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Our approach to tackling 
the gender pay gap 
Our vision at Schroders is to break down  
barriers and challenge stereotypes, so that we 
can develop a diverse and inclusive workforce 
across all our locations that will make our business 
dynamic, market-leading and futureproof. 
Stereotypes around gender, social background, ethnicity  
and ‘who you know’ have had a much greater impact on  
the professional world than most people would like to admit.  
This has discouraged or held back too many talented people  
– to the cost of everyone in our society. 

We know the corporate world is changing, but there’s still 
a great deal to be done before business truly reflects the 
societies we live in. 

Measuring and addressing the gender pay gap is hugely 
important. We are paying close attention to the numbers and 
making a concerted effort to correct imbalances in gender pay. 

As a signatory to the UN Global Compact, the world’s largest 
sustainability initiative, we have committed to do business 
responsibly by aligning our strategies and operations to its  
ten principles. Across our business we proactively support the 
17 UN Sustainable Development Goals and in this report we 
focus on the impact we’re having on gender equality. 

In 2019, we were included in the Bloomberg Equality Index, 
and recognised as a leader in advancing gender equality 
globally. We increased the number of female Directors on 
the Board of Schroders plc from three to four and plans are 
in place to increase this to five later this year. The number of 
female senior managers rose from 263 to 270. At the end  
of 2019, 32% of our senior management were female, just 
short of our 33% target. 

Promoting diversity, inclusion and social mobility in our 
business is very important to us, and these factors are all 
interrelated. We want to give all our employees the resources 
to reach their full potential. We aim to foster a truly inclusive 
culture that encourages much greater diversity. 

We are committed to creating a culture where everyone  
can thrive because we know this is good for society and good 
for our clients. 

We are determined to: 

#rethinktheroles 
#rewritetherules 
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I am a long-standing advocate of the power of 
education and opportunity to help people, particularly 
young people, aspire to a better future. Inclusion, 
and ensuring that opportunities are available to all 
who desire them, is of paramount importance. I have 
been fortunate that ats every step of my education 
and career there was someone who was prepared to 
support me, yet today many diverse groups feel that 
it is more difficult for them to “make it”. A career in 
financial services, and particularly asset and wealth 
management, can feel out of reach to those without 
networks or connections. That isn’t acceptable. 

Addressing social mobility often improves  
inter-sectional diversity and at Schroders I believe  
we celebrate talented people whatever their gender,  
age, race, sexual orientation, disability, religion, beliefs 
or any other characteristic. The Board of Directors of 
Schroders share the management team’s passion for 
making real progress in developing an inclusive  
culture, so all our people feel a sense of belonging.

Three years ago, we were one of the first companies 
to publish voluntarily our global gender pay gap, 
ahead of UK legislative requirements. We have 
prioritised gathering diversity profile information  
from our employees this year and 64% of our 
employees have provided this so far. We need  
that data so we can target key areas where we can 
make the most improvement to bring about greater 
inclusivity and a more diverse group of employees. 
This is of vital importance as we believe that 
transparency through all lenses of diversity is  
where the conversation has to start, both  
internally and externally, if we are going  
to drive real change and equality. 

The asset management industry faces an issue, 
in terms of the representation of diverse talent 
both within investment roles and at more senior 
management levels, which will take a generation or 
more to address. This representation issue is poor  
for female talent but even worse for some other 
diverse groups, particularly ethnicity, disability or 
social mobility. These role gaps underlie our gender 
pay gap and will also drive the gaps we will inevitably 
report once we have sufficient diversity data to  
publish for other groups. 

We are already addressing these role gaps with our 
entry level talent, through both our own graduate 
programme and Investment 2020, where Schroders is 
a keen supporter and contributor. Investment 2020 is 
a programme that aims to attract young people from 
a range of backgrounds, both male and female, into 
the investment management industry. I am pleased 
to say that so far these efforts have been successful in 
increasing female and BAME representation, as well as 
improving social mobility at entry level across the firm. 

