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THE UK GOVERNMENT’S NEW GENDER PAY GAP REGULATIONS REQUIRE 
COMPANIES EMPLOYING OVER 250 PEOPLE TO REPORT ON THEIR GENDER 
PAY GAP - THE DIFFERENCE BETWEEN AVERAGE PAY OF MEN AND WOMEN IN A 
COMPANY.

Communisis employs 1,950 people in the UK, with another 150 outside the UK, 
spread over more than 65 locations and engaged in a wide range of activities 
and industries, shaping the future of communications for our clients. 

Equality and Diversity are very important to Communisis, and we are proud 
of our continued Gold level accreditation with the Committed to Equality 
Organisation (C2E).

The gender pay gap regulations require ‘relevant employers’ who have 250 
or more employees to report. Communisis PLC has a number of employing 
entities. Based on the regulations requirements we are required to report on 
the entity Communisis UK Ltd. However, due to the number of employees we 
have who are employed by different Group entities which do not meet the 
requirements to report, we are also voluntarily declaring our overall Group 
results for all relevant UK based employees to show our true overall gender pay 
position.

In our report we will show a headline measure of a Group mean gender pay 
gap of 9.9%. Whilst this is significantly lower than the national average of 18.4% 
- there is obviously work we can do to improve our current position. In this 
report we will lay out some of the things we are proud of within our company, 
but also the actions and steps we are taking to close the gap.

As Chief Executive of Communisis, I can confirm that our data reported here is 
accurate and correct.

Andy Blundell
Chief Executive
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GENDER PAY GAP 

COMMENTS

THE DATA ILLUSTRATES OUR MEAN AND MEDIAN 
HOURLY GENDER PAY GAP, AS THE SNAPSHOT 
DATE OF 5TH APRIL 2017.

The mean gender pay gap is the comparison of 

average hourly rate of woman, compared to men. 

The median gender pay gap shows the difference 

between the midpoint of average hourly pay for 

women, compared to men.

Our Mean and Median pay gaps are presently 

driven by a higher number of men in senior 

positions. Although our mean gender pay gap is 

below the UK average, within this report we have 

outlined our plans to close this gap and address 

the balance of men and women in senior roles. 

Communisis are satisfied that men and women 

are paid equally for doing equivalent jobs, with 

equivalent experience. We also outline plans in 

this report to ensure we can monitor, review and 

identify exceptions, and continue to pay equally.
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COMMENTS

OUR GENDER BONUS GAP IS DRIVEN PRIMARILY BY HAVING 
MORE MEN THAN WOMEN IN OUR SENIOR LEADERSHIP 
TEAM, WITH THESE ROLES ATTRACTING HIGHER QUANTUM 
BONUSES. THE COMMUNISIS GROUP NUMBERS INCLUDE 
SOME SENIOR POSITIONS EMPLOYED BY OTHER GROUP 
ENTITIES WHICH DRIVES THE MEAN AND MEDIAN GAP 

INCREASE.

In the data set for the 12 months preceding 5th April 2017, for 

both Communisis UK Ltd and Communisis Group there were 

some unusual circumstances which pushed the Mean and 

Median gap higher. Due to payment phasing, we had two 

annual bonuses in the period (2015 annual bonus paid in April 

2016, and 2016 annual bonus paid in March 2017).

From a Group perspective, during the period, we had 2 senior 

Executive Directors leave the business, which triggered ‘Good 

Leaver’ treatment for their long-term incentive programmes. 

If you remove these exceptional events, our Group Mean 

bonus pay gap reduces moderately to 43.56%, and our Group 

Median bonus pay gap reduces to 0%. This is due to the 

significant number of colleagues (c.800 people) who are part 

of union negotiated annual bonus schemes in most of our 

manufacturing sites, meaning the median point on a high to 

low list is identical.

Our ‘Closing the Gap’ section of this report outlines how we 

will continue to address the underlying issues driving this gap.



