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Our Race Equality Pledge 

Our values as a business are clear. We pursue 
equality, diversity and inclusion with great vigour 
across gender, race and sexuality. In the 18 years we 
have operated, we have supported and welcomed 
continued improvements in equality, diversity, 
inclusion and tolerance by companies, communities 
and governments in all the markets in which we 
operate, and we will continue to do so.

In the summer of 2020, following the brutal murders 
of George Floyd and others and the Black Lives Matter 
protests, we have worked with our Four BAME staff 
group to ensure that our race equality policies are fit 
for purpose and to put in place an action plan for the 
future to promote greater race equality, transparency 
and positive action.

As our head of HR, Marcia La-Rose, 
put it to an all staff meeting: “As 
an agency Four has always had its 
eyes wide open regarding racial 
equality but this summer we 
needed to ask ourselves whether 
they were open enough.”

A three month project has resulted in the publication 
of this policy document – Our Race Equality Pledge – 
which outlines our policies, pledges and targets for 
the next three years.

Thank you to the members of the Four BAME group, 
with particular mentions to Frances Shondé and Titilope 
Ogunnaike, for the invaluable input and guidance.

What we believe

We all share a love of communication and common 
beliefs which are encapsulated by our company EPIC 
values – expertise, partnership, intelligence and 
community. We are great believers in diversity and 
inclusion– across age, gender, sexuality and ethnic 
background – and also across the way we think  
and act. 

We pursue equality, diversity and inclusion with great 
vigour but need to continue to challenge ourselves to 
go further. Our Four Gender Equality, Four LGBT+ and 
Four BAME initiatives and staff groups sit at the heart 
of this agenda.

At Four we want to reflect the diversity of the regions 
we operate in. In the UK as a whole (and in the UAE) 
we largely achieve this and our BAME representation 
is good in comparison to national and industry 
statistics. However, a large number of our staff live 
or work in London and we know we have much more 
to do to become more representative of the capital. 
As a result we are setting ourselves challenging but 
achievable three year targets which are outlined in 
this document.

Of course, this is about much more than numbers. 
We are also introducing new policies to address the 
way we work and act, our creative output and our 
recruitment processes. There is no place for racism 
at Four and one key commitment is to introduce 
compulsory unconscious bias training for all staff in 
the UK in addition to the existing respect training 
which we run.

We want to play our part in helping to eradicate 
racism in the UK and offering equal opportunities to 
people from all backgrounds. Our industry needs huge 
change in this area and is crying out for many more 
Black, Asian and other diverse voices at all levels 
of the agency world. We need to attract, develop 
and retain the very best talent from all parts of 
society. And while people work at Four, they should 
be able to communicate openly, express themselves 
unencumbered and be themselves without fear of 
judgement, bias or discrimination. 
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Our Race Equality Pledge 

Our commitments

1.  We will publish our ethnic diversity data  
every six months starting in September 2020.  
This will include:

• Overall BAME representation worldwide

• UK and London-specific figures

• UK figures broken down by ethnic groups (using 
the Census definitions)

• Figures for client facing staff compared with 
central teams

• Board representation

A diversity self-identification survey has already been 
conducted in London as part of a wide diversity 
survey. This will be conducted every six months and 
we will ask new recruits to self-identify upon joining.

2.  We have set three year targets for BAME 
representation in the agency which are included 
in this document and include targets for:

• The UK

• London

• Client-facing staff

We are also looking at targets for each board and each 
business unit. The business unit targets will ultimately 
be the same or higher than the client-facing staff 
target – however the journey will take longer in some 
units while others already exceed the overall target 
and could be challenged further.

3.  We have reviewed all our recruitment, retention 
and other HR policies and with immediate effect 
we are introducing the following:

• All recruitment will be administered centrally by 
the HR team 

• Applications sent by HR to the teams for review 
will include ‘blind’ CVs and covering letters

• We have introduced our own version of the 
‘Rooney Rule’ which means that at least one BAME 
candidate will be interviewed for a role where this 
is possible (eg. where we have applications from 
BAME candidates)

• We will actively seek out BAME candidates and 
contact them via LinkedIn and other channels

• While most job applications are advertised only 
on our own channels, where we have difficulty in 
attracting BAME applications we will use channels 
such as BYP Network 

•  We aim to hire a new diversity & inclusion  
development manager from January 2021 who 
will oversee recruitment, career development and 
retention programmes for candidates from diverse 
backgrounds (including BAME)

•  We have a good track record in recruiting BAME 
graduate candidates. We will aim to ensure that 
at least 30% of candidates invited to our graduate 
days are from BAME backgrounds. We are working 
with Four BAME to also agree and target specific 
universities with a high proportion of BAME students 

4.  Putting in place a training programme to combat 
unconscious bias

• We will start compulsory unconscious bias training 
for all staff in September/October 2020 starting 
with our most senior staff first. The training 
provider is being selected jointly by the Four BAME 
and HR teams

