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After a year of phenomenal growth  
and transformation, our strong 
performance is testament to the way 
our people have responded to the 
challenges of the past 18 months.

In turn, we have established a roadmap to improve our 
training and development at all levels across the business, 
and are focused on baking ED&I into everything we do 
around talent attraction, retention and development.

We continue to evolve and have outlined an ambitious 
manifesto with clear short and long term priorities.

Talented people

Nicole Andrews
Head of People
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Talented people continued

•  Develop our partners’ personal and professional skills and 
knowledge throughout their careers, providing ongoing 
support to help them achieve their full potential.

•  Reward people fairly within transparent and  
appropriate remuneration frameworks; remaining 
competitive and allowing for changing external pressures.

•  Embed a supportive culture which is inclusive, positive and 
fair; where opportunities are open to all, people can lead 
and are led effectively and change is well managed.

•  Provide an environment where health and wellbeing are 
actively promoted, where people feel engaged with the 
business and valued for their contribution.

Focus areas

We’ve worked hard to implement this strategy over the  
last 12 months, with a number of clear areas of success:

• Investing in specialist skill sets
•  Bringing our EDI vision to life
•  Activating our partner value proposition

Investing in specialist skill sets
To help drive and deliver our strategy, we appointed our 
first Director of Learning and Development and a Talent 
Attraction Lead. With a razor-sharp focus on attracting and 
retaining top talent, our newest recruits will ensure we build 
a culture that drives strategy, fuels engagement, and brings 
purpose into everything we do. 

Bringing exceptional people together by a shared 
purpose, shared values and the desire to make a 
difference sits at the very heart of who we are and  
what we do.

After a year of phenomenal growth, we continue to 
evolve and have emerged stronger, more agile, more 
innovative, and better able to respond to an ever-changing 
environment. 

Our continued focus on creating a great place to work has 
driven record levels of activity. This has truly been a year 
of transformation with a demonstrated commitment to 
become an inclusive, high-performing, more efficient and 
creative place of work.

A clear vision to drive success
At the heart of every organisation sit the people who make 
it great. With an ambitious manifesto, our people strategy 
acts as our roadmap and defines our aspirations and 
commitment to delivering meaningful strategic partnerships 
and service excellence.

The key themes for this strategy centre on living our values, 
maximising organisational capability and delivering an 
excellent employee experience.

Our people strategy
•  Achieve our business goals through a  

high-performing and flexible workforce.

•  Attract and retain the best people.

•  Provide induction and career support to  
give our people the best possible start.

Natasha joined Emperor at a 
time of growth and development 
to add further value to our 
business through our people. 
With ED&I as a huge part of 
the talent agenda – because a 
diverse workforce only brings 
more success through innovation 
– interview training for hiring 
managers and building diverse 
interview panels is an integral 
part of a positive recruitment 
experience and a focus to get 
underway in 2022. One key 
area has been implementing 
Emperor’s first ever Applicant 
Tracking System to transform  
the way we hire and how we 
build talent pools for the  
future of Emperor.

Natasha

Tessa

Tessa builds on our existing 
culture of learning with an 
approach that will amplify 
opportunities for everyone to 
continuously strengthen their 
skills. With an initial focus on 
career development frameworks, 
this year also saw the launch of 
key programmes including Pitch 
Stars and Becoming a Manager. 
2022 will see ongoing workplace 
learning and professional 
development with exciting 
initiatives such as mentoring 
and our inaugural Festival of 
Learning, combining camping 
and capability building. 

Director of Learning   
and Development 

Talent Attraction   
Lead 
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Bringing our EDI vision to life
Creating an EDI-rich culture is a priority for us. It underpins 
our purpose and we are proud of the unfailing support of 
our partners who champion an environment where we can 
all feel safe, happy and, ultimately, ourselves.

Our EDI roadmap is now operational and helps us to 
measure our achievements and shows us where we can 
be better. Created in consultation with our EDI Committee, 
this roadmap will ensure we approach EDI in a methodical 
and coordinated way and will see EDI infused within our 
business and beyond. 

Our EDI mission statement

We work closely with ambitious clients from across the 
world, in every imaginable sector. This has revealed a simple 
truth: the more determined an organisation is to develop 
an inclusive, diverse and reflective workforce, the more 
creative, innovative and successful it’s likely to be. We’ve 
also learned that even the most ambitious business has 
the potential to do better. Most of all, we understand the 
value of belonging. All of this is why we’re determined to 
be industry pioneers in equality, diversity and inclusion. And 
why, as a partner-owned business, it’s up to every one of us 
to make this happen.

