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•	 Conduct a wage review within the last two years or within the 
next 12 months

•	 Ensure true pay equity by rectifying like-for-like disparities or to 
do so following review

•	 Commit to advancing pay equity through collaboration, com-
munication, and continued identification and promotion of best 
practices to close the wage gap in the advertising industry

In partnership with the current 3% Pledge 
for Pay Equity agencies, we have created this 
report to shed light on the opportunities and 
challenges of delivering fair pay to our talent 
so that no one can say “It can’t be done.”

We are on a mission to move the entire 
advertising industry towards pay equity. An 
admittedly audacious goal, but an aspiration 
built on the fertile soil of The 3% Movement 
and its fierce community of women and men. 
It’s about transparency and leadership and 
fairness. Together onward!

Amanda Enayati, 
Head of Culture Innovation
The 3% Movement

 ne of the most persistent and startling findings from our work 
with agencies around the country is the heavy toll the perception 
of unequal pay takes on employees’ satisfaction, productivity, 

engagement, and loyalty. This is true even when objectively there is 
no disparity, but that reality is not being communicated.

The 3% Pledge for Pay Equity began with a question: How do we get 
more advertising agencies to commit to pay equity – and do so openly?   

In September 2018, we began reaching out to scores of agency leaders. 
By the time The 3% Conference rolled around in November 2018, 
17 agencies had joined as Founding Members of the 3% Pledge for 
Pay Equity. The Founding Members represent three major holding 
companies, as well as numerous independents, with employees 
numbering from dozens to thousands. As of April 2019, three more 
agencies have joined and more have reached out to learn how they 
can get involved. 

Those agencies that sign the 3% Pledge for Pay Equity commit to 
upholding three distinct pillars, pledging to: 

The 3% Pledge
for Pay Equity is 

impacting nearly 
20,000 paychecks 

... and growing. 
Sunlight, everyday.

O
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For this report, we interviewed fifteen 3% Pledge for Equity 
member agencies about their experiences with pay equity. 
We promised confidentiality, noting we were looking for trends, 
patterns and insights that would serve all agencies.  

We spoke to individuals who have been close to the pay equity 
process at their agencies, including company and HR leaders, 
CEOs, CFOs and CCOs, among others. They generously gave 
us their time and insights, sharing their stories and experiences, 
deepest challenges and great joys.

We asked each of the interviewees the same questions: 

2

MEthodology

•	 How did pay  equity efforts get started at  your agency? 

•	 What has been the most unexpected outcome, if any?

•	 What has been your biggest challenge in creating wage 
equity at your agency? If you solved it, how did you solve it?

•	 What has been the biggest benefit or payoff?

•	 What do you wish existed to help your pay equity efforts?   

•	 Is there anything you want to share with others in 
the industry? 

The insights provided represent a range of findings from dozens 
of hours of interviews. For an insight to be included, it must 
have been mentioned by at least three agencies. All attributed 
quotes are shared with the speakers’ express permission, 
and non-attributed entries are the amalgamation of at least two 
or more insights, edited to preserve confidentiality. 

The insights gathered were deeper and richer than our highest 
expectations – and for that we are grateful to the leadership 
and generosity of each and every one of the 3% Pledge for Pay 
Equity member agencies. Together, we are making significant,  
systemic change.

3
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Founding agencies
the 3% Pledge for Pay Equity

2019 3% Pledge for Pay Equity AGENCiES
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In the wake of #MeToo and Time’s Up, we are living in a watershed moment in our culture. Power is 
no longer vertical, but rather democratized across departments, companies, and even industries.  
Employees have online tools such as Fishbowl or private Facebook Groups to share experiences and  
wisdom, as well as complaints and concerns. There is no going back to the way things were and pay 
equity is at the top of the list of talent concerns.