This report outlines some of the actions we are taking 
to make Schroders a company where opportunities  
are available to all. I hope you enjoy reading it but I  
am conscious we still have a long way to go before  
we have a level playing field for everyone.

Damon Buffini
Remuneration Committee Chair and independent  
non-executive Director of Schroders plc

Foreword from Sir Damon Buffini

“The Board of Directors 
of Schroders share the 
management team’s 
passion for making real 
progress in developing  
an inclusive culture,  
so all our people feel  
a sense of belonging.”
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Like Damon, my own background is not typical of a 
traditional career in asset management or even financial 
services. When I initially joined Schroders as a graduate, 
my degree from Bath University as opposed to Oxbridge 
meant that I was regarded as something of a social 
experiment at Schroders. I am fortunate today to be in 
a position where I can really drive change to deliver the 
benefits that I believe diversity of thought brings to  
both our business and wider society. 

The financial services industry is better today than  
when I started out as a graduate but it still has challenges 
in terms of representation by gender, social mobility, 
disability and ethnicity. I am a firm believer in the 
importance of data and analytics to improve our decision 
making and in the last 12 months we have campaigned 
for our people to tell us more about themselves and 
complete their diversity profiles. It is only with this data 
that we are able to direct our resources to make the 
changes with the biggest impact. We have increased the 
percentage of our employees who have completed their 
diversity profiles from 15% to 64%, increasing to over 
70% for ethnicity data. Once we have this data for over 
80% of our people, we have committed to publish pay 
gap reports for other lenses of diversity. 

Our gender pay gap at Schroders 
Our decision several years ago now, for Schroders to 
communicate our gender pay gap ahead of statutory 
requirements, reflects my belief that data transparency 
is key to driving real change. I am still not proud of 
the figures we are reporting, despite continuing to 
show year-on-year progress again in 2019. Behind the 
numbers, the significant progress we have made in 
recent years to increase female representation at entry 
level actually slows the progress we can make in closing 
the gender pay gap but is essential if we take the long-
term view. The data shows a role gap driven by a lack of 
women in senior management and other higher paid 
roles, particularly in the investment side of our business.  
We may have increased female representation from  
25% at the end of 2015 to 32% today, but there remains 
so much more to do. 

With progress on diversity metrics linked to pay 
outcomes for senior management, we are holding 
our people accountable for addressing this role 
representation gap, as well as diversity and inclusion 
more broadly. We are doing this through new 
recruitment and talent identification methods, better 
policies and employee-focused business changes 
like flexible working, regardless of gender. It’s my 
expectation that all employees contribute to making the 
necessary changes to ensuring our business and industry 
continues to become more inclusive in the future.

Peter Harrison
Group Chief Executive

Message from Peter Harrison

“With progress on 
diversity metrics linked 
to pay outcomes for 
senior management, 
we are holding our 
people accountable  
for addressing this  
role representation 
gap, as well as diversity 
and inclusion more 
broadly.”
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Why this matters 

We’re working hard to 
challenge bias and outdated 
opinions. We’re educating our 
people and the wider industry 
about the huge benefits of 
actively promoting inclusion 
and diversity. 

Driving debate and generating 
the best ideas about being truly 
inclusive is very important to us. 

