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Introduction and overview
Communisis delivers industry-leading communications for every kind of 

customer with maximum impact and effectiveness. We are trusted by 

the world’s biggest and brightest brands and organisations with their 

most important communications. Right first time, delivered on time, with 

absolute precision. We currently employ c1300 people in the UK (who are 

in scope of these regulations), with another c170 outside the UK, spread 

over more than 60 locations. 

Diversity and Inclusivity are very important to Communisis and we aim 

to be truly representative of the markets we serve and the locations we 

operate in. We are proud of our continued Gold level accreditation with the 

Committed to Equality Organisation (C2E).

The UK gender pay gap regulations require companies employing over 250 

people to report their gender pay gap.

This year, employers are required to report on their gender pay gap 

information for the snapshot date of April 2020. Due to the pandemic, there 

is no legislative requirement to report the snapshot date of April 2019, and 

employers will be due to report the snapshot date of April 2021, before  

April 2022.

We are choosing to publish all three snapshot dates of April 2019, 2020 

and 2021 in this report. By doing so, we are now able to show five years of 

trending data for all measures, a commitment we made in our very first 

report for the snapshot date of April 2017. 

This report will lay out all our measures for the new periods, as well as show 

trends and add commentary. We will also lay out how we are working to 

continue improving our position. In the section following my comments 

there is a ‘Reporting Conditions’ narrative, which shares more about what 

we are reporting and why.

In summary, I am delighted that we show a reducing headline gender 

pay gap, well ahead of the UK average, which demonstrates the progress 

we have made. I am proud to lead an Executive Leadership Team in 

Communisis, where the composition is over 40% women.

As Chief Executive of Communisis, I can confirm that our data reported here 

is accurate and correct.

Phil Hoggarth 

Chief Executive (President OSG Europe)
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To interpret our gender pay gap information, it is useful to understand the 

recent corporate history of Communisis. In December 2018 Communisis were 

subject to an acquisition by OSG, an American private equity backed group. 

Prior to Dec 2018 Communisis Group was made up of several employing 

entities, under an overarching PLC organisation, which was FTSE listed. 

Based on the regulation requirements of the number of employees, we were only 

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 did not 

meet the threshold to report, we voluntarily declared our overall Group results for 

all relevant UK based employees to show our true overall gender pay position. 

For the snapshot years of 2019, 2020 and 2021 the reported numbers are for 

Communisis Limited which is now the ultimate employing entity in the UK. 

Comparison numbers for 2017 and 2018 are the Communisis Group number, 

allowing for a like for like comparison.

There have been several changes in the organisational structure of Communisis 

in previous years, some of which artificially distort the measures in a way which 

is not representative of the true position in the organisation. There are two key 

adjustments we have made to the data sets for 2019 and 2021. 

 

2019 

As a result of the acquisition, the bonus pay gap information is adjusted 

to remove the impact of the acceleration and termination of the executive 

LTIP scheme. This was an exceptional non re-occurring event, driven by the 

transaction and not representative of the business policy or custom and practice 

for business as usual bonus schemes.

2021 

Impacted by the pandemic and other organisational changes, Communisis made 

several material changes to its structure through the second half of 2020, and 

first quarter of 2021. Sadly, this meant some colleagues left the business through 

redundancy as roles were removed from the organisation. There were also 

material changes at an executive leadership level. At the snapshot date, a number 

of those colleagues remained on payroll, although their roles were removed, and 

they had no active role within the organisation. The adjusted number for 2021 

removes this impact to show a true picture of the actual employee base at the 

time of the snapshot.

All adjusted numbers are followed by ‘(A)’ in the comparison sections of 

this report. Our full reported numbers for 2021, reversing the impact of these 

adjustments can be found in Appendix One. These are also the numbers 

which have been reported to the Government Gender Pay Gap portal, as is our 

obligation under the legislation.

Reporting conditions
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Headline numbers and analysis
Gender pay gap 

2021 shows the progress we have made to close our gender pay gap.

2017 2018 2019 2020 2021

Mean 9.9% 10.4% 10.8% 9.8% 8.5% (A)

Median 11.1% 10.0% 11.4% 11.8% 10.0% (A)

The mean gender pay gap is the comparison of the average hourly 

rate of women, compared to men. The median gender pay gap 

shows the difference between the midpoint of the average hourly 

pay for women, compared to men.

Through 2017, 2018 and 2019, we broadly trended flat, with a small 

climb into 2019 as we felt the impact of corporate restructuring which 

reduced our footprint in the creative agency sector, where we typically 

had higher female leadership and senior representation. 