10 Takeaways

1
There is no going back

Millennials and Gen Z are radically open about how much they make and are changing long-standing 
workplace rules and etiquette around pay. Who is being paid what is no longer a side conversation. 
Sharing and discussing what you make is fast becoming the norm. Like it or not, transparency is here 
as a powerful force with the potential to create trust and goodwill or to serve as a destructive force, 
depending on the realities of your culture. 

2
Transparency is the norm

Talent was once willing to make tradeoffs such as unwieldy work hours in exchange for big paychecks. 
But HR leaders are seeing a resistance among rising talent to the notion that there is a tradeoff between 
higher pay and culture or perks. Employees are altering their expectation of the employer/employee 
contract. To be “all-in,” they won’t take anything less than a culture that aligns with their values, 
including healthy work/life integration, a sense of belonging, AND fair pay.  

3
Today’s talent expects both fair pay AND a great culture

Millennials and Gen Z are driven to work for companies whose values align with their own. Most com- 
panies extol their purpose, values and culture. But what does it look like in practice? Pay equity puts 
action against words and intentions. 

4
Pay equity is tangible proof of your culture

If the people at the very top do not believe in pay equity, the effort falls apart. And, if the CEO doesn’t 
believe in pay equity, it doesn’t happen. Pay equity as a priority – or its absence – is a powerful indicator 
of the kind of leaders you have at your company. Wage equity can’t be isolated in HR. It must be owned 
by everyone at every level starting at the top.

5
Pay equity reflects the values of the leaders
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Whether they are facing real or perceived pay inequality, employee satisfaction and productivity is 
deeply impacted. Lack of transparency around pay equity also takes a heavy toll on talents’ engagement 
and loyalty. At a time when the need for retaining top talent has never been greater, pay equity 
is a powerful salve for your current talent and can be a powerful recruiting tool for those whom you are 
trying to attract. 

Pay inequality impacts engagement and loyalty

Make no mistake, achieving pay equity is a heavy lift and requires ongoing vigilance. There appears to 
be a correlation between pay equity as a value and the health of your company’s diversity, inclusion 
and belonging initiatives. Additionally, there is evidence that pay equity gets easier as the health 
of your D&I efforts gets better. In other words, pay equity is foundational to creating cultures of 
belonging and cultures of belonging make pay equity easier over time.

7

6

The pay equity process can be hard

The belief in the exceptionalism of creatives has created a Wild West reality for how they are paid. He 
who negotiates best, wins. How to fairly pay and promote creatives, including structured compensation 
systems and salary ranges, are baffling nearly everyone. Agencies of every size are desperate for 
collaboration on this front. Guides that are currently available are seen by many as incomplete, 
inaccurate or dated, but “they’re the best we have right now.” 
 

8
Pay equity is hardest in the creative departments

HR leaders continue to see women undervaluing themselves during salary negotiations (at hiring 
and during promotions), but they also report seeing women and younger generations negotiating more 
and better because of ongoing education and awareness campaigns by organizations like 3%. Taking 
advantage of an individual’s inability to negotiate the best for themselves threatens hard-won pay 
equity efforts. It is also increasingly seen by HR leaders as unacceptable. Savvy companies are filling in 
the blanks and offering talent what they rightfully deserve and the result is high loyalty and satisfaction.

9
Women are negotiating better

Engaging in wage inequality is akin to seeking profitability “on the backs of women and people of 
color.” If we pay certain employees more than others in order to maintain our balance sheets, the 
question of whether or not to ensure you have pay equity comes down to – who do we, and who don’t 
we value.

10
Pay equity is justice

10 Takeaways (continued)
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FROM THE ROAD TO PAY 
EQUITY IN ADVERTISING

INSIGHTS
The following 10 pages are combined, edited 
and anonymized quotes from our interviews 
with 3% Pledge for Pay Equity members.
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1 We had been talking about pay equity for a long 
time. What changed for us in the past few years is the 
conversation around it because of the climate of 
the country. Because of #MeToo and Time’s Up, the 
conversation changed overnight.

...

The laws are catching up and we felt we needed to get 
ahead of the laws. 

...