That’s why we created a 
campaign last year to focus  
our efforts   

#rethinktheroles 
#rewritetherules 

Gender Pay Gap Report 20194



#rethinktheroles
1

1

2

2

3

3

Let go of outdated 
ideas about who should 
fill roles. Embrace the 
future, and the diversity 
needed to move our 
business forward 

Take a more radical 
approach to role-
filling. Reject the 
tick-box approach 
of the past 

Focus on someone’s 
capability and talent. 
Don’t limit yourself to 
hiring one particular 
type of person 

#rewritetherules

Be truly  
open-minded 

Champion diversity of 
thought, education, 
background, 
experiences and 
circumstances 

Look for ways to 
actively support this 
change in our approach

Our campaign to challenge stereotypical thinking and 
implement more modern practices
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Challenging gender stereotypes  
We actively challenge assumptions like these about gender 
roles in the workplace:  

In our UK business the return rate for 
women after maternity leave is 

95%
Our focus on flexible working and our 
supporting policies supports each 
employee to find the right balance

826days
were taken as paternity leave in 2019 

We encourage the new parents in our company 
to take their full leave entitlement and assure 
them this will not affect our commitment 
to them. We offer maternity and paternity 
coaching, as well as shared parental leave.  

In 2019, on International Men’s Day, we celebrated 
our ‘Schro-dads’ by inviting fathers to bring their 
children into the office. We want to challenge 
gender stereotypes around parenting. 

 

This is an outdated viewpoint and we don’t 
hesitate to challenge it.  

We only choose to work with recruitment firms 
that have signed up to our Voluntary Code of 
Conduct on Gender Diversity 

In 2019 

42%
of those on short-term international 
assignments and    

43%
of those on longer-term international 
assignments were women 

We have programmes in place to mentor 
and support women to be successful in 
senior roles

Women leave when they have children 

Men are not seen as the primary caregiver 
for the family

Men are better suited to certain  
jobs and roles 

Women are less likely to take opportunities 
to transfer internationally 
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What is the 
gender pay gap? 

The gender pay gap measures 
the difference in the average 
pay of men and women, 
regardless of the job they do.
It is not an equal pay comparison, which would 
compare the pay of men and women who do  
the same, or similar, work. So it does not show 
that men are paid more than women for doing 
the same work – this is against the law in  
most countries. 

The gender pay gap is designed to highlight the 
difference in the number of men and women 
across a business in higher and lower paid roles.

How is it calculated? 

We compare hourly fixed pay, including base salary and 
other cash allowances. We also calculate the total variable 
pay gap, comparing cash annual bonuses, plus other 
variable remuneration such as deferred bonus awards.  
For each of these, we compare the mean for women and 
for men, as well as the median for women and for men. 

Our UK figures are calculated according to the UK gender 
pay gap reporting regulations. The mean and median 
hourly fixed pay here are based on what was paid in the 
April 2019 payroll. Mean and median total variable pay is 
based on what was paid through payroll in the 12 months 
ending on 30 April 2019. 

For our global figures, we’ve simplified the calculations,  
as our workforce is spread across different payrolls in 
many countries. The mean and median hourly fixed pay 
rates are based on annual rates of pay and working hours 
at the end of 2019. The mean and median bonus pay are 
based on the annual bonuses awarded for 2019, plus 
the expected value from other deferred remuneration 
awarded in 2019. 

It helps to know these terms: 

the “mean” 
this is the “average” where  
all the values are added  
up and divided by the  
number of values

the “median”
this is the middle value in a 
list of numbers, when they  
are ranked in order of size

You can find out more about our remuneration 
policies and practises in our remuneration 
report on pages 72 to 108 in our Annual Report 
and Accounts, available at schroders.com/
annualreport.
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Our global gender pay gap 
statistics – explained 
Understanding the numbers 
Globally, 32% of our senior managers are female.  

Analysis of pay levels for comparable roles across Schroders shows 
that male and female employees are paid fairly for similar work. 
But the lower representation of women at senior levels, and other 
higher-paid roles is reflected in our gender pay gaps. Promoting 
senior management diversity has improved these gaps, but there  
is still more to do. 

Compared to pay outcomes when the Group first reported its 
global gender pay gap in 2016, the gap for the median hourly 
fixed pay has narrowed from 33% to 27%, while the gap for the 
mean narrowed from 31% to 27%. The gap for the median bonus 
has narrowed from 59% to 50% and the gap for the mean bonus 
has narrowed from 66% to 58%.

