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Fostering diversity, equity, inclusion and belonging  

At ArvatoConnect, we’re proud of our diverse workforce and committed to ensuring that every colleague’s voice is heard and every aspiration is 
supported - regardless of age, gender, disability, ethnicity, sexuality, or religion. Our focus is to continually nurture an inclusive environment that 
recognises and celebrates the achievements of our colleagues.

We want everyone to have the opportunity to reach their full potential. That means offering the support, flexibility, and opportunities colleagues need 
to grow their careers with us.

We’re creating a place where colleagues can bring their whole selves to work. This involves consistently attracting a diverse range of candidates and 
creating opportunities for our colleagues to shape their careers in ways that suit them best.

Our journey is ongoing, but this year we’re proud to share a real milestone: we’ve closed our median gender pay gap.

We’re building on this momentum through initiatives that open new pathways for female colleagues and boost gender diversity across recruitment 
and progression.

Overview   

As an organisation, we continue to grow and adapt in terms of our size, the scope of work we undertake, and the composition of our teams, all of 
which influence our annual gender pay outcomes. We’ve introduced several initiatives to further our commitment to attracting and retaining females 
as well as individuals from underrepresented groups. These measures include:

•	 Implementation of family-friendly policies, including enhanced maternity, paternity, and shared parental leave provisions

•	 Introduction of a Menopause Policy and supporting initiatives to enable females to remain, thrive, and advance within the organisation

•	 Maintaining a strong focus on diversity, equity, inclusion and belonging (DEIB) through targeted programmes

•	 Facilitating senior-level colleague representation via our CEO engagement programme, “The Big Debate”

•	 Provision of flexible working arrangements and a holiday purchase scheme available to all colleagues

•	 Adoption of an inclusive recruitment strategy to attract females and talent from underrepresented groups within our organisation

Looking at the bigger picture, our mean gender pay gap stood at 11.5% for the year ending April 2025. Our median gender pay gap was 0%. Females 
represent 51% of our workforce, with 41% represented in the Upper Quartile.

Understanding our gap 

This report includes the gender pay gap and bonus pay gap data for our whole business. 

Our business consists of our corporate departments, central government contracts, government services contact centres and our private sector 
customer service business.

Mean gender pay gap 11.5% Median gender pay gap 0%

Mean bonus pay gap 64.4% Median bonus pay gap 7.9%

Proportion of males with a bonus  30.3% Proportion of females with a bonus 34%



Our mean gender pay gap reflects the fact that more males currently hold senior leadership and specialist roles – including the Board, Senior 
Operations, and fields like IT and Information Security. We’re developing strategies to attract and retain more females, with a particular focus on senior 
positions. Compared with our 2024 figures, the mean gender pay gap has already narrowed from 12.6% to 11.5%, and the median gap has improved 
from 2.8% to 0% in 2025, showing positive movement in the right direction.

In our government services and private sector contact centres, most roles follow standardised pay rates. We monitor these closely to make sure every 
colleague is paid equally for equal work, regardless of gender or gender identity. With females making up 51% of our workforce and a median gender 
pay gap of 0%, we are proud to show that at the midpoint there is no difference in pay between male and female colleagues at ArvatoConnect.

Our bonus gender pay gap

Our bonus gender pay gap reflects the higher proportion of males in senior and specialist roles. To close this, we are investing in 
initiatives that attract and support more females into these areas, helping to balance representation over time. Compared with 2024, 
the mean bonus gap has risen from 33.1% to 64.4%, but at the same time the median bonus gap has improved significantly, reducing 
from 21.5% to 7.9% in 2025.

Part-time working is open to all colleagues, but 75% of our part-time workforce is female. Because bonuses are based on salary, part-
time colleagues, most of whom are female, receive smaller payments in absolute terms. Importantly, while the proportion of colleagues 
receiving a bonus has fallen since 2024, more females than males continued to receive one in 2025 (34% compared with 30.3%)

Closing our gap  

Our median gender pay gap is 0%, showing that male and female colleagues are paid equally at the midpoint. However, we still see a mean gender 
pay gap and a bonus gap. These reflect the lower representation of females in senior and specialist roles, which typically carry higher salaries and 
bonuses.

Closing these gaps is a long-term commitment. We are focused on attracting and retaining more females in senior positions and across specialist 
fields.

Our approach goes beyond pay statistics; we are dedicated to fostering an inclusive environment where every colleague can thrive and advance their 
career in a way that works for them. By providing flexibility and support at all levels, we aim to ensure every member of our team has the opportunity 
to succeed and reach their full potential.

ArvatoConnect quartile distribution

Quartiles Male Female

Upper 59.1% 40.9%

Upper middle 49.4% 50.6%

Lower middle 54% 46%

Lower 50% 50%



What do we already do? 

•	 A range of policies and initiatives have been implemented in recent years to support a diverse and inclusive environment for colleagues:

•	 Family-friendly policies are in place, including enhanced maternity and paternity policies and shared parental leave. While it was not previously 
feasible to implement these enhanced policies across the entire organisation, they were introduced in January 2024 with the intent to enable 
greater retention and progression of female talent.