If people aren’t going after pay equity, it’s probably 
because they know they have giant pay gaps – but even 
aside from it being fair and just, you have to ask yourself, 
how long can I outrun this? 

...

It’s so different than 20 or even 10 years ago. People talk. 
...

We are all losing so much talent to clients and tech, 
and practices like wage equity can really help us create 
a united front from an industry standpoint to keep 
our talent. 

there’s no 
going back

It’s not just about gender; 
we are committed to gender 
and race, age, tenure. It is 
about intersectionality and 
the fully inclusive approach. 
Sometimes it can feel like 
the Wild West.” 
— Michele Prota
    Global Board Member, Talent, Forsman & Bodenfors

“
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Millennials and Gen Z are radically open about how much 
they make and they are changing the rules of the workplace.

...

It’s increasingly impossible to hide what you’re paying 
people. I grew up in an era where you didn’t talk to people 
about how much money they make – not friends externally 
and certainly not the people you work with. But it’s a different 
world now and you can’t avoid the visibility issue.

...

If you fear transparency because you worry about 
litigation and liability, then you have bigger concerns than 
transparency.  

...

I’d hate to have a woman – or anyone else for that matter – 
finding out she makes less and telling that story publicly. 

...

We are transparent when we talk about wage equity. 
It was uncomfortable at first, but now it’s very much a way of 
being. It was freeing for the members of our team who have 
come from other agencies.  

...

There was always the whisper of people’s compensation but 
because of the [3% Pay Equity] pledge, it has become much 
more acceptable to have those conversations and it’s easier 
for HR to have those conversations. It’s been good for us. 

...

I’d hate to have a woman leave us because she finds out 
we’re paying her male peers more.  

...

The transparency has dramatically reduced office politics. 
...

The amount of goodwill generated from an open and 
transparent culture is immeasurable. The payoff is in the  
recruitment and retention of talent. 

Transparency is critical to 
culture. There are two kinds 
of people: energy givers and 
energy takers. I’m trying to 
build a culture of energy 
givers, and transparency 
is key for them.”
— Kelly Fredrickson
    President, MullenLowe

“

transparency 
is the norm
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It’s delightful to free people from being worried about 
what’s happening across the office or desk, and instead, 
focused on the impact that they can have.  

...

Since we announced pay equity, we have noticed that people 
have been more diligent about asking, “is what I’m making 
fair, relative to what my peers are making?” 

... 
One trend I see as interesting is when the millennials were 
coming up, they were okay taking a lower salary because 
of the perks. We’re seeing a shift and now it’s less about the 
perks and more about doing their research and choosing 
a company based on that company’s values and what it 
stands for. 

...

People perk up when I tell them we donate a percentage of 
our company’s resources. They are really excited about the 
ability to do something for others. 

...

The biggest benefit was being able to put a stake in the 
ground and say we signed the pay equity pledge and if 
you have a problem, please reach out to HR and have a 
conversation. It’s out in the open and transparency is good 
for our culture. 

...

It started as an organic outgrowth of our conversation 
around the kind of organization we want to be. We have a lot 
of female leaders and gender equity is really important to us. 
So [we asked ourselves], what’s next?

When it comes to issues 
like this, it’s even more 
powerful being vulnerable 
and open … We might not 
have all the answers and 
we’re not perfect, but 
here’s what we’re trying to 
do and where we’re trying 
to go. If your intentions are 
good and there are clear 
efforts to get there, 
your employees 
respond to that.”
— Chris Sinclair
     Vice President, People & Culture, PMG

“

2

Today’s Talent 
Expects Both Fair Pay 
AND a Great Culture

10
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4
For us, pay equity became one way to measure the health 
of our diversity, inclusion and belonging initiatives. I think the 
people we’re trying to recruit and our clients will be using it to 
measure the value of our organization and our leadership – 
if they aren’t already.   

...