Baseline data
Year to 31/12/2016

Prior year data
Year to 31/12/2018

Current data
Year to 31/12/2019

The proportion of female vs. male employees according to quartile pay bands

Top quartile of employees based on hourly fixed pay 21% females 
79% males

22% females 
78% males

24% females 
76% males

2nd quartile 36% females 
64% males

39% females 
61% males

38% females 
62% males

3rd quartile 50% females 
50% males

48% females 
52% males

49% females 
51% males

Bottom quartile 59% females 
41% males

59% females 
41% males

55% females 
45% males

Total employees 41% females  
59% males

42% females 
58% males

42% females 
58% males

Hourly 
fixed pay

The amount by which the male median exceeds 
the female median as a % of the male median

33% 30% 27%

The amount by which the male mean exceeds 
the female mean as a % of the male mean

31% 29% 27%

Total 
variable 
pay

The amount by which the male median exceeds  
the female median as a % of the male median

59% 56%
(vs. 2017: 53%)

50%

The amount by which the male mean exceeds  
the female mean as a % of the male mean

66% 60% 58%

The proportion of female and male employees  
who received variable pay

95% of females
96% of males

93% of females 
94% of males

92% of females 
91% of males

Total employees at a glance

42%

58%

Key:      Gap has narrowed from the previous year       Unchanged year-on-year       Gap has widened from the previous year
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Our UK gender pay gap 
statistics – explained 
Understanding the numbers
In the UK, most of our workforce is employed by one of two 
main subsidiaries, Schroder Investment Management Limited 
and Schroder & Co. Limited. Schroder Investment Management 
Limited is the main UK employing entity for asset management 
and Group roles, and Schroder & Co. Limited is the main UK 
employing entity for our wealth management business.

Schroder Investment Management Limited Schroder & Co. Limited

Baseline data 
for April 2017

Prior year data 
for 2018

Current data  
for 2019

Baseline data 
for April 2017

Prior year data 
for 2018

Current data  
for 2019

The proportion of female vs. male employees according to quartile pay bands

Top quartile of employees based on hourly fixed pay 18% females
82% males

18% females 
82% males

20% females 
80% males

13% females 
87% males

13% females 
87% males

12% females 
88% males

2nd quartile 32% females 
68% males

31% females 
69% males

32% females 
68% males

20% females 
80% males

19% females 
81% males

25% females 
75% males

3rd quartile 39% females 
61% males

38% females 
62% males

39% females 
61% males

63% females 
37% males

59% females 
41% males

51% females 
49% males

Bottom quartile 53% females 
47% males

52% females 
48% males

54% females 
46% males

53% females 
47% males

57% females 
43% males

53% females 
47% males

Total employees 35% females 
65% males

35% females 
65% males

36% females 
64% males

37% females 
63% males

37% females 
63% males

35% females 
65% males

Hourly 
fixed pay

The amount by which the male median 
exceeds the female median as a % of the 
male median

29% 27% 26% 45% 46% 44%

The amount by which the male mean 
exceeds the female mean as a % of the 
male mean

27% 27% 27% 36% 37% 33%

Total 
variable 
pay

The amount by which the male median 
exceeds the female median as a % of the 
male median

60% 52% 52% 79% 78% 78%

The amount by which the male mean 
exceeds the female mean as a % of the 
male mean

75% 70% 71% 61% 63% 48%¹

The proportion of female and male 
employees who received variable pay

91% of 
females
93% of males

88% of 
females
92% of males

90% of 
females  
93% of males

82% of 
females
86% of 
males

83% of 
females 
90% of 
males

94% of 
females 
92% of 
males

36% 35%

64% 65%

Key:      Gap has narrowed from the previous year       Unchanged year-on-year       Gap has widened from the previous year

Schroder Investment Management employees Schroder & Co. employees

¹  The figure is lower that it otherwise would have been as a small number of females exercised deferred 
remuneration awards that had been accumulated over a number of years.
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How we are addressing the gap

Fairness is at the heart 
of our approach. Our 
analysis of pay levels 
for comparable roles 
across Schroders shows 
that female and male 
employees are paid 
fairly for similar work 

Encouraging future leaders
The gender pay gap exists because there are fewer 
women in senior positions than men. At Schroders,  
we are taking action with a long-term view to build  
the number of female leaders and to increase diversity 
across our senior management. 

