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

We are  tak ing  tang ib le  and  concre te  s teps  to  c rea te  a  genu ine ly  i nc lus i ve  cu l tu re .  Tha t  means  p rov id ing  oppor tun i ty  fo r  

a l l  o f  ou r  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  ca reer .  We be l i eve  the  bene f i ts  to  our  bus iness  o f  g rea te r  i nc lus ion  and  equa l i ty  a re  p roven  and  unequ ivoca l .

There  a re  a  range  o f  agenc ies  tha t  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  emp loy ing  over  

1 ,700  peop le  i n  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  ac t i v i ty ,  th i s  repor t  

bu i l ds  on  the  ana lys i s  we  comple ted  las t  year  when we vo lun ta r i l y  repor ted  co l l ec t i ve l y  fo r  the  f i rs t  t ime .  We be l i eve  

th i s  con t inues  to  be  the  r i gh t  approach  fo r  us ,  as  opposed  to  on ly  fo r  the  Havas  Med ia  L imi ted  l ega l  en t i ty ,  wh ich  i s  

requ i red  to  repor t  gender  pay  gap  in fo rmat ion  under  the  Equa l i ty  Ac t  2010  (Gender  Pay  Gap In fo rmat ion)  Regu la t i ons  

2017 .

We rema in  commi t ted  to  con t inu ing  to  bu i l d  an  inc lus i ve  cu l tu re ;  tha t ’ s  why  we c rea ted  ‘A l l  In ’ .  I t  ensures  a  cu l tu re  fu l l  

o f  d i ve rse  po in ts  o f  v iew,  equ i tab le  oppor tun i t i es ,  and  a  sa fe  space  to  l ea rn ,  se l f - re f l ec t ,  and  have  courageous  

conversa t ions .

By  con t inu ing  to  be  t ransparen t  i n  th i s  way ,  we  in  tu rn  con t inue  to  l i ve  up  to  those  commi tments  and  ho ld  ourse lves  to  

accoun t .

Chr is  H irs t ,  Chairman Havas UK & Global  CEO,  Havas Creat ive



OUR 2022 GENDER PAY GAP OUR 2022 ETHNICITY PAY GAP

AT A GLANCE

EQUAL PAY VS PAY GAP
We are  con f iden t  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  ou r  DE&I  
Char te r .  We conduc t  regu la r  pay  aud i ts  to  ensure  th i s  rema ins  t rue  and  have  mechan isms in  p lace  to  ensure  non-
d isc r im ina to ry  p r inc ip les  i n  how we app ly  pay .  We do  have  a  gender  and  e thn ic i ty  pay  gap ,  wh ich  i s  ca l cu la ted  d i f fe ren t l y .  
I t  i s  quan t i f i ed  as  the  d i f fe rence  in  the  average  pay  and  bonuses  o f  a l l  emp loyees  ac ross  our  o rgan isa t i on .

For  2022 ,  our  med ian  gender  pay  gap  i s  14% and  our  mean gender  
pay  gap  i s  22%.  

Our  gender  pay  gap  con t inues  to  be  d r i ven  by  the  fac t  tha t  the re  
a re  fewer  women than  men in  the  mos t  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  seen  our  focus  on  rec ru i tment  i n i t i a t i ves  to  a t t rac t  more  
d i ve rse  peop le ,  and  deve lopment  p rogrammes to  keep  them mov ing  
up  s ta r t i ng  to  bear  f ru i t .  

In  2021  our  overa l l  rep resen ta t i on  o f  women inc reased  by  1% and  
the  p ropor t i on  o f  p romot ions  taken  by  women inc reased  
s ign i f i can t l y  to  79%.

We a lso  launched  the  f i rs t  ed i t i on  o f  ou r  Leve l  Up ,  our  p rogramme 
fo r  midd le  management  emp loyees  hop ing  to  p rogress  to  the  nex t  
s tage  o f  the i r  ca reers .

In  our  second  year  o f  vo lun ta ry  e thn ic i ty  pay  gap  repor t i ng  fo r  the  
UK Group ,  our  average  e thn ic i ty  pay  gap  i s  21%.  The  ma in  fac to r  
con t r i bu t ing  to  the  gap  i s  tha t  the re  a re  p ropor t i ona l l y  fewer  B lack ,  
As ian  and  E thn ic  Minor i ty  emp loyees  in  sen io r  ro les  wh ich  a t t rac t  
h igher  pay  and  bonuses .