Wage equity is as much a mindset as it is a functional benefit. 
So you have to recalibrate the way you think of your most 
important asset, which is 
the people who work for 
you. That’s where all the 
relationships and ideas 
come from. It’s changing 
the mindset from a function 
of payroll to a function of 
inspiration. It is a radically 
different way of going 
about it.

...

You can talk about your 
company values around 
diversity and inclusion all 
you want, but … we have 
noticed a correlation between pay equity as a value that’s 
actively being worked on and how our diversity and inclusion 
initiatives are working. Which makes sense if you think 
about it. 

...

Internally we are proud. There is peace of mind. If the salaries 
got printed out and someone accidentally saw something, 
I want there to be a justification that myself and department 
heads can defend. 

The important pay equity issue 
right now in our industry and 
our country is about turning 
good intentions into action.”
— Megan Blacksher
     Chief Talent Officer, WongDoody

“

2

Pay Equity 
is Tangible 
Proof of 
Your Culture

Generally speaking, we have an open and transparent 
culture, but when it comes to more senstitive issues like this, 
being vulnerable and open is even more powerful. 

...

Transparent cultures are good for retention and 
engagement; pay equity is our strategy for attracting and 
retaining top talent.

                                                                    ...

We all talk a good game 
about our values, but pay 
equity became a way for us 
to measure whether we’re 
living them.

...

From the beginning, we 
believed in the business 
impact of pay equity and we 
have not been wrong.

...

Good intentions don’t pay 
the bills and don’t make up 
the 20%+ wage difference, 
so let’s create a safe space 

where people can audit their pay practices, learn where 
their blind spots are and try to get ahead by making 
a plan to improve things rather than waiting for good 
intentions to carry us through. 

...

It has helped empower employees at every level of our 
organization to not only feel they’re being taken care of at a 
baseline – that’s table stakes – but it’s empowered them to 
step up and advocate for themselves.
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5
Whether or not pay equity is a 
priority is as good an indicator 
as any I’ve seen about the kind of 
leaders you have at your company.

...

With an initiative like pay equity 
– and any company value-based 
initiative – if the person at the tip 
top doesn’t believe it’s a priority, 
it falls into a certain department. 
And then it becomes impossible to 
do. Our CEO and CCO firmly believe 
in pay equity and it has been good 
for us. They talk openly about it and 
feel passionately about it. 

...

Having a lot of female leaders 
helped kick off the conversation 
for us. 

...

We’re over 50% women and have a strong female and 
leadership presence in our city. 

...

Our [male] CEO came up to me and said, I feel strongly 
about this. Can we do it? And I said, of course we can.  

If the person at 
the very top doesn’t 
believe wage equity
is a priority, it 
becomes harder – 
impossible, really 
– to continue to 
close that gap.”
— Amanda Speer
     Senior Creative Recruiter, Mekanism

“

2

Pay Equity 
Reflects the
Values of 
the Leaders

We have a female co-founder and 
from the beginning there was never 
a question of one person being 
paid more or less. All our hiring 
followed suit.  

...

Our holding company provided us 
with a pay parity survey. 

...

It was not an active topic prior to 
3% reaching out, but when it came 
up, it was easy to say yes.

...

Our board is progressive and smart, 
and it is one of the things that 
sets our culture apart and moves 
us forward. 

...

Women and people of color already know this is a problem. 
What we need is men, who are in these positions of power, 
using their voices to solve for equity. Men are going to 
be the largest advocates for change – and not just because 
so many are in positions of power. This isn’t a problem that 
will be solved by women or people of color alone, but it 
can and will be solved by us collectively. 
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6 We found the amount of goodwill generated from 
an open and transparent culture to be immeasurable. 
The payoff is in recruitment and retention of talent.  

...

Doing the right thing is the obvious benefit of wage 
equity. Aside from that, it’s a retention and attraction 
issue for talent.

...

Pay equity is also about creating a culture of trust and 
fairness. If they trust you, people will stay engaged and 
that’s even more important for women and people of 
color.  

...

The goodwill and engagement of the employees 
definitely benefited. Everyone participated in our effort 
in their own way. We will continue to have benefits in 
terms of engagement and retention and recruitment of 
talented female leaders. 