In 2019 we introduced the Future Leader Experience, a 
new and more egalitarian approach to identifying and 
developing our emerging talent. To counter potential 
manager bias, we invited everyone with at least one year’s 
service at Schroders, and 4-6 years career experience,  
to nominate themselves if they were interested. 

Applicants were asked to complete an online 
assessment, along with their manager and two key 
stakeholders. We also asked questions to establish 
their career aspirations and motivations. This allowed 
us to give all the participants an objective view on their 
leadership potential, plus training and support on  
using the data to inform their career conversation. 

A cohort of 44 people were invited to take part in further 
developmental coaching and a two-day workshop. The 
experience allowed us to identify talent right across the 
globe and created a highly engaged group of future 
leaders that is 43% female and 57% male.

Ethnicity analysis 
In 2019, we were able to introduce more granular 
analysis of pay outcomes by ethnicity within each 
of our regions. By doing this, we identified certain 
populations where the headline pay outcomes 
appeared to be out of line with other ethnicity  
groups in the same geographic area. 

The HR team was then able to review the pay outcomes. 
Local management was challenged and, where 
appropriate, pay outcomes were adjusted, though in 
many cases there was additional context to support the 
original position.

By doing this, senior management was able to satisfy 
themselves that the individual recommendations were 
appropriate and fair. 

Making sure pay is fair Encouraging future leaders 

The pay review process
At Schroders we aim to pay 
our employees in a simple and 
transparent way that aligns with 
the financial performance of the 
business, and our shareholder 
and client interests. 

Our salaries have to reflect the 
different markets in which we 
compete globally, and help us 
to attract, motivate, reward and 
retain the talented individuals we 
need to maintain our success. 

During the year-end 
compensation review, we 
consider salary, bonus and 
total compensation outcomes 
through different diversity 
lenses, based on the data that 
our people have provided,  
to screen for unconscious bias. 

Our future leaders workshop 
participation 

43% female

57% male
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We have brought in  
new online tools to enhance  
our early careers recruitment 
process and reduce 
unconscious bias. Our  
aim was to create a globally 
consistent and engaging 
recruitment experience  
that supports our diversity 
and inclusion agenda. 

We now have an  
innovative solution that 
uses gamification to deliver 
a robust, objective, and fair 
recruitment process. 

Because we take a long-term 
approach, a key part of our 
talent assessment strategy is 
to consider future potential.

The new solution  
We’ve chosen Aon Assessment Solutions as it offers a combination 
of traditional online assessments, gamified assessments, bespoke 
Situational Judgement Tests, and a video interviewing solution 
with Artificial Intelligence (AI) capability. 

Our new assessment solution is made up of the following tools: 

 – Introductory video to explain the process

 – Situational Judgement Test 

 – Personality questionnaire, mapped to our values

 – Deductive Logical Reasoning Assessment, a gamified 
assessment that measures logical thinking and  
problem-solving 

 – Candidate feedback report

 – Hiring Manager Report: another part of our strategy to  
remove unconscious bias is to provide hiring managers with 
only the system-generated hiring manager report instead of 
each candidate’s CV

 – Video interview: candidates who reach a certain benchmark on  
the assessments are progressed to the video interview stage.  
Hiring managers have to rate candidates against a number of 
criteria for each of the questions. We have introduced this to try  
and combat any unconscious biases  

The results so far  
We’ve had over 2,000 
candidates go through  
the online tests. Completion 
rates are high, as candidates 
are enjoying the process and 
are motivated to complete  
the assessments. 