Equality, diversity and inclusion. For great ambitions.

This year, our EDI activities have included: 

• Creation of an EDI Committee

• Strategic workshops

•  Hosted speaker events (for World Autism Month, Pride)

• Training workshops

•  Black History Month (BHM), including an Emperor-
sponsored BHM event: Influential and Remarkable Black 
Women event in partnership with the Aleto Foundation

• Menopause wellness capsule

• Race conversations continued

• #IamRemarkable workshops

• World Youth Skills workshop

• EDI survey

• World Mental Health Day

• Accessibility review for new offices

• onHand mentoring

• Early careers recruitment campaign

•  New family friendly parental policy including enhanced 
maternity and paternity leave and payments

During the year we 
focused on:  

•   Learning from 
each other: Regular 
opportunities for peer 
learning were brought to 
life with inspiration events 
such as our 3XTEN and 
Driving Client Success 
learning series.

•   Working to our strengths: 
We supported a number 
of people in leaning into 
their potential and making 
career switches. 

•   Qualifications and 
study leave: We funded 
professional qualifications 
through the Chartered 
Institute of Personnel and 
Development, and the 
Cambridge Institute for 
Sustainability Leadership

•   Growing our own: Over 
the last 12 months 9%  
of our people earned well- 
deserved promotions.

•   Bite-sized learning: We 
continued our popular 
series of lunch and learns 
with a combination of 
internal and external 
speakers.

•   Building expert 
capability: We focused 
on building industry 
knowledge across teams,  
with partners such as the 
IR Society. 

Go beyond your potential
 

There’s nothing better than seeing our colleagues 
exceed their own and others’ expectations of what they 
can achieve. As such, the career and working life of our 
people is incredibly important to us – as captured by our 
‘We help you go beyond your potential’ pledge. 

We’ve a strong track record of ‘growing our own’ and 
will always promote internally where we can. We want to 
offer endless possibilities for development. So, we provide 
opportunities for our people to learn new skills, explore 
new areas of the business and grow both personally and 
professionally. 

 Some of our EDI activities.
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WHAT 
DOES IT 
TAKE TO 
BE GREAT?

Job postings for social

DIGITAL 
PROJECT 
MANAGER 
LONDON thestudio@emperor.works

For great ambitions.

AMBITIONS
For great

Activating our partner value proposition

At Emperor we don’t have an employee value  
proposition or EVP. Ours is a PVP – a partner value 
proposition. This is an evolution of the great work bought 
to life through our vision, mission and values, employee 
ownership Charter, employer brand strategy and Pledge 
programmes. This year we refreshed our PVP to better 
reflect our purpose and inspiring culture.  

We want to be the agency  
of choice for ambitious talent. 

In other words, we’re looking  
for brilliant people who actively  
want to create great things  
with us.

This is why we’ve developed (and are 
always developing) a culture where  
you’re free to do, learn and achieve  
better. Our employee owned status  
helps us see working life differently, 
purposefully, collectively.

We’re able to own our ambitions  
and successes together. And that’s 
inspiring for everyone.

Emperor. 
For great ambitions.

Our partner  
value proposition

#3  
BENEFITS  
THAT INSPIRE 

Being rewarded and feeling 
recognised are two very 
different things. We want 
partners to be totally inspired 
by the benefits we offer. That’s 
why we offer a package that 
not only makes a positive 
impact to everyday life, but also 
adds up to something much 
greater during your career.

This is how we turn our PVP into reality

#1  
A CULTURE OF 
BELONGING

Being part of Emperor is 
something special. We want 
every partner to experience a 
sense of belonging; whoever 
they are, wherever they’re 
working from, whatever their 
role. With creativity, effort and 
empathy, we make the  
feeling real.

#2 
GROUNDBREAKING 
WORK

We’re here for great ambitions. 
This means supporting partners 
to achieve things that you have 
never done before. This isn’t just 
about the original work we’ll 
create, but how we’ll break new 
ground to create it. In you  
we trust.
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MALE

FEMALE

Lower-middle quartile

41.8%

58.2%

Lower quartile

MALE

FEMALE

33%

66.7%

MALE

FEMALE

Upper-middle quartile

52.7%

47.3%

Upper quartile

MALE

FEMALE

60%

40%

Pay quartiles by gender (%)

Talented people continued

Understanding our gender pay gap
In our 2020 annual report we made a commitment to our 
Emperor Partners and wider stakeholders to voluntarily 
publish our gender pay gap data.