...

This is not exactly an industry known for low turnover. 
I don’t know that we’ve seen it yet, but it will be 
fascinating to watch turnover rates for agencies with 
pay equity.  

The biggest challenge is time. This work 
requires nuanced thinking and you can’t 
just flip the switch and fix it in one 
swoop. It takes time and commitment… 
Every step you take forward matters.”
— Caroline Dettman
     Chief Creative and Community Officer, Golin

“

2

Pay Inequality 
Impacts 
Engagement
and Loyalty
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I always used to think, of course we don’t have a gender parity 
issue here. It’s not who we are. Uncovering disparity is an 
aha moment. And where I’m challenged and fully engaged 
is in figuring out the various roots of those disparities and 
addressing them.  

...

From self-audits, surveys and software tools to engaging 
professional auditors and corporate legal counsel, there is 
no standard way to conduct a pay equity analysis.

...

When you do anything like this, you have a moment where 
you jump in and say, we are going to do this and it’s the 
right thing to do. And then you hold your breath and hope 
there isn’t anything really bad. We were prepared to go back, 
if necessary, and have a conversation, apologize, say here’s 
what happened and how we’re fixing it. One of the pleasant 
surprises was there were no holy shit moments.

...

We brought in outside speakers and experts to talk about 
how important it is to embrace being uncomfortable and we 
are making a go of it. You have to get people’s heads around 
the discomfort before you make any real change. 

The challenge with salaries and pay equity is 
that in our industry, it’s about art, not science. 
It can be very subjective. It’s important that 
we consider objective criteria as well as the 
subjective. How do you evaluate one person’s 
creative talent vs. another without bringing all 
of your preferences – and biases – to the table. 
That is the question we’re looking to answer.”
— Barb Rozman-Stokes
     Chief People Officer, Campbell Ewald

“

The Pay Equity 
Process Can Be Hard 

I like this, I’m on board, but what worries me is that there isn’t 
a standardized approach so I’m out here in the wilderness 
doing it the best way I know how. Is there a standard, 
acceptable way for the industry to be measured? We need 
guidelines on that.

...

It took us a few years and then we discovered we had created 
another problem: a pay gap in reverse! That was easier to fix 
because we were now tracking it. 

...

We anticipated there would be a strong correlation between 
longer-tenured employees and pay gaps; we just didn’t 
realize how big this gap would be. So the analysis gave us 
data and clarity to not only address the gender pay gap, but 
other groups suffering from pay gaps as well.

...

When people are promoted internally and then we hire 
someone externally for the same position, we’ve had to make 
significant internal salary adjustments.

...

Jumping in to the pay equity process is rarely easy. It requires 
leadership, courage and vulnerability.
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8
The question we are all wondering 
is how do you evaluate what you 
pay creatives?

...

Sometimes I think it’d be easier if 
we had salary bands. My challenge 
is, you can have art directors who 
have been there for 15 years. 
Same title but the salary is really 
different. For us, it’s not as black 
and white.   

...

We’re working on a solution that is 
not as focused on the unique features of the individual that 
would make them less likely to receive a fair wage and more 
geared toward ensuring we have consistency. 

...

Evaluating creatives is really tricky. Should creatives be rated 
the same way as others, separating out the craft and focusing 
on how well you play with others? Creatives are different.

...

I’ve seen performance and rating systems that in reality 
don’t work. For example, let’s talk about brilliant jerks. The 
reality is, they exist and they move ahead. Is collaboration as 
important as craft and creativity? How does that impact our 
compensation systems?  We have to be honest about that. 
Nothing is impossible, but from where I sit, that’s where most 
of the hardest work will go. 

