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A WELL-MANICURED AND
CURSE-WORD-FREE NOTE FROM OUR CEO
Well, what an incredibly uneventful and
perfectly normal year eh?

carbon footprint and increase in our
commitment to our team and society.

Every organisation on the planet has
felt the impact of the global pandemic.
From start-ups through to large
corporations. While many have had
to make difficult decisions to keep
heads above water, I can say with
some certainty that all of us will have
learned an incredible amount from
this experience.

We also got some things wrong and
progress in certain areas has slowed.
Especially around more diverse people
in more senior positions. This needs
looking at and action taken.

For me, what came into sharp focus
was that when faced with opaque and
nerve-wracking decisions, a relentless
commitment to values and our ethos
always steered us in the
right direction.
It’s why in 2020 we made some of our
most ambitious policy changes as well
as saw a significant decrease in our

However, as the world continues to
throw curveballs, having a strong
foundation and an unwavering belief
in doing better business, keeps us
swinging for the rafters.
Here’s to taking what we’ve learned in
the last 18 months and turning it into
positive action and change for
the future.
With love to you all.
John
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HERE’S OUR HIGHLIGHTS:

Donated
£16k to charity
Reduction of
carbon emissions
by 46.35%

Over 40% of
donations go to local/
community charities

Two charities
supported through
pro bono activity

Two new non-exec
directors brought
onto the board

67% of the
management team
identify as female

Only 20% of the
workforce are
people of colour
04

WHAT WE SAID
WHAT WE DID
WHAT’S NEXT?
WHAT WE SAID

ENVIRONMENT

What we said 					What we did 						What’s next?
Hire third party to
assess our carbon
footprint

Partnered with
Green Element
to provide a full
carbon footprint
assessment

Each year we’ll
undertake the
same assessment

Reduce our carbon
footprint in line
with science-based
targets

Seen a 40%
reduction in our
carbon emissions
between
2019 - 2020

Aim for a further
20% reduction
in our footprint
through the
implementation of
new policies

Provide an option
for pension
investment to
focus on
sustainable funds

Offered every
employee a chance
to switch to a
sustainable
pension fund

Explore impact
investment fund
once we reach a
financial threshold

We’ve seen a 40%
reduction in our
carbon emissions
between
2019 - 2020
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SOCIETY

What we said 					What we did 						What’s next?
Donate 1.5% of
our revenues
to charitable
community causes

Over the last year
we have donated
over £16,000, just
over 1.5% of our
yearly revenue

We’re on track to
donate a further
£20,000 in 2021

40% of donations
to go to local
causes

Around 42% of all
donations have gone
to charitable causes
directly within our
local communities
in London

We will continue with
local community
investment with
a focus on both
Cornwall and London

5% of team
time focused on
volunteer projects

Volunteer projects
have been taken
on for International
Animal Rescue and
Compass For Life

Three days of extra
individual volunteer
time offered to
every team member

40% of
donations
to go to
local causes
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GOVERNANCE

What we said 					What we did 						What’s next?
Bring on board
another NED

We have brought
on board Matt
Hocking to focus on
sustainability

Bring on a workers’
representative into
the boardroom

Invite a client onto
the board

Amy Barber from
Tangle Teezer now
attends board
meetings

Broaden the impact
of client influence
onto our board

Invite a
client onto
the board
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ENVIRONM
NMENT EN
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THE ENVIRONMENTAL BIT
The stats:

Total tCO2e 2020: 28.54
Scope 1 tCO2e 2020: 3.32
Scope 2 tCO2e 2020: 1.80
Scope 3 tCO2e 2020: 28.54
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THE STORY
Tech

Client and staff
entertainment

Working from home

Commuting

What?

What?

What?

What?

11.77 tCO2e is as a result of tech
purchases and it’s increased by
40% since 2019.

10.11 tCO2e is as a result of client and
staff entertainment. Down by 66%
compared to 2019.

4.47 tCO2e is as a result of home
working in 2020 Up by 621%!

Commuting reduced by 93%
to just 0.11 tCO2e.

Why is this happening?

Why is this happening?