5.  Review of our own output

•  By the end of 2020 we are conducting a review 
of our creative output for our own marketing and 
for client materials and will be issuing diversity 
guidelines to all creative staff and content creators

6.  We will publish our ethnic pay gap (and gender 
pay gap) for 2021.

We will aim to ensure that at 
least 30% of candidates invited 
to our graduate days are from 

BAME backgrounds. 
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Our Race Equality Pledge 

Setting BAME targets

We are aware of the arguments for and against setting BAME targets. Following much discussion we believe targets 
are right for Four – we want a transparent and clear goal and we want to challenge ourselves. Of course, numbers 
are only part of pledges and we will not achieve the recruitment, development,  retention and inclusion of 
outstanding BAME talent without the other measures we are putting in place.

We have looked at targets other agencies and organisations have set for context – but published targets appear to 
be a rarity and in the main not very ambitious. Some targets which have guided us include:

• The BBC = 20% of non-screen workforce would come from under-represented groups including BAME
communities, disabled people and those from a disadvantaged socio-economic background by 2023

• The IPA = 15% of people in leadership positions and 25% of new recruits to be BAME

• Channel 4 = 20% of workforce to be BAME by 2023

We have also been guided by the McGregor Smith Review. Race in the Workplace was published in 2017 and sets 
targets for national organisations in the UK for 14% employees to be BAME rising to 20% by 2050. The review also 
outlines the differences that should be considered in areas of low BAME density (such as Wales) where 14% of 
the workforce is unrealistic. Similarly in urban areas with high BAME populations such as London, Birmingham or 
Manchester, aiming for 14% would be neither representative nor ambitious enough. 

PR and communications is one part of our service offering and PR Week published data earlier this year which 
highlights the significant problem this sector has. Currently only 10.6% of the workforce in this sector is BAME.

Some members of our Four BAME staff group
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Our current BAME data – September 2020

We are publishing our ethnic diversity data for the first time in September 2020 and will repeat the exercise at 
least every six months. 

Currently 28.9% of Four staff worldwide are BAME and 21.1% in the UK. While BAME representation is higher at Four 
in the UK than the UK population average, we need to be mindful that a large majority of our staff live or work in 
London where the GLA estimates the BAME population will reach 44% by 2021.

We have analysed the data for our central teams v our client-facing staff.  This is important to ensure that we have 
BAME representation in all functions and in particular among staff dealing with the clients of the agency. There is 
significant work to be done to increase the BAME numbers in some units on the client side of the business.

Our business in the UK is divided into six business units (in addition to the central teams which include finance, HR, IT, 
strategy, marketing, legal and tenders). We have also looked at the number of BAME staff in each business unit.

UK population estimates 
2019 - ONS

Four - UK -  
September 2020

Four - worldwide - 
September 2020

All BAME 15.2% 21.1% 28.9%

All white 84.9% 79.9% 71.1%

UK only % BAME

Central teams 48.8%

Client facing teams 15.1%

By unit in the UK % BAME

Central teams 48.8%

Health 24.5%

Property 21.9%

UK population overall 15.2%

PACE 14.5%

Lifestyle 11.1%

Corporate & financial 9.1%

Social purpose 4.8%
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Our targets 2020 - 2023

We have set ambitious, yet achievable, targets for the next three years which are set out in the table below. 
Overall our UK target by 2023 will be to have 25% of our workforce from a BAME background. In London the target 
is 30% and in all our client-facing units there will be a minimum target of 20%.

The increases by end of 2021 are slightly lower than the following years as we anticipate recruitment will be slower as a result 
of the pandemic. 

In addition, we are setting targets for representation for each of our boards (group board, executive committee, operating 
board and unit boards) and our business units and will be reporting those on a six-monthly basis. Currently we have no BAME 
representation on our group board or executive committee but around 9-10% of directors on our operating board are BAME.

Finally, a note on the terminology we have used in our policy. We are conscious of the limitations of terms such as BAME, 
BME and POC. For the purpose of this document we have used BAME to address our overall efforts to affect positive change 
with regards to racial representation at Four. We do not look at Black, Asian, mixed race and other ethnic minorities as 
one homogenous group. We are aware that representation challenges vary and that people within these communities have 
different experiences and face different forms of prejudice and discrimination that also intersect with other societal issues. 
Our Race Equality Pledge is designed to reflect these different communities and to look deeply into diverse ethnic and racial 
representation.

Population figure Four – by end 2021 Four – by end 2022 Four – by end 2023

UK overall 15.2% 22% 23.5% 25%

London 44% (GLA 2021 est) 24% 27% 30%

Client 
facing 
teams

N/A 16% 18% 20%
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If you would like to know more about  
Our Race Equality Pledge please contact 
info@fourcommunications.com
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