In 2020, we saw a movement to begin closing the gap, but these 

numbers were impacted by the global pandemic where we were 

addressing market challenges through tools such as furlough and 

voluntary pay cuts.

In 2021, we begin to see the impacts of our focus on better gender 

representation at a senior level. This 2021 adjusted number is a truer 

reflection of the current state of the organisation.

Communisis gender pay gap has always been driven by under-

representation of women in senior leadership roles and we are proud 

that following changes made in H2 of 2020, our Executive Leadership 

team, reporting into Phil Hoggarth (CEO) has now reached a 60/40 

men/women split. This is representative of the gender split of the 

organisation as a whole. 
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Headline numbers and analysis
Bonus pay gap 

As a lagging measure, covering the 12 months preceding the snapshot 

date, we expect to see positive progress in these metrics as the impact of 

our changes in the last 24 months is felt, and as we move through the post 

pandemic period into more stable trading conditions.

2017 2018 2019 2020 2021

Mean 45.6% 31.2% 0.90% (A) -160.7% 35.6%

Median 15.4% 40.4% 25% (A) 0.00% 0.8%
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These numbers are less easy to interpret and are materially 

impacted by the earlier referenced corporate activity, market 

conditions and the impact of COVID. 

In early 2020, we took the decision to defer some pay and cash 

rewards due to COVID, and as result they did not fall into 2020 

snapshot period (driving the negative ‘mean’ number) and rolled into 

the 2021 snapshot period. 

The 2021 number is an unadjusted number as it reflects a backward 

looking period, during which the changes were being made, but not 

completed, so it is appropriate to show an unadjusted number – 

additionally making sure the impact of the 2020 deferral decision is 

recognised.

We remain comfortable that we have a fair reward policy and 

processes in place, and variation is driven by the representation split 

at senior level. As outlined in the gender pay gap section, the changes 

we have made to senior leadership through the last two years means 

that we anticipate future bonus pay gap movement will be a positive 

change to being more balanced.

Bonus pay gap - Mean/median variation
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Headline numbers and analysis
Proportion of women and men receiving bonus pay

2017 2018 2019 2020 2021

Proportion of women 

receiving bonus pay
63.0% 59.0% 41.4% (A) 16.0% 2.5%

Proportion of men 

receiving bonus pay
69.3% 65.6% 41.0% (A) 24.5% 3.30%
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We have always been strong in having 

close levels of reward between women 

and men in this measure. 

The impacts as described previously 

in the bonus pay gap section regards 

the change of ownership status, which 

resulted in a change to rewards schemes, 

followed by the impact of COVID shows a 

reducing level of payments. However, the 

close relationship between gender award 

remains broadly consistent.

We expect to see that increase on a number 

of awards in the future and close the gap 

between men and women due the impact 

of the changes made at senior leadership 

level in the last 24 months.

Proportion of women and men receiving bonus pay
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Our future focussed reward and 
recognition programme will 
also ensure we continue to show 
progress on this measure.
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• A move to more digitalisation and digital service lines, requiring a more 

technology led workforce, meaning recruiting in a sector which is one of the 

hardest challenged to develop and grow female talent.

We acknowledge that we have work to do here to be able to continue to see 

improved performance in reducing our gender pay gap, and that will be outlined 

in our ‘Closing the Gap’ and ‘Future Focus’ sections.

Headline numbers and analysis
Pay quartiles
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Given the changes in the corporate structure and the impact 

of the pandemic, it is better to take a long term view of our 

pay quartile performance. Disappointingly we see a reduction 

in female representation in all but one of the pay quartiles 

across the five year period. In the Upper middle we see a small 

increase. 

It is important to note, that these pay quartiles only capture 

‘relevant employees’ under the definitions of the regulations, 

and therefore do not capture a full business picture.  Relevant 

employees are colleagues who received their normal pay in 

that period, so for instance excludes colleagues on maternity 

leave where they are receiving statutory maternity pay.

The key drivers for these changes over the five year time 

period, in the context of a reducing headline gender pay gap 

are;

• Our efforts to grow senior female leaders has been 

successful, but the data suggests our mid-level efforts and 

the backfill of those senior succession plans has not led to 

more women joining the business.

• A reduced level of group activity in more typically female 

led spaces such as the creative industry.
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Headline numbers and analysis
Pay quartiles 

Work to do on focussing our efforts to address the balance across all pay quartiles.