Our aim was to create a process 
that was objective, valid 
and fair. We wanted to limit 
unconscious bias as much as 
we could and create a process 
that showed no evidence of 
adverse impact. 

Based on the data from over 
800 candidates we have found 
no evidence of adverse impact 
in terms of gender or ethnicity. 
We also found that women 
performed slightly better  
than men.

We have more to do to continue 
to promote a career at Schroders 
as an attractive proposition to 
female talent, which is an issue 
across the asset and wealth 
management sectors.

Next steps  
We’ll continue to monitor  
pass rates as we gather more 
data to ensure that we are 
delivering an assessment 
process that is fair to all 
candidates. 

We are committed to 
continuous improvement in  
our recruitment process. 

A fairer recruitment process

Online tests completed 

2,000+

A fairer recruitment process 

A fairer recruitment process 
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How we are addressing the gap 
– continued

STEMettes
We are continuing our 
partnership with Stemettes and 
in Q3 2019 worked on the best 
ways to support and bolster 
the pipeline of young women 
applying for technology roles. 
Options under review include 
Bootcamps, professional 
qualifications, work experience 
opportunities, hackathons,  
and mentoring schemes. 

The ongoing dialogue not 
only helps strengthen our 
relationship and sponsorship 
of Stemettes as an important 
social enterprise partner for 
Global Technology, but also 
provides us with a pipeline of 
future working opportunities.   

KickStart Money 
We are a founding partner of 
the KickStart Money initiative 
to get financial education onto 
the national curriculum. 

Fast-track   
We run fast-track  
recruitment events to 
improve the socioeconomic 
and female diversity in our 
summer internships. 

Providing funding for young 
people at university   
We have partnered with the 
Amos Bursary and Snowdon 
Trust to fund students from less 
fortunate backgrounds, with 
disabilities and young black, 
Asian and minority ethnic men.  

She Can Be   
We are founding patrons of 
the Lord Mayor’s Appeal which 
organised the annual event 
She Can Be, designed to inspire 
young women to consider 
roles in the City of London. 

IntoUniversity    
IntoUniversity supports young 
people from disadvantaged 
backgrounds to attain either 
a university place or another 
chosen aspiration. Through 
our new multi-year partnership 
we’re funding a brand new 
centre in South London which 
will give young people from 
disadvantaged backgrounds 
access to education. 

Moreland Primary School 
To complement our strong, 
long term secondary school 
partnership with Mossbourne 
Community Academy, we 
support our local primary 
school, Moreland Primary,  
to extend our impact to 
young pupils. 

We continue to run 
Dreamcatcher assemblies 
where our employees 
volunteer their time to talk 
about their careers with the 
hope to raise the children’s 
aspirations and for them to 
get a sense of the skills and 
experience they would gain 
working in our sector. 

Investment 2020 
We are a founding 
member of Investment 
2020. Our Traineeship and 
Apprenticeship Programmes, 
which are part of Investment 
2020, offers 12-month fixed-
term and two year permanent 
contracts to school leavers and 
graduates, with a particular 
focus on social mobility. 

Investment 2020 educates 
students and the public about 
the investment management 
industry and its opportunities. 
In 2019, 55% of trainees 
progressed to roles in 
Schroders and the majority of 
those that did not stay with the 
business took up places  
at university.

We’re not just talking about the pay gap for people in work today –  
we are tackling it at every stage of the employee lifecyle. 

From early school initiatives to senior management training, and at each  
stage in between, find out what we’re doing to boost diversity. 