Most companies don’t 
have the financial ability 
to address pay gaps 
in one swoop. But that 
doesn’t mean change 
can’t happen with each 
and every small step.” 
— Helena Kwon, 
    SVP, Talent, POSSIBLE

“

2

Pay Equity is 
Hardest in 
Creative 
Departments

At my old agency, we dealt with 
so-called creative geniuses 
who constantly wanted more 
money. And they got it because 
there was the lore that those 
individuals are valued at a 
higher rate because they’re 
so unique and original. We 
don’t deal with that here, 
thankfully. It’s a much more 
collaborative environment so 
we don’t have this idea that 
one person will single-hand-

edly solve all of our business problems for us and change 
the dynamics. The idea here is that no one person is going 
to make or break the business model. They will come in 
and contribute to the collaborative nature of the work. The 
creative genius is not really who we’re looking for. That 
wouldn’t mesh with our culture. They’d realize quickly that 
it’s not a good fit.  

...

I think what we do and what other agencies do is “talent 
creep.” This person wants $20k more to come on board – and 
maybe they even have additional qualifications to justify 
that title. So we add more to their plate to make them earn 
their extra compensation. Suddenly we have all these people 
with inflated titles to justify the salaries we paid to get them 
in the door. 
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We brought someone in who asked for far less than 
we would have given them if they had asked. We gave 
them what they said they wanted. We did that, and then 
we came back and fixed it. Was it always women who 
asked for less? Yes. 

...

You start asking yourself, why are men so much bolder about 
negotiating?

...

Women were not negotiating, but men were. It was part of 
this whole problem where the man was always negotiating 
more and so came in higher than a female in that same 
position. We decided we cannot be part of continuing 
this problem.

 ...

There are people who undervalue themselves and bring 
in years of experience for less money  – maybe they were 
out for maternity. We want to bring in people for relation-
ships that are mutually beneficial. 

...

We come across people who undervalue themselves and 
want to make sure we don’t.  

...

That said, women and younger talent are negotiating more 
and better. 

...

The younger generations are better at doing their research 
and due diligence, and asking for more money. 

The negotiation stigma is 
starting to erode. Younger 
women who are just entering 
the workforce are asking for 
what they want. I’m so hopeful 
for this generation of women 
leaders. I will be working for 
them in the not-so-distant 
future and I can’t wait.”
— Jean Freeman
     Principal + CEO, Zambezi 

“

2

Women ARE 
NEGOTIATING 
BETTER
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The biggest shift was that it wasn’t about just gender equity, 
but pay equity broadly speaking. It’s about gender, race, 
age … it’s about pay for the value you bring. 

...

What we’re dealing with right now is not unlike what data 
and analytics professionals deal with in our industry. The 
challenge is reading between the lines of data and finding the 
true and fair stories to tell about that. 
Our approach is not just about gender. 
We are looking at gender and race, 
age, tenure, and it sometimes feels 
like the Wild West when we’re talking 
intersectionality. 

...

Intersectionality and the fully inclusive 
approach to pay equity feels like being 
caught in a tornado and what I’m 
most sensitive to is you’re playing with 
people’s money. 

...

Legislatively, governments are helping 
us get there faster. 

...

It came up in one of our other offices 
[in another country] before it became 
a thing here. As we worked to address 
pay equity there, it became the way 
forward here.   

    ...

People speak in euphemisms around this topic. But here’s 
the bottom line: if you don’t have pay equity, you’re trying to 
stay profitable off the backs of a certain group of people. The 
question of pay equity comes down to – who do we, and who 
don’t we value.

I find the discussion 
antiquated and find it even 
more shameful that there 
are companies out there 
trying to make bottom-line 
impacts on the backs of 
some employees.”
— Meredith Vaughan
     CEO, Vladimir Jones

“

2

Pay equity is justice
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We have continued to develop best practices in hiring and 
promotions/increases because of our commitment to gender 
pay equity. The biggest change was when we stopped asking 
for salary history from any candidate and this practice has 
resulted in greater gender pay balance for new hires over the 
last year.