PAY QUARTILES

FEMALE

MALE

COMMENTS ON PAY QUARTILES

AS PREVIOUSLY ACKNOWLEDGED, WE PRESENTLY HAVE 
RELATIVELY MORE MEN IN SENIOR ROLES WITHIN OUR BUSINESS. 

Our pay quartiles data above demonstrates this, with lowest 
female representation in the highest two quartiles. 

Our section in this report, ‘Closing the Gap’ outlines actions we 
are taking to address this.
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Whist we acknowledge that we have an opportunity to close our Gender Pay 
Gap by bringing more female talent through the business to senior roles, and 
our ‘Closing the Gap’ narrative explains how, we are proud of some of the 
female and diverse talent we already have;

• Our three award winning agencies (LIFE, Twelve and Editions Financial) 
are led by female Managing Directors.

• Our Non-Executive Directors are a 50/50 gender balanced team.

• Two out of our three largest manufacturing facilities are led by female 
managers (Liverpool and Copley).

• Our Brand Deployment division has a Mean Gender Pay Gap of -1.7%, and 
Median Gender Pay Gap of -12.9%. This division represents over 250 people 
in the UK.
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COMMUNISIS IS COMMITTED TO FULLY EMBRACING GOOD WORKING 
EQUALITY PRACTICES. WE HAVE HELD ACCREDITATION FROM COMMITTED TO 
EQUALITY, A NATIONAL EQUALITY STANDARD SINCE 2013. 

We open ourselves to audit on an annual basis. The output of which then 
produces a report allowing us to focus on areas of improvement. These 
actions plans have shown significant improvement in our audit performance 
over the period we have held the accreditation;
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COMMUNISIS HAS A VARIED SET OF BUSINESS UNITS 
AND THE GROUP HAS GROWN THROUGH A MIXTURE 
OF ORGANIC GROWTH, DIVERSIFICATION, TUPE 
TRANSFER RESULTING FROM NEW CONTRACT WINS 
AND ACQUISITION. 

We have been working hard over the last few years 
to simplify our reward and remuneration landscape, 
in order to remove any risk of inequality in reward 
between our people.

As well as continuing to improve on our 
Committed2Equality accreditation, our focus to 
address the lack of female talent in senior roles in 2018 
includes;

TALENT MANAGEMENT AND SUCCESSION PLANNING

• Using our personal development plan (PDP) 
process to understand key training needs.

• Deeper and broader succession planning through 
the group to identify areas of weakness for female 
talent within the group.

• Targeted training and development interventions 
to boost female talent pools .

JOB LEVELS

• A more structured approach to ensuring our 
job roles are appropriately benchmarked and 
remunerated.

• Allowing us to ensure we remunerate 
appropriately for the job role, reducing risk of 
unfair pay practices.

• Auditing the data to understand areas of risk and 
acting appropriately.
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REMOVING BARRIERS 

• Working with our recruitment partners to ensure our 
processes and recruitment sourcing is fair and we are 
doing everything we can to reach all talent.

• A review of our policies and procedures to ensure 
Communisis is seen as a long-term career option for 
our female talent.

• Acting to provide support internally to female talent 
to ensure they are able and inspired to grow long and 
rewarding careers with Communisis.

TO MEASURE OUR PROGRESS, WE WILL COMPLETE THE 
FOLLOWING ACTIONS AND CHECKS;

• We will target in our succession plans that every key 
role (Executive Board and the immediate level below) 
has at least one identified female potential successor.

• Business units will create action plans, to be agreed 
with the Chief Executive and Group HRD to address 
issues identified and actions to improve problems 
identified in the audits completed during the job 
levels implementation in 2018.

• We will hold ourselves to account on progress we 
are making, by reporting progress on our actions as 
described in this report and plans, and over time will 
report a 5-year trend showing the progress we are 
making.

        Andrew Neal
        Group HR Director