•	 Currently, 95% of colleagues work from home at least one day a week and report benefits such as reduced travel costs and improved flexibility 
around personal commitments. Equipment has been provided, and engagement initiatives have been introduced to foster a sense of belonging, 
along with mental health and wellbeing support.

•	 Hybrid working will continue where client contracts permit. Colleagues may request flexible working options, including home working, working 
from various locations, compressed weeks, and reduced hours.

•	 There are 17 Mental Health First Aiders and additional volunteers are being sought for training. Their function is to direct colleagues to 
appropriate professional support. Guidance is available via the Wellbeing Hub and Employee Assistance Programme, and a forum facilitates 
discussion among Mental Health First Aiders.

•	 Flexible working and a holiday purchase scheme are offered to support work/life balance.

•	 A Menopause Policy is in effect, alongside initiatives such as line manager training, live chats with both the CEO and Menopause Specialists, and 
an online support forum for menopause-related discussions. Awareness is raised during events like International Women’s Day and Menopause 
Month.

•	 The annual colleague survey is distributed to all colleagues, providing them with the opportunity to share their feedback, either anonymously or 
with identification. The survey encompasses a broad spectrum of topics, including recruitment experiences, organisational communication, health 
and safety practices, wellbeing, terms and conditions of employment, benefits, and feedback regarding line managers. 79% of colleagues gave 
positive feedback on the colleague engagement survey, and 90% agreed that the organisation supports workforce diversity.

•	 Succession planning reviews seek to increase diversity regarding gender, ethnicity, and sexuality across all roles. The resourcing team aims to 
attract talent capable of delivering for our clients. Recruitment practices focus on inclusivity, seeking candidates from underrepresented groups, 
including females. Our priority is to attract diverse candidates and advance all colleagues, especially females into senior roles, ensuring everyone 
is supported and can grow within our company. We believe that fostering inclusion, fairness, and flexibility will help improve our mean gender pay 
gap and bonus pay gap over time.

•	 Creating a resilient workforce - we remain committed to supporting and developing our workforce. Our objective is to empower individuals to 
achieve their goals and expand their skillsets, enhancing their employability and retention not only within our organisation but also across the 
wider UK job market.

•	 We strive to ensure all colleagues’ voices are acknowledged and their aspirations supported, aiming to cultivate an environment where everyone 
can be themselves regardless of age, sex, gender, disability, ethnicity, sexuality, neurodiversity, or religion.

•	 Recognition initiatives include the ‘100% You’ programme, which features monthly awards based on peer nominations and recognises over 250 
colleagues each year.

•	 MyCreationStation is our innovative ideas platform to help gather innovative suggestions and improvements from our colleagues. This is part of 
our commitment to foster a culture of ‘intrapreneurship’ - a system which gives everyone the opportunity to be entrepreneurs within our own 
business. Submissions are reviewed under four categories – future shapers, experience makers, proud / passionate / pioneering and 100% you / 
100% green, with rewards being provided for ideas that are taken forward and for those nominating.

•	 Colleague forums such as the Big Debate include representatives from colleagues and leadership. The CEO Club, open to entry-level colleagues, 
provides structured opportunities for coaching sessions, mentorship pairing, empowerment workshops, and tailored career development planning. 
Members participate in interactive roundtables with senior leaders, gaining exposure to strategic decision-making, and receive individual feedback 
on progression pathways. This initiative has significantly increased visibility for early career colleagues within ArvatoConnect, helping them build 
networks, develop confidence, and clarify future career goals.



A Culture of diversity and inclusion

Our commitment to diversity, equity, inclusion and belonging is reflected in a wide range of initiatives already in place. We have launched a new DEIB 
strategy and updated our people policies to ensure they are inclusive and fair for everyone. Professional development and mentoring opportunities are 
available to help colleagues progress, while anonymous surveys and feedback channels give every voice the chance to be heard.

Flexibility is central to our approach, which is why home, hybrid and flexible working are standard, alongside equal access to benefits for all colleagues. 
We also work to ensure our forums and decision-making bodies represent the full diversity of our communities. Clear guidelines for recruitment, 
promotion and retention help us to strengthen fairness and transparency across the colleague journey.

To support connection and collaboration, colleagues can also share their experiences and ideas through MyVoice Teams channels and our intranet. 
Together, these initiatives form the foundation of an inclusive workplace where everyone can contribute and thrive.

We are committed to more than closing the pay gap. Our focus is on creating a culture where every colleague feels valued, from hiring through to 
progression, and where inclusion is built into the way we work every day.

Final quote from Debra  

I’m proud of the progress our team is making to advance diversity, equity, inclusion, and belonging throughout our organisation, and I’m encouraged to 
see how these efforts are having a positive effect on closing our gender pay gap. I know there’s still work ahead for us to reach our goals.

Diversity and inclusion are deeply important to me as well as to our company. Each person’s unique perspective strengthens who we are together, 
and my goal is to help foster an environment where everyone’s ideas can spark innovation and collaboration for our future. Our long-term strategy 
underscores our commitment to integrating diversity at the core of our organisational values, while fostering a workplace that prioritises inclusivity so 
we can attract, develop, and retain a talented, diverse team within a culture where everyone can thrive both personally and professionally.
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