
ASSESSING THE IMPACT OF THE CHARTER ON SIGNATORIES AND THE 
BENEFITS AND CHALLENGES THEY FACE
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https://www.gov.uk/government/publications/women-in-finance-charter


Yes
67%Maybe

28%

No 
5%

Yes
65%

Maybe
35%

0%

Do you believe signing up to the HMT Women in Finance Charter will drive permanent 
sustainable change a) in your company b) across the financial services industry?
% of respondents

a) At company level b) At industry level

ñhkjh     
h

ò

45%

44%

40%

37%

30%

24%

17%

14%

11%

8%

To demonstrate leadership on
gender diversity

It is the right thing to do

To accelerate action on diversity

To support an industry-wide
approach

Driven by a passionate senior
executive

To focus internal diversity strategy

To commit to public reporting and
accountability

To raise awareness of diversity
agenda externally

To raise awareness of diversity
agenda internally

To make a public statement

Why did your company become a Charter signatory? 
Top10 responses, % of respondents

We signed the Charter to 
demonstrate leadership 
not only on gender 
diversity but as part of a 
wider strategy to show 
leadership in creating a 
truly inclusive firm for all

Schroders



1.69

1.46

0.96

0.08

Including gender diversity targets as a
criteria for awarding variable pay

Setting internal target(s) for gender
diversity in senior management

Publishing the target(s) and annual
progress against the target(s)

Appointing a senior executive responsible
and accountable for gender diversity and

inclusion

Which (if any) of the four Charter principles did you expect to be/have proved to be 
the most challenging for your organisation?

Average difficulty rating (easy = 0, quite challenging = 2, very challenging = 4)

54%

49%

49%

42%

32%

26%

Accelerating actions on gender diversity

Promoting discussion at the highest levels
of the company

Promoting awareness of/engagement
with gender diversity agenda externally
eg. customers, shareholders, regulators

Learning from peers and sharing best
practice

Promoting awareness of/engagement
with diversity agenda internally, eg. across
company, non-UK parent/group/regions

Enhancing reputation

How is your company benefiting/expecting to benefit from becoming a Charter 
signatory? Top 6 responses,  % of respondents
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The Charter has led us to a 
'deep-dive' analysis of 
qualitative and quantitative 
data, sponsored by the CEO, 
and to a refresh of our 
actions to continue to pull our 
strong talent pipeline through 
to the most senior roles

Standard Life

Yes
62%

No
4%

No, our Charter 
commitments are 
aligned with our 

existing approach 
to gender diversity

34%

Has signing the Charter led to specific actions at your company to support gender 
diversity? 
% ofrespondents 

56%

38%

37%

31%

31%

29%

27%

25%

23%

23%

Examining hiring practices

Improving female representation in
succession planning

Unconscious bias training

Requiring improved gender diversity 
ŦǊƻƳ ǎŜŀǊŎƘ ŦƛǊƳǎΩ ǎƘƻǊǘƭƛǎǘǎ

Undertaking/updating diversity
strategy

Improving analysis of gender data

Focusing on sponsorship/mentoring
opportunities

Leadership/management training

Improve flexible working

Active role for accountable executive

What specific actions have been prompted by becoming a Charter signatory?
Top 10 responses,  % of respondents 
(Number of respondents = 52)

[Our commitments were] 
already in train when we 
ǎƛƎƴŜŘΧ ¢Ƙŀǘ ǎŀƛŘΣ ƛǘ ƛǎ 
useful to have the Charter 
in order to be able to refer 
to its recommendations as 
evidence we are tracking in 
the right direction

Royal Bank of Scotland



[The Charter is] driving 
stronger accountability for 
our targets for both gender 
and ethnicity

PwC

Yes
68%No

32%

Yes
90%

No
10%
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7a) Is your company working on improving       7b) Does your company apply or is it 
diversity in areas other than gender? considering applying the Charter principles
% of respondents beyond gender?  % of respondents

75%

67%

64%

46%

46%

33%

11%

Ethnicity

Disability

LGBT+

Age

Socio-economic background

Religion / belief

Other

Which non-gender diversity characteristics is your company focused on?
%of respondents

Yes
46%

No, gender is the 
first step for us

10%

No, we have continued 
our non-gender work 

regardless of becoming 
a signatory

44%

Iŀǎ ǎƛƎƴƛƴƎ ǘƘŜ /ƘŀǊǘŜǊ ǇǊƻƳǇǘŜŘ ǎǇŜŎƛŦƛŎ ŀŎǘƛƻƴǎ ƛƴ ȅƻǳǊ ŎƻƳǇŀƴȅΩǎ ŀǇǇǊƻŀŎƘ ǘƻ ƴƻƴ-
gender diversity characteristics? 
% of respondents

[We] are trying to apply the 
same approach, and the 
Charter has certainly given 
this impetus

Columbia Threadneedle 
Investments
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1.91

1.42

1.28

1.21

1.50

1.41

1.20

0.77

1.43

0.94

0.69

0.61

0.55

0.32

0.32

0.27

0.19

0.18

Concerns about publishing poor numbers/
missing target(s)

Uncertainty about how data should be
disclosed

Uncertainty about what data needed to
be disclosed

Concerns about the annual review process

External transparency on data

Global firm not organised on a country-by-
country basis

Sensitivity to data protection

Internal transparency on data

Reluctance to be associated with exclusive
gender focus

Buy-in from management

Buy-in from employees

Group executive committee

Group board

Executive committee

HR team

Board

Legal team

Compliance team

How difficult was it to overcome the challenges listed below?

Average difficulty rating, where easy = 0 , quite challenging = 2, very challenging = 4

Going public with the numbers

Data collection and presentation

Stakeholder buy-in

Gaining approval from:

We had numerous 
conversations between our 
CEO and HR Director, 
partnering with our data 
and management 
information team, to 
explore what will stretch us 
and what will help towards 
our longer term growth as 
an organisation

Unum

The main challenge is 
collecting the data and 
sharing the story regardless 
ƻŦ ǿƘŀǘ ƛǘ ƭƻƻƪǎ ƭƛƪŜΧ²Ŝ 
currently are in a good 
ǇƭŀŎŜ Χ IƻǿŜǾŜǊΣ ƛŦ ƛǘ ǿŀǎ 
to change, I think we would 
face issues to continue 
telling our story publicly

Anonymous signatory
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Continuing to ensure the 
principles of the Charter 
remain a top priority 
through executive 
leadership changes which 
are commonplace in our 
industry

State Street

[Low] natural turnover and 
low numbers of senior 
cohort mean the numbers 
[or ratios] may not reflect 
the positive work behind 
the scenes, so it is 
important that the full 
story is told, not just the 
data

Leeds Building Society

Making sure our culture 
and working practices 
enable more women to 
stay and progress, not just 
attract them in the first 
place

Direct Line Group

Keeping a focus on driving 
behaviour change and bias, 
not chasing the numbers

HSBC UK

The biggest challenge is 
ensuring diversity and 
inclusion becomes part of 
everyday culture so that 
the effort isn't short term

CYBG