School School leavers 

Teach First 
We’re partners with Teach 
First, which aims to tackle 
the STEM skills shortage by 
placing more STEM teachers 
into classrooms. We host 
students for insight days at 
Schroders and volunteer in 
schools. We have funded the 
training for 11 teachers in 
low-income schools, which has 
helped over 1,500 students.
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Social Mobility Foundation

We’ve redesigned our work 
experience into a One+ 
programme. This means for 
every young person we give 
work experience to through a 
client or employee referral, we 
now give the same opportunity 
to a young person from a lower 
socioeconomic background.

Since 2017, we have placed 
over 20 students across the 
business.

Recruitment   
We partnered with Schwa 
(language and behaviour 
specialists) to review our job 
descriptions (JD) and take a 
new approach to the look, 
feel and content of our JDs 
making them more inclusive, 
appealing and emotional as 
well as rational. 

We want to attract a broader 
range of people, especially 
those who might not 
traditionally have considered 
Schroders. We put together 
a toolkit to challenge and 
support hiring managers to 
think differently about the 
kind of person they needed 
for their team and how to 
articulate it.

Gender balanced 
assessment centres   
Our goal is to have a 50/50 
gender split for candidates at 
assessment centres, so that the 
next generation at Schroders is 
more gender balanced.

Digital assessment   
We have introduced a 
digital assessment tool that 
provides fair chances for all 
demographics, in our aim to 
reduce hiring bias (see the  
case study on page 11). 

Social media targeting 
We use targeted social media 
adverts to get our vacancies 
in front of more female 
applicants.  

Find out more about our work 
to reduce unconscious bias in 
our video.

Hiring manager toolkits    
At each stage of the hiring 
process, we’re introducing 
diversity and inclusion 
reminders to encourage 
managers to take an  
inclusive approach. 

Find out more about our 
manager expectations in  
this short video

Starting work

Our goal 

50% female

50% male
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Mentoring   
We offer employees the 
opportunity to find a mentor 
through our online platform 
along with toolkits all 
available through our internal 
career hub.

We want all our employees 
to have a great career 
conversation, regardless  
of their role.

Attracting female talent    
We partner with the Diversity 
Project on a number of key 
initiatives and late in 2019 
signed up to participate in 
their Returnship initiative.   
We also work with Return  
Hub to proactively source 
female candidates returning 
to the workplace. 

FT125 Women’s Forum    
As members in both London 
and Hong Kong, this allows 
our nominated mid-career 
women a chance to connect 
monthly with an external 
network. They learn from 
subject and industry experts, 
then share their knowledge 
internally at Schroders. 

Board representation     
We have announced changes 
to our Schroders plc Board later 
this year that will mean that the 
board is 45% female, following 
our AGM. We’re determined 
to represent society more 
broadly with a rich and wide-
ranging mix of experiences 
and knowledge that delivers 
diversity of thought. 

Celebrating female  
role models
Carolyn Sims, Chief 
Financial Officer, Wealth 
Management and Kate 
Leppard, Head of Client 
Service for UK Wealth 
Management, were 
among those recognised 
at the Powerwomen 
Awards 2019 hosted  
by Citywealth. 

The profiles on page 18-19 
tell more about some of 
the role models that are 
making a difference.

Global Employee Forum 
Our Senior Independent 
Director, Ian King, is the 
designated non-executive 
Director of Schroders plc who 
is responsible on behalf of 
the Board for engagement 
with our employees, as key 
stakeholder of the Group.

Flexible working    
All our employees can take 
advantage of workplace 
flexibility, as it suits them.  
At Schroders, 85% of men and 
83% of women in the UK do 
some kind of flexible working. 

In work 

Find out more about flexible 
working in our short video

Schroders plc board 

40% female as at 31 December 2019

How we are addressing the gap 
– continued
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Inclusiveness woven into 
our policies  
Our policies have been 
thoughtfully designed to 
ensure we are an inclusive 
organisation. Each step of  
the employee experience  
has been considered with 
a view to inclusiveness. We 
want to implement change 
to reduce bias and create a 
diverse workforce. 

Diversity & Inclusion 
training
Our manager programmes 
have