FIVE BEST PRACTICES 
TO SUPPORT PAY EQUITY

Stop asking for salary history

One of the things we’ve done that I haven’t seen elsewhere 
is establish criteria at the outset: this is our process and 
this is why and these are the times when employees will 
be up for annual pay increases, etc. Make sure there’s 
transparency around the nuts and bolts of your process 
and how salary decisions are made. Explain the inputs, 
including tenure and market and all sorts of other things. 
Giving that transparency is powerful. I’ve worked in places 
where they had zero ideas of what ballparks people 
are in and that’s not setting people up for success. You 
have to give employees the tools they need to advocate 
for themselves. 

Establish hiring and salary criteria 
from the outset when interviewing

We have salary bands and everyone who is hired falls within 
a band. All of our positions are banded. At the beginning of 
each year, managers are given allocations for promotions 
and bonuses. Bonuses are merit-based and the creatives are 
evaluated based on the impact they’ve had on the client’s 
business. 

...

We pay in ranges and pay consistently across the country, by 
responsibility level and whether it’s a local or regional role.

Develop salary bands

The data can be intimidating, but change doesn’t have to 
take place in one stroke. We first examined our practices and 
policies, established a timeline and then began the process 
of fixing any pay gaps we found.  

...

The ongoing challenge is that this is not a static thing. If a 
company says they say they solved it, I’ll be shocked because 
there are so many factors that change and dynamics we 
can’t control – things like client budgets and what we’re 
getting paid and market demands for talent. All these factors 
are changing and are outside a company’s and agency’s 
control, and balancing these constraints can be a challenge.   
That’s why we find the annual pay equity review is so very 
important. It allows us to take a point in time and identify 
any disparities that have happened over the year and hold 
ourselves accountable and come up with an action plan on 
how to address them. 

Conduct annual pay audits and pay 
equity reviews

Our review allowed us to identify blind spots and we collected 
a list of questions to ask ourselves at key junctures. 

...

The implicit bias part – the constant going back and inserting 
the feedback loop of stepping back and watching for biases 
in the process – that’s a big part of it for me. We have found 
it’s really important to have a proper system in place. 

...

We have a rating system in place, but we have to spend time 
trying to make sure everyone using the system understands 
and interprets it the same way. 

Deliver unconscious bias training 
around pay equity

ADVICE FROM THE EXPERTS:

1

2

3

4

5
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Cooperating as a group helps us stand out as an industry and 
protect our talent; keep them from going externally.

...

It is critical to address this issue where people think they have to 
leave your company to get to the next role. People feel they have 
to move to feel valuable. We need to value those who have been 
around. People shouldn’t have to leave to get the right salary or a 
fair and equal salary. So far we’ve 
done a great disservice to ourselves 
and our organizational models are 
not up to par. 

...

How can the advertising industry 
come together to change the 
narrative on pay equity and say, 
guess who doesn’t have wage 
disparities? The only way to do 
that is to come together, if people 
are willing to put their knives 
down and collaborate. 

...

I want to have more of these con-
versations and share information 
with one another. Sometimes when 
you talk about pay practices, there 
are laws in place where you can’t 
share practices. But when you help 
one another out, the high tide raises 
all ships. I don’t want to share my 
benefits or pay practices with other 
agencies because I want to protect my talent and my point of 
differentiation, but we all benefit from having pay practices that 
treat people equally and with respect. We are all going to share 
people. People jump from agency to agency all the time so let’s work 
as an industry to make our industry stand out from other industries. 

I want us to work together to 
create a system that works like 
a puzzle, perfectly.  I’d like to look 
at other industries to understand 
what works. Because our normal 
is no longer normal. We need to 
update our processes and the 
way we work.”
— Jennifer Frieman 
     Chief Talent Officer, Momentum Worldwide

“

A WISH FROM THE INDUSTRY: 
COLLABORATION

19



20

WE’VE GOT 
FAIR PAY, 
DO YOU?

IS your agency is ready to make the pledge?
PLEASe CONTACT US AT: 

PayEquity@3percentconf.com

DIVERSITY =  CREATIVITY =  PROFITABILITY