Why is this happening?

Why is this happening?

As an agency that’s growing and enjoys
minimal staff churn, we need to keep
adding to our technology stack to give
our team what they need to do a great
job. Add to that the impact working
from home has on the team needing
additional extras for a supportive home
office, our footprint quickly increases.

PR innit? But seriously, staff and client
entertainment is contributing to a heap
of total emissions and we need to get
to grips with this. While it reduced in
2020, the only reason for that was the
pandemic causing us to stay in and not
meet up.

Well, we all know why we were working
from home more in 2020. But the
impact of this is quite important.
We had offices that were on 100%
renewable energy supplies and had
high-quality recycling and reuse
practices in place. It’s tough
to replicate this in the home of
our employees.

People weren’t going into the office of
course. I mean, there’s not much else
to say.

What will we do about it?
We’ve put in place a refurbished tech
policy. Where we can, we will always
buy refurbished technology. Because
it’s second hand, it has zero impact on
our carbon footprint.

What will we do about it?
We’ve put in place a new policy that
requires client and staff dining options
to be either vegan or veggie to reduce
our impact. Furthermore, we have
updated our suppliers’ criteria to
incorporate an examination of catering
and food and drink when it comes to
organising events.

What will we do about it?
Working from home is not going
away anytime soon. So, we need to
lean in and prepare in the best way
possible. We’ve released guidance
on how employees can work more
sustainability from home. We’ve also
provided guidance and options on how
to procure 100% renewable energy
for the home.

What will we do about it?
It’s actually something we want to
keep a grip on. So, we’ve got a cycle
to work scheme in place and are
operating a flexible model of working
where most of the team are only
coming into the office twice a week.
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OTHER BITS
AND PIECES
We implemented a sustainable travel
policy enabling all employees to claim
up to two days extra holiday a year
to take a more sustainable form of
transport other than flights.
We had our report and targets
authenticated by SBTi, one of the only
agencies in the UK to do so.
We’ve strengthened all our policies to
ensure that we’re continuing on a path
to reduction and reuse, rather than
just trying to offset everything.

THE STATS

46.35%

2019

2020

50.17
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FINAL THOUGHT

2020 gave us a glimpse into what the working world looked
like if we weren’t spending our time commuting, eating out or
flying everywhere for business meetings. While of course, we all
want some semblance of balance and return to normality, what
we must do is learn and maintain positive practices that we
implemented in 2020.
So we’ve gone ahead and added a couple of useful policies that
emerged from the chaos last year. These should help to reduce
our Scope 3 emissions which are currently too high and need
getting in line.
As we enter 2022 we’ll be commissioning another audit to be
done so we can understand the footprint shift between being in
the heat of the pandemic and emerging from it.
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SOCIETY S
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THE STORY

Charitable donations
What:
We’ve kept to our commitment of 1.5%
of our revenue going to charity.
Why is this happening?
Because we give a shit and, to be honest,
charitable commitments based on profit are a
bit meaningless. Lots of businesses don’t turn
a profit, which would mean sod all going to
charity. Basing it on revenue makes it tangible
and effective.
What will we do next?
Each month, we accrue this pot of cash for
donating into causes. Every single member of
the Don’t Cry Wolf team has a role to play in this
too, with each member contributing to deciding
which charities and projects we should be
investing in. All in, about 40% of our pot goes to
local causes. Next year, in 2021, we want to get
that to 50%.

THE STATS

2020 donations
to charity:

£16,000
Charities donated
to include:
Little School on The Green
Run 4 Wishes
Lebanese Red Cross
Ovarian Cancer Research
National Children’s Bureau
Human Milk Foundation
Project Elea
Romsey Mill

Trussell Trust
Southhall Black Sisters
Kids of Colour
Dementia UK
Crisis UK
PHA UK
Hospitality Action
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THE STORY

Pro-bono work
What:
As well as cold hard cash we worked on a
branding project and a fundraising campaign for
Compass For Life Foundation and International
Animal Rescue.
Why is this happening?
We wanted to commit around 5% of team time
to pro-bono projects. It gives us the warm and
fuzzies and puts our skills to good use.

