line
managers have already
completed this training,
and this year we are rolling
out this training to all our
people as an e-learning
module.

This includes modules on
everything from Blockchain
to Design Thinking to Data
101. One of the aims of the
programme is to support
more women into specialist
digital roles.

We will continue to take an
innovative approach
to champion and encourage
women in this area, such
as through our schools
partnership, The Code,
and new Women in Tech
podcast which explores
societal developments
that are impacting on the
digital industry and features
stories from women who
work within it.
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Our people
Heidi Kenyon-Smith

Head of Clients, iProspect, Manchester
I have been lucky enough to have a diverse career, spending 10 years working on some of the UK’s bestloved magazine brands in London before starting a family and moving back “up North”. When I left London
and had my second child, I didn’t think I’d return to work but, after realising staying at home wasn’t for me, I
took on a role heading up marketing and e-commerce at fashion brand La Redoute. It was here that I had my
first experience with Dentsu Aegis Network, as a client of Carat.
After four years at La Redoute, I was looking for a fresh challenge and made the move to Carat in
Manchester as Client Director. Being offered this position with no prior agency experience is testament to
the diverse backgrounds and skillsets that make up our business. Having two young children and a husband
who travels with work was a big consideration when making the move to a new job but I’ve always felt fully
supported by Dentsu Aegis Network as a working parent.
Over the past few years, the business has really helped build my confidence and when an opportunity to
lead the Client Team for iProspect in Manchester came up, I felt ready for the challenge. I’m passionate
about helping women achieve their ambitions, so as well as supporting initiatives in our business, I represent
Dentsu Aegis Network on the Bloom North council - an exciting network for women working in the
communications industry.

Kim James

Client MD, Carat UK
My career at Dentsu Aegis Network started as a graduate at media agency Vizeum in 2004. Since then,
the business has been a huge supporter of my professional development as well as of my personal life. In
my first five years here, I was given the opportunity to work on some key accounts and quickly progressed
up the ranks before taking a seven month sabbatical and fulfilling a life-long dream to travel the world. I
returned to the business with renewed vigor in 2010.
A few years later, whilst on maternity leave, I realised I needed a fresh challenge. As a result, I was offered
a role to head up a new division at the newly formed Amplifi business. This gave me much needed insight
into the commercial side of the network, and the chance to share my skills and passion for clients with
our investment teams. I was subsequently promoted to Chief Client Officer and whilst away on my second
maternity leave in 2017, was asked if I would be interested in the newly formed role of Client Managing
Director which I am now enjoying within Carat.
I took part in the Women And Leadership programme in 20xx which gave me the confidence to put myself at
the centre of my career and to take charge of my future. I believe it’s important to pass on this knowledge to
support others like me and I now mentor women both inside and outside of the business as a result.

Maddie Armitage

Chief Data Officer, Dentsu Aegis Network, UK & I

Data became an unexpected passion for me almost as soon as I landed a role at Equifax after graduating
University with a Business Studies, Marketing and Commercial Law degree. I was quickly immersed within a
discipline that was only just starting to emerge as a real game changer for business and society.
Despite data’s reputation as traditionally male-dominated, I’ve been able to build my experience and
work with some amazing consumer brands like Virgin Media, EE, and British Gas. All these developed
my understanding of how to build agile systems that drive real digital transformation for business. So,
when Dentsu Aegis Network was looking to revive the role of Chief Data Officer, I was instantly drawn to
the chance to use the full scope of my skills in the lively atmosphere of an agency environment with an
inclusive and entrepreneurial spirit.
My role is all about blending together the different data and innovation capabilities that we have within our
network of agencies so that we can build something that is even greater than the sum of its considerable
parts. Since joining last year, I’ve been blown away by the established, supportive network that is in place
which has allowed me to hit the ground running and find my voice as a female leader. I’m proud to be able to
shine the torch for female leadership in data and hope to inspire many others across our organisation and
the wider industry.

Kate Howe

Chief Growth Officer, Dentsu Aegis Network, UK & I,
Chair, gyro UK & Director B2B International
My journey with the group started in a different way from many when the agency I was previous running,
gyro, was acquired by Dentsu Aegis Network in 2014.
Every agency that goes through an acquisition experiences a sustained period of change. But I was
impressed by the resources I instantly had access to within the network while leading gyro’s integration.
We were able to take tangible and actionable steps to truly integrate and open up all the opportunities that
the organisation offers its agencies and staff. I’ve had access to a whole new group of peers and specialists
and a framework within which I can mentor and cultivate future talent by drawing on my experiences both
agency and client-side.
This environment has enabled me to develop further personally and achieve significant sustained year-on
-year growth with gyro UK and lead a further acquisition for gyro, before taking on the role as Chief Growth
Officer for the network. Here I’m leading the development of a centralised team that covers marketing,
communications and new business for the group, while continuing to oversee and advise on the next stage
of both gyro’s and B2B International’s growth under a new female leader.
I’m truly proud to be an advocate of the group and to play an active role in building a framework that will
help the next generation of talent to grow in our new department and the entire network.
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Breakdown by legal entity
These figures show our gender pay and bonus gap for our two legal entities with more than 250 employees:
Dentsu Aegis London Ltd and Dentsu Aegis Manchester Ltd.

Dentsu Aegis London Ltd (DALL)
Percentage of employees who received bonus pay

Hourly pay
Median difference

Mean difference

18.3%

+ 3.8% from last year across
Dentsu Aegis London Ltd

28.5%

36.2%

+ 1.1% from last year across
Dentsu Aegis London Ltd

Bonus pay
Median difference

Mean difference

+ 3.9% from last year across
Dentsu Aegis London Ltd

-11.4% from last year across
Dentsu Aegis London Ltd

37.2%

30.4%

61.2%

Percentage of men and women by pay quartile
Lower

42.3%

Lower middle

57.7%

42.7%

Upper middle

57.3%

44.9%

Upper

55.1%

62.7%

37.3%

Dentsu Aegis Manchester Ltd (DAML)
Bonus pay

Percentage of employees who received bonus pay

Hourly pay
Median difference

Mean difference

5.5%

27.0%

+ 3.7% from last year across
Dentsu Aegis Manchester Ltd

+ 6.3% from last year across
Dentsu Aegis Manchester Ltd

66.2%

61.6%

Median difference

Mean difference

4.8%

65.2%

- 15.2% from last year across
Dentsu Aegis Manchester Ltd

+ 6.7% from last year across
Dentsu Aegis Manchester Ltd

Percentage of men and women by pay quartile
Lower

46.0%

Upper middle

Lower middle

54.0%

51.0%

49.0%

49.0%

Upper

51.0%

56.6%

43.4%