2017 2018 2019 2020 2021

Upper quartile
Women 36.6% 34.1% 30.6% 33.0% 31.4% (A)

Men 63.4% 65.9% 69.4% 67.0% 68.6% (A)

2017 2018 2019 2020 2021

Upper middle 

quartile

Women 34.2% 35.7% 33.3% 33.3% 34.4% (A)

Men 65.8% 64.3% 66.7% 66.7% 65.6% (A)

2017 2018 2019 2020 2021

Lower middle 

quartile

Women 40.3% 38.3% 39.9% 38.5% 39.5% (A)

Men 59.7% 61.7% 60.1% 61.5% 60.5% (A)

2017 2018 2019 2020 2021

Lower quartile
Women 46.2% 46.3% 42.9% 41.4% 41.5% (A)

Men 53.8% 53.7% 57.1% 58.6% 58.5% (A)
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Communisis is committed to Diversity and Inclusivity and we are proud to retain our Gold level accreditation from the 

Committed to equality organisation. Each year we open ourselves to audit, the outcome of which helps to generate the focus 

and improvements we will seek to make.

Over recent times we have seen some significant improvements in our organisation designed to inspire our future women leaders, 

make Communisis a more gender inclusive workplace, as well as removing barriers for all colleagues but in particular women, from 

having rewarding careers. We have;

• Improved our board gender diversity to a position of over 40% women populating the team working for the CEO (up from  

c10% historically)

• Doubled our full paid maternity (from 6 weeks to 12 weeks) and paternity leave periods (from 1 week to 2 weeks)

• Fully embraced shared parental leave

• Created and launched a new mentoring platform for all colleagues

• Developed with colleague input a new Menopause Policy

• Embraced new ways of working post pandemic, and launched new hybrid working arrangements designed to support all 

colleagues, but particularly women who have been acknowledged to have been harder hit career wise due to COVID

• Worked collaboratively with key clients and external third parties to focus our efforts and share best practice

Closing the gap
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Future focus
Our work on Diversity and Inclusivity is now part of our Responsible Business 

Strategy which is formed of seven core pillars, with D&I and Health and Wellbeing 

being two of these.  Led by our Director of Responsible Business, each pillar will 

have an Executive sponsor.

Our focus for people matters across our organisation as we move forward post 

pandemic, is to include our colleagues input into key decisions and policy changes. 

We are rebuilding our people organisation from the bottom up in a new and 

changing world. 

We have colleague driven committees focussed on key areas; Reward and 

Recognition, Growth and Innovation, Charity, and Vision & Mission.  Diversity and 

Inclusivity is no different and our key focus for the remainder or 2021 and into 2022 will 

be to understand what is critical and important to our colleagues.

That understanding will focus our approach, but our objective is clear;

• To build an inclusive workplace where colleagues are free to bring themselves  

to work

• To help educate and guide our colleagues, empowering them to act in an  

inclusive way

• To establish metrics and monitoring, and improve on measures across all 

demographics including gender, which show our inclusive workplace is creating 

an equitable environment and a place people can have rewarding careers

Doing further analysis on the data and understanding the drivers will be critical to 

underpinning our work moving forward. Specifically, in 2021 and into 2022 amongst 

our wider Responsible Business Plans we will approach the following projects and 

actions to drive further improvement.

• Create and host regular ‘listening sessions’ to enable a safe and confidential place 

where colleagues can share their thoughts and observations on how Communisis 

can improve our Diversity and Inclusivity approach

• Agree and set targets for gender balance on candidate shortlists for roles and at 

levels which will address our pay quartiles challenges

• Agree and set a level for which recruitment (internal and external) must involve a 

mixed gender decision making panel

• Committing to using external benchmarking data when agreeing new salaries for 

all internal promotions/job moves 

• To drive further improvements in our organisation, policies, and processes, we 

have formed a partnership with DIAL Global, who operate a global community 

for Diverse Inclusive Aspirational Leaders. Their purpose is to create a more open, 

diverse, and inclusive society and help organisations grow authentic cultures to 

unlock more innovation, more creativity, and more profitability. This will provide 

access to expertise, tools and thought leadership.

We look forward to updating on progress on plans in future reports.
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Appendix 1
Unadjusted 2021 results

Pay quartiles
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Upper 
quartile

67.9%

32.1%
Upper 
middle 

quartile

67%

33%

Lower 
middle 

quartile

61.3%

38.7% Lower 
quartile

42.4%

57.6%

Gender pay gap

Mean gender pay gap:   11.4%
Median gender pay gap:  15.7%

Bonus pay gap

Mean bonus pay gap:   35.6%
Median bonus pay gap:  0.8%

Proportion of men and women receiving bonus pay

Men     2.5%
Women    3.3%

Men Women
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