THE STATS

Two pro-bono projects
taken on for:

Compass For
Life Foundation

What will we do next?
We’re going to hold a more democratic process
for selecting charitable projects that we can
work on. In December, we’ll invite charities
to put forward the work they’d like done,
the team will then select a local and national
project to implement.

International
Animal Rescue
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OTHER BITS
AND PIECES:

We implemented a three day
volunteering policy enabling all
our team to have three paid for
days to undertake personal
volunteering projects.
We’ve undertaken a programme
of events and forums to tackle
misinformation in the climate crisis
with Don’t Cry Wolf heading up the
national industry group focused
on this issue.
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FINAL THOUGHT

We’re proud of the fact that every penny we earn means
a little bit going to a charitable cause. And we’re going to
keep this up. At the end of 2021, we’ll review whether we
increase this commitment further.
We’ve had the opportunity to help deliver on some
seriously important charitable causes. We re-branded a
foundation focused on teaching leadership skills to kids
across the country and helped to raise funds for the
protection of wild bears in Armenia. But, we need to make
the process a little more open and democratic to get more
local causes and applying for our team time.
Local community is also deeply important to us. So
increasing the spread of funds to local causes will help,
especially as we’ve expanded into Cornwall meaning we
should be ensuring our new seaside community benefits
from our presence.
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GOVERNAN
VERNANCE
GOVERNAN

THE STORY

THE STATS

Pay gap

Our mean (average) gender
pay gap is:

What:
Our mean (average) gender pay gap is -28%.
This means that on average, women at DCW
are paid 28% more than men. Which means
for every £1 a woman earns at DCW, a man will
earn 72p.
Why is this happening?
The simple answer is, we have strong female
leaders at senior levels. We have incredible
male colleagues too at junior and mid level
positions, however, we are undertaking an
intersectional approach to increase male
representation across the business and at a
senior level while maintaining transparency
around salary bands.
What will we do next?
Ensuring we have greater balance in our
management and leadership teams and
providing the necessary coaching and
support to improve gender diversity at
a leadership level.

men

-28%

women

This means that on average,
women at DCW are paid
28% more than men.
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THE STORY

THE STATS

Diversity and equity
What:
Only 20% representation of people from nonwhite backgrounds and no representation of
people of colour within the leadership team is
troubling.
Why is this happening?
We have put in place policies such as the
Rooney Rule, combined with job advertising
practices and skills and wage transparency to
improve our diversity. But more needs to be
done at the senior level.

56% of our team are female
We have 67% female
representation in our
senior management

21% of our colleagues
are from Black & Asian
backgrounds

What will we do next?
We will increase the diversity of our
senior management team by working with
recruitment partners to recruit candidates
through positive action from diverse
backgrounds (intersectional approach) who
are currently underrepresented at this level.
In Q4 2021 or Q1 2022, we will offer all roles
(where possible) as suitable for flexible
working in order to encourage applications
from parents and older candidates and people
with caring responsibilities.

Our LGBTQA Colleagues
represent 16% of our team
No representation from
those with a disability

We have no representation
of colleagues from
non-white backgrounds in
our senior management team
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THE STORY

Accountability
What:
Brought onboard new non-exec directors
to represent clients and sustainable
implementation and launched a
whistleblower policy.
Why is this happening?
Because we need to stay honest, empower our
team to keep us accountable and give third
parties the chance to scrutinise work.

THE STATS

Brought on two new non-executive
directors for greater governance over
client activity and sustainability.
Launched a number of policies including
a whistleblower policy to encourage
greater transparency and accountability.