Our  Execu t i ve  DE&I  Commi t tee ,  toge ther  w i th  our  A l l  In  
Ambassadors  and  Agency  Leaders ,  have  been  d r i v ing  mean ing fu l  
ac t i on  th rough  our  DE&I  Char te r  to  bu i l d  a  more  ba lanced  and  
inc lus i ve  p lace  to  work  fo r  everyone.  

We a re  rea l l y  p leased  to  see  tha t  our  e f fo r ts  have  had  a  pos i t i ve  
e f fec t .  By  inc reas ing  represen ta t ion  th rough  a l l  touchpo in ts  o f  our  
bus iness ,  as  we l l  as  d r i v ing  g rea te r  d i sc losure ,  we  have  seen  
overa l l  rep resen ta t i on  i nc rease  to  24% in  our  dec la red  popu la t i on .  
Th is  i s  a  s ign i f i can t  5  po in ts  ahead  o f  our  2020  pos i t i on ,  1  po in t  
away  f rom our  2025  Char te r  ta rge t ,  and ,  mos t  impor tan t l y ,  g rea te r  
represen ta t i on  ac ross  a l l  pay  quar t i l es .



GENDER AND ETHNICITY PAY GAP REPORTING 
EXPLAINED

Fo l low ing  the  Equa l i ty  Ac t  2010  (Gender  Pay  Gap 
In fo rmat ion)  Regu la t i ons  2017 ,  a l l  UK compan ies  w i th  250  
o r  more  emp loyees  a re  requ i red  to  repor t  gender  pay  gap  
in fo rmat ion  on  an  annua l  bas is .  Wh i l s t  the re  i s  cu r ren t l y  
no  p rov i s ion  w i th in  the  Equa l i ty  Ac t  to  g i ve  gu idance  fo r  
e thn ic i ty  pay  gap  repor t i ng ,  we  have  adop ted  the  same 
approach  as  ou t l i ned  fo r  gender .

Based  on  the  requ i rements  s t i pu la ted  in  the  Equa l i ty  Ac t ,  
the  pay  gap  i s  the  d i f fe rence  be tween the  average  hour l y  
earn ings  o f  the  g roup  ana lysed  ( i n  th i s  case  e i the r  a l l  
men and  women or  a l l  Wh i te  and  B lack ,  As ian  and  
Minor i ty  E thn ic  emp loyees)  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  d r i ven  by  a  number  o f fac to rs  
i nc lud ing ,  c ruc ia l l y ,  hav ing  sma l le r  fema le  and  B lack ,  
As ian  and  Minor i ty  E thn ic  represen ta t i on  i n  the  mos t  
sen io r  ro les  i n  our  bus iness .

AT A GLANCE

T O T A L  N U M B E R  O F  
E M P L O Y E E S  T H A T  

A R E  W H I T E  O R  M E N

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

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

T O T A L  N U M B E R  O F  E M P L O Y E E S
T H A T  A R E  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  O R
W O M E N

MEDIAN VS MEAN
Throughout  th i s  repor t ,  we  have  h igh l i gh ted  the  med ian  numbers  above  the  mean.  Gu idance  f rom the  Of f i ce  o f  Na t iona l  
S ta t i s t i cs  sugges ts  tha t  med ian  pay  gap  i s  a  be t te r  i nd i ca to r  o f  a  “ typ i ca l  i nd i v idua l ”  and  tha t  th i s  measure  i s  l ess  p rone  t o  
i n f l uence  by  a  few ind iv idua ls  w i th  d i sp ropor t i ona te l y  h igher  i ncomes,  the reby  mak ing  them ou t l i e rs .

1 2 3 4 5 6 7

1 2 3 4 5 6 7

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
or female employees’ pay and
the midpoint of the range of
White or male 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
or female employees and mean
pay of White or male employees.