What is the gender pay gap? 
The gender pay gap is the difference between the average 
hourly earnings of men and women. It is not the difference 
in pay between men and women for doing the same job. 
The gender pay gap is different from unequal pay which 
is when organisations pay men and women differently for 
carrying out equal work.

Snapshot results at 5 April 2021
Our initial gender pay gap results presented here consider 
everyone employed by Emperor at the snapshot date of 5 
April 2021. The next snapshot will be taken on 5 April 2022 
and published in our 2022 annual report. 

To ensure the accuracy and integrity of the results, we 
commissioned an independent firm of advisers, RSM, who 
calculated the figures using the government’s prescribed 
methodology.

Emperor’s pay gap is slightly higher than the ONS national 
average. It displays a typical shape across the four quartiles 
because we have more women in the lower-mid quartiles, 
and less women in the mid-upper quartiles.

21.8%
Mean

15.4%
Median

18.9%
Median

Emperor UK Gender Pay Gap*

* UK figures for 2021 published by the Office for National Statistics (ONS)

What we are doing with this information
There are many potential causes of gender pay gaps and 
our initial analysis is a crucial input in understanding where 
we need to improve. We are interrogating the underlying 
data to ensure that it informs our broader people strategy 
and EDI work, and we will continue to disclose our progress 
over the coming years.

Emperor has a clear people strategy (see page 53), and 
we aim to be industry pioneers in equality, diversity and 
inclusion. Over the past year we have established an EDI 
strategy and roadmap to measure our progress and identify 
where we can be better. 

We have already:

•  Introduced updated parental leave policies that are more 
generous and offer more flexibility for our partners

•  Taken steps to enhance our recruitment practices and 
procedures 

•  Sought partner feedback to shape Emperor’s approach  
to workplace learning and professional development 

“ The gender pay gap is the 
difference between the average 
hourly earnings of men and women. 
It is not the difference in pay 
between men and women for  
doing the same job.”
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Priorities for 2021/22

As we head into the new year, we are continuing the 
great work of the past 12 months and building on strong 
foundations and the newly expanded people team. Alongside 
this great work, we have identified a number of priorities.

Talent development
Building on our learning and development programme – 
activating our strategy to enable our partners to be their 
best, productive selves. 

We will create a talent attraction strategy, delivering our 
ambition to be an employer of choice. Related to this will 
be the foundation of the Rise programme; an industry-first, 
inclusive, early careers accredited training programme. 

We will also continue with our EDI strategy and roadmap, 
ensuring inclusivity and delivery of fair and accessible 
workplaces and practices.

Succession and leadership
As we look to support the onboarding of our new  
Co-CEOs, we will continue the wider succession planning 
process, building a strong pipeline of talent and experience 
within Emperor.

Wellness, benefits and reward
As we look to support our partners as best we can, we are 
working on a wellness strategy – a long-term approach to 
building a healthy workplace culture. Alongside that, we’re 
creating a new strategy to address Emperor’s approach to 
remuneration and benefits.

Digital transformation
As we continue to transform the people team, we will be 
implementing a new HR Information System and Applicant 
Tracking System to enable much-improved people analytics.

People and culture dashboard

As at 31 August 2021

Last year we added Talented People as a fourth strategic 
pillar and outlined an ambitious manifesto with clear 
short and long term priorities. We have made strong 
progress in a year when talent attraction, development 
and retention has come strongly into focus, with the 
phrase ‘the great resignation’ being used widely in 
business parlance. It was also a year when we hired a 
record number of people. The recruitment of our first 
ever Heads of Learning and Development and Talent 
Attraction have helped kick start a number of exciting 
new initiatives and also introduced more measurement 
into our talent strategy.

234
Permanent 
employees

1,616
Training hours 
delivered

12
Number of 
‘boomerangs’ 
People who have returned  
to Emperor

3.9yrs
Average length  
of service

9.7%
Employee  
turnover

6.9/10
Employee 
satisfaction

FULL 
TIME
210

PART
 TIME

24

Employment type

MALE
45%

FEMALE
55%

Gender

٠ ١٠٠

Age range

<25
12%

25-35
29%

36-45
25%

46-55
25%

55+
9%
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