What will we do next?
We’re pushing this further and will be looking
for increased external audits to be done on
diversity, equity and inclusion as well as
launch an employee council to enable middle
management to influence the board decisions.
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OTHER BITS AND PIECES:
Breastfeeding and
Expressing Milk Policy

Life loan to provide
financial support

We created a working group to identify
and promote opportunities for us
to be more diverse and inclusive in
attracting, recruiting and retaining our
top talent

Menopause policy

Reviewed all our policies to be
gender neutral to be inclusive of
non-binary people

WE’VE INTRODUCED
NEW POLICIES TO
SUPPORT STAFF:

Pregnancy loss which includes paid
support for either parent with a
trauma specialist

We’ve undertaken a programme
of training and activity to improve
leadership skills across the board,
develop a greater understanding of
how to make the workplace more
LGBTQA friendly and invested in
further external support for increasing
our knowledge and action on improving
representation from people of colour

Refreshed our Employee Assistance
Programme to include mental health
counseling services with Counselors
and Therapists from a diverse
background to cater to all the groups
represented within the company

FINAL THOUGHT:

Our governance is strong from the perspective of
accountability and transparency. But, this has to foster action
and results. While we have gone from 10% representation of
people of colour to 20%, this is still not good enough.
The picture is not great from a leadership perspective either,
with everyone on the current team being white. So, making
sure the right training is in place to nurture those we have
and push them towards leadership careers, combined with
attracting more diverse talent to our business is crucial.
On other fronts, our pay gap needs looking at and rebalancing
and we will continue to create an environment for our LGBTQA
colleagues to thrive.
A lot to learn through this and while policies are
making a difference, continued dedicated positive
action is what’s needed.
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A BIT ABOUT THE FUTURE

We have a hell of a lot of exciting
things coming up that will help us to
continue to improve as a business and
push us towards a greater positive
footprint. In terms of what we’re
hoping the following set of targets will
keep us ambitious and driven:

15% year on year
reduction of
carbon footprint

Reduce negative
gender pay gap by
50% by end of 2022

Increase charitable
pledge from 1.5% to
2% by end of 2022

Hit a 100+ B Corp
certification score
by end of 2022

Develop and launch
two community
projects in Cornwall
and London by end
of 2022

Improve representation
of people of colour
to 40% across the
business by end
of 2022
Improve representation
of people of colour
in leadership team to
20% by end of 2022
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SOME OTHER THINGS

Certified 2019:

96.1
POINTS
19.8
35.1
27.5
8.7
4.8

Governance
Workers
Community
Environment
Customers

List of 2020 clients:

£1.1M
REVENUE
IN 2020 &
TEAM
EXPANDED
TO 14
EMPLOYEES

Soda Folk
FMCG

Tangle Teezer
Hair and beauty

Orgvue
B2B Tech

Meridian
FMCG

Elvie
Consumer tech

Manhattan TV
Consumer tech

Owlet
Consumer tech

N26
Finance

ByBox
B2B Tech

GBG
B2B Tech

Virgin Pure
Consumer goods

Lockwood
Social gaming
(not gambling)

Flight Club
Hospitality
Electric Shuffle
Hospitality
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FINAL REFLECTION FROM
OUR MANAGING DIRECTOR
If every year in agency life is a
rollercoaster then 2020 was the
equivalent of the The Big One at
Blackpool Pleasure Beach. Amongst
the many twists and turns we’ve
managed to - through our charitable
donations and policy changes - make
a positive and measurable impact.
We’re incredibly proud of the changes
we’ve made. Alongside that warm,
fuzzy feeling we also appreciate that
there’s still a huge amount more to
do. The good news is that recognising
that is exactly what continues to
motivate and inspire us.
Next year we’ll be striving to do more
and be better and we’ll be focussing
on three key areas.
We’ll do more to create a more
inclusive and diverse business.

As we go back to the office we want
to do it with one eye on our carbon
footprint and the other on our team’s
mental health.
Last but not least, as the team
in London swells and the team in
Cornwall takes off we’ll be making
a commitment to support wonderful
local initiatives that will make us
a stronger part of our corner of
the world.
Ok, it’s time for the final thought
of this final thought. Every single
person on the team, as well as every
one of our clients and partners, has
contributed to the impact we’ve made
during the last 18 months. So I
wanted to take a beat to say thank
you to you all.
Thanks for being there for each other
and sticking with us as we continue on
our journey towards making the world
a better place. x
Sara
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hello@dontcrywolf.com
44 (0) 20 3633 1090
dontcrywolf.com
facebook
twitter
instagram
linkedin