1 1 1+ + + +



OUR TEAM MAKE UP
% FEMALE AND MALE EMPLOYEES

Our  overa l l  team i s  made up  o f  53% women 
and  47% men.  However ,  as  exper ienced  by  
many  o ther  compan ies  w i th in  our  sec to r ,  
the re  a re  fewer  women a t  the  mos t  sen io r ,  
execu t i ve  leve l ,  where  pay  and  bonuses  a re  
h ighes t .  Th is  c rea tes  a  gender  pay  gap .

% BLACK,  ASIAN,  MINORITY ETHNIC AND WHITE 
EMPLOYEES

24% o f  our  dec la red  popu la t i on  iden t i fy  as  be ing  f rom a  
B lack ,  As ian  o r  Minor i ty  E thn ic  background .  Wh i l s t  we  
have  o f f i ces  in  some reg iona l  l oca t ions  (p r imar i l y  
Manches te r  and  C i rences te r ) ,  the  ma jo r i ty  o f  our  
bus inesses  a re  based  in  and  a round  London.

47% 53%

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

13.3%

18.5%

11.2%

5%
5.2%

2.2%

3.4%

1%

1%

59.8%

51%

86%

O U R  P E O P L E L O N D O N
( 2 0 1 1  C E N S U S  D A T A )

E N G L A N D  &  W A L E S
( 2 0 1 1  C E N S U S  D A T A )

6.5% 7.5%

3.3%



OUR ALL IN  STRATEGY

In  2016 ,  we  c rea ted  our  f i r s t  ever  
D ive rs i ty  &  Inc lus ion  Char te r  wh ich  
marked  the  beg inn ing  o f  our  fo rma l  
d i ve rs i ty ,  equ i ty  and  inc lus ion  s t ra tegy ,  
A l l  In .

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

Th is  execu t i ve - leve l  Commi t tee  i s  
respons ib le  fo r  govern ing  and  
p rogress 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 
a re  'A l l  In '  th i s  work  toge ther .

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 ive rse .  We need  to  advoca te  fo r  
the ta len t  we  have  in  our  bus inesses  
tha t 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 p rogrammes fo r  marg ina l i sed  
and minor i t i sed peop le  to  equ ip  them 
to represen t  us .

OUR WORK IN  PRACTICE
We be l ieve  we mus t  d r i ve  
represen ta t i on by  pu t t i ng  ou t  i nc lus i ve  
commun ica t ions fo r  our  c l i en ts  - f rom 
embedd ing prac t i ces  ear l y  on  in  our  
p rocess ,  to us ing  d i ve rse  supp l ie rs .  We 
w i l l  con t inue to  c rea te  p rogrammes 
such  as  Press Pause  and  our  Ta len t  
Cas t 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 toge ther .

DATA & TRANSPARENCY
We w i l l  s ta r t  by  co l l ec t i ng  an  
accura te da ta  se t  to  t rack ,  measure  and  
ho ld ourse lves  accoun tab le .  I t  i s  v i ta l  
tha t  we are  a l so  t ransparen t  abou t  
our commi tments  and  our  p rogress .  Th is  
w i l l ensure  our  peop le  know where  
we s tand .

EDUCATION
We have  a  robus t  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  
p rov ide th i s  know ledge  and  t ra in ing  to  
our  par tners  and  c l i en ts  i n  fu tu re .

RECRUIT ,  RETAIN,  REWARD
We w i l l  con t inue  to  exp lo re  non-
t rad i t i ona l  rec ru i tment  pa ths  and  t rack  
our  ex i s t i ng  p rogrammes to  
enab le access  to  new ta len t .  We know 
tha t  some employees  a re  under -
represen ted ,  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  con t inue  
to  deve lop  our p rogrammes to  ensure  we 
reward ,  re ta in  and  p rogress  them a t  
Havas .

DELIVERING OUR ALL IN ACTION PLAN



OUR F IVE AREAS OF FOCUS HAVE LED US TO THE FOLLOWING KEY SUCCESSES IN  2021

DELIVERING OUR ALL IN ACTION PLAN

§ In  Havas  Med ia  Group ,  we  deve loped  and  launched  
Havas  Boos t ,  a  p rogramme to  c rea te  ded ica ted  
fund ing  rounds  fo r  bus inesses  founded and  run  by  
peop le  f rom d ive rse  backgrounds ,  address ing  rea l  
i ssues  in  the  s ta r t -up  commun i ty  wh ich  he lps  to  
d r i ve  i nnova t ion  bo th  i n  our  i ndus t ry  and  fo r  our  
c l i en ts .  For  2021 ,  our  f i r s t  round  was  opened fo r  
B lack -owned s ta r t -ups  in  the  Med ia  and  Tech  space .

§ We tu rbocharged  our  HKX P la t fo rm in te rnsh ip  
p rogramme,  l everag ing  the  Government ’ s  K icks ta r t  
Scheme and  commi t t i ng  to  b r ing ing  in  100  peop le ,  a  
s ign i f i can t l y  h igher  number  o f  en t ry - l eve l  p lacements  
than  ever  be fo re ,  and  expand ing  the  p rogramme 
across  our  en t i re  V i l l age .

§ Our  commun ica t ions  e f fo r ts  encouraged  a  ma jo r i ty  
p ropor t i on  o f  our  emp loyees  to  share  in fo rmat ion  
abou t  the i r  e thn ic i ty  w i th  us  to  he lp  us  ga in  a  c lear  
p i c tu re  o f  our  o rgan isa t ion  to  be  more  mean ing fu l  i n  
our  ac t i on  p lann ing .

§ We expanded our  Employee  Resource  Groups  and  
launched  a  Women ’s  Ne twork  and  two  spec i f i c  ERGs 
fo r  D isab i l i t y  and  Race .

§ We launched  Leve l  Up ,  the  f i rs t  ed i t i on  o f  ou r  un ique  
management  p rogramme a imed a t  our  women and  
e thn ic  minor i ty  emp loyees  in  midd le  management  
who  a re  hop ing  to  p rogress  to  the  nex t  s tage  in  the i r  
ca reers .

§ We con t inued  to  p romote  d i ve rse  vo ices  th rough  
ac t i v i t i es  l i ke  our  In te rna t iona l  Women ’s  Day  
ce lebra t ions ,  the  Ramadan D ia r ies  se r ies  by  Havas  
he l i a C i rences te r ,  the  Break ing  the  B ias  speaker  
se r ies  by  Havas  Med ia  Group ,  and  The  DE&I  
Bookc lub by  Havas  Peop le .

§ We took  the  oppor tun i ty  to  rev i se  our  bespoke  A l l  In  
Workshop  cover ing  b ias ,  p r i v i l ege ,  equ i ty ,  
i n te rsec t iona l i ty  and  an t i - rac i sm prac t i ce ,  de l i ve r ing  
the  sess ion  to  450  emp loyees  so  fa r .

+4 INCREASE IN UPPER 
PAY QUARTILE FOR 
BLACK, ASIAN, AND 
MINORITY ETHNIC 
EMPLOYEES (16%)

79% OF ALL 
PROMOTIONS IN 2021 
WERE WOMEN

+5 OVERALL 
REPRESENTATION OF 
ETHNIC MINORITY 
EMPLOYEES (24%)



DELIVERING OUR ALL IN ACTION PLAN
IN  2022  WE WILL CONTINUE TO BUILD ON OUR PROGRESS WITH THESE PRIORITY 
ACTIONS CONFIRMED SO FAR:

SUPPORTING OUR WORKIMPROVING OUR LIVED EXPERIENCE
§ We w i l l  bu i l d  on  the  success  o f  HKX P la t fo rm,  to  

g row i t  fu r ther  and  con t inue  to  p rov ide  mean ing fu l  
oppor tun i t i es  fo r  en t ry  l eve l  cand ida tes  f rom d ive rse  
backgrounds .

§ We w i l l  l aunch  new inc lus i ve  Fami l y  P lann ing  and  
Suppor t  po l i c ies  to  he lp  a t t rac t  and  re ta in  women in  
our  upper  pay  quar t i l es ,  encourage  fa thers  i n  
t rad i t i ona l  re la t i onsh ips  to  be  more  ac t i ve  i n  
ch i l dcare ,  and  con t inue  to  b reak  the  b ias  w i th  a  fu l l y  
i nc lus i ve  po l i cy  tha t  suppor ts  paren ts  regard less  o f  
gender ,  type  o f  re la t i onsh ip ,  o r  type  o f  paren tsh ip .

§ Fo l low ing  the  f i rs t  round  o f  i nves tment ,  we  w i l l  l ook  
to  expand  Havas  Boos t  ac ross  the  V i l l age .  

§ We w i l l  de l i ve r  more  Havas  Doorway  immers ion  day  
exper iences  to  d r i ve  awareness  o f  and  access ib i l i t y  
to  our  i ndus t ry  wh i l s t  bu i l d ing  key  ne tworks  and  
commun i t i es .

§ We recogn ise  our  respons ib i l i t y  fo r  the  
commun ica t ions  messag ing  o f  hundreds  o f  c l i en ts ,  
and  there fo re  we w i l l  l aunch  an  Inc lus ion  Counc i l ;  a  
fo rma l i sed  suppor t  sys tem to  he lp  ensure  the  work  
we  deve lop  i s  no t  on ly  represen ta t i ve ,  bu t  tha t  i t  i s  
a l so  por t ray ing  d i ve rse  aud iences  au then t i ca l l y ,  
respons ib l y ,  and  pos i t i ve l y .  The  Inc lus ion  Counc i l  
w i l l  be  made up  o f  the  d i ve rse  vo ices ,  perspec t i ves  
and  l i ved  exper iences  o f  our  peop le .

§ We w i l l  i n t roduce  Respons ib le  Outpu t  Gu idance ;  a  
se t  o f  resource  too ls  to  suppor t  ou r  peop le  i n  the  
deve lopment  and  c rea t ion  o f  our  work ,  to  fu r ther  
ensure  the  pos i t i ve  represen ta t ion  and  por t raya l  o f  
d i ve rse  aud iences .



SHARING OUR GENDER PAY GAP 
DATA

For  2021 ,  our  med ian  gender  pay  gap  i s  
14% and  our  mean gender  pay  gap  i s  
22%.  

Our  gender  pay  gap  i s  l a rge ly  d r i ven  by  
the  fac t  tha t  the re  a re fewer  women than  
men in  the  mos t  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 .

GENDER PAY DATA

22%

14%

MEAN MEDIAN

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

62%

57%

54%

42%

38%

43%

46%

58%

LOWER

LOWER MIDDLE

UPPER MIDDLE

UPPER

%  O F  F E M A L E S  A N D  
M A L 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

F E M A L E M A L E

56%

0%

MEAN MEDIAN

B O N U S  P A Y  G A P

66%
59%

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



84%
82%

MEAN MEDIAN

B O N U S  P A Y  G A PSHARING OUR ETHNICITY PAY GAP DATA

When we remove  the  undec la red  popu la t i on  
f rom our  da ta  used  fo r  e thn ic i ty  pay  
repor t i ng ,  24% o f  our  peop le  have  iden t i f i ed  
as  be ing  f rom a  B lack ,  As ian  o r  Minor i ty  
E thn ic  background .  

In  our  second  year  o f  vo lun ta ry  e thn ic i ty  
pay  gap  repor t i ng ,  our  average  e thn ic i ty  pay  
gap  i s  21% and  the  e thn ic i ty  bonus  gap  i s  
82%.  The  ma in  fac to r  con t r i bu t i ng  to  the  
gap  i s  tha t  the re  a re  p ropor t i ona l l y  fewer  
B lack ,  As ian  and  E thn ic  Minor i ty  emp loyees  
in  sen io r  ro les  wh ich  a t t rac t  h igher  pay
and  bonuses

ETHNICITY PAY DATA

37%

19%

23%

16%

63%

81%

77%

84%

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

18%
13%

WHITE BLACK, ASIAN AND
MINORITY ETHNIC

%  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

22%
21%

MEAN MEDIAN

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



APPENDIX 1 – STATUTORY DISCLOSURE



Declara t ion
We con f i rm tha t  the  in fo rmat ion  in  th i s  repor t  i s  accura te  and  p repared  in  accordance  w i th  the  Equa l i t y  Ac t  2010  (Gender  Pay  
Gap In fo rmat ion)  Regu la t i ons  2017 .

Chr is Hirs t , Chairman Havas UK & Global CEO, Havas Creat ive

STATUTORY DISCLOSURE
Havas  Med ia  L imi ted  i s  an  ind i v idua l  company  w i th  over  250  emp loyees .  De ta i l ed  be low i s  the i r  i nd i v idua l  company  gender  pay  gap  
da ta .
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APPENDIX 2 – REPORTING AGENCIES



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 Business
Havas Entertainment
Havas Market
Havas Media Global
Organic

• Pay and gender da ta based on Apr i l 2021 snapsho t as descr ibed by the Equa l i ty Ac t 2010 (Gender Pay Gap
In fo rmat ion) Regu la t i ons 2017.

• E thn ic i ty da ta based on December 2021 snapsho t fo r mos t cur ren t v iew.



APPENDIX 3 – UK GROUP DE&I 
CHARTER



We commi t  to  p rov id ing  indus t ry  access  to  d i ve rse  
ta len t  th rough  our  p lacement  schemes,  par tnersh ips  
w i th  ex te rna l  o rgan isa t ions ,  and  rec ru i tment  
p rac t i ces .  Long  L i s t  cand ida tes  fo r  cons idera t ion  
shou ld  be  50% fema le ;  14% B lack ,  As ian  and  
Minor i ty  E thn ic .

We commi t  to  par tner ing  w i th  ex te rna l  
o rgan isa t ions ,  char i t i es ,  and  bus inesses  to  educa te  
young  peop le  f rom a  range  o f  backgrounds  and  
cu l tu res  abou t  our  i ndus t ry  and  the  Havas  s to ry ,  to  
he lp  them see  us  as  a  v iab le  ca reer  cho ice .

We commi t  to  amp l i fy ing  d i ve rse  vo ices*  bo th  w i th in  
our  bus iness  and  the  indus t ry  th rough  par tnersh ips ,  
PR,  though t  l eadersh ip  and  even ts /speak ing  
oppor tun i t i es .

We commi t  to  embed inc lus i ve  p rac t i ces  ac ross  our  
work  and  to  improve  represen ta t i on  th roughou t  the  
c rea t i ve  and  med ia  p rocess  by  work ing  w i th  d i ve rse  
supp l ie rs ,  d i ve rse  med ia  owners ,  and  par tners  
p romot ing  d i ve rse  work ing  p rac t i ces .

OUR 10 POINT CHARTER
1
2
3
4
5

6

7
8
9
10

We have  met  our  ta rge t  o f  50% fema les  in  sen io r  
management  i n  Havas  UK,  now we commi t  to  50% in  
C-su i te  and /o r  the  mos t  sen io r  i nd i v idua ls  i n  our  
bus inesses  by  2025 .  

We recommi t  ourse lves  to  ach iev ing  25% B lack  
As ian  Minor i ty  E thn ic  emp loyees  by  2022 .  We 
ex tend  th i s  commi tment  to  i nc lude  a t  l eas t  10% 
B lack ,  As ian  and  Minor i ty  E thn ic  emp loyees  in  
sen io r  management  by  2025 .  

We hereby  ex tend  the  UK Government ' s  equa l  pay  
leg i s la t i on  beyond  s imp ly  l ook ing  a t  gender .  A t  
Havas  UK,  every  person  in  the  same ro le ,  w i th  the  
same leve l  o f  sk i l l s ,  exper ience ,  competence  and  
con t r i bu t ion  to  our  bus iness ,  i s  pa id  the  same.

We w i l l  ac t i ve l y  deve lop  and  suppor t  p rogrammes 
(bo th  i n fo rma l  and  fo rma l )  des igned  to  remove the  
advancement  hurd les  faced  by  women and  B lack ,  
As ian  and  Minor i ty  E thn ic  emp loyees .

We commi t  to  deve lop ing  and  g row ing  our  d i ve rs i ty  
educa t ion  p rogrammes and  too ls .  Th is  i nc ludes  a  
commi tment  tha t  a l l  new and  ex i s t i ng  s ta f f ,  
l eadersh ip  &  C-su i te  w i l l  go  th rough  our  A l l  In  
t ra in ing  p rogramme.  A l l  s ta f f  w i l l  comp le te  Havas  
Un ivers i ty  d i ve rs i ty  t ra in ing .

We commi t  to  commun ica t ing  our  p rogress  
regu la r l y  to  the  who le  bus iness  to  ensure  
t ransparency  and  accoun tab i l i t y .



THANK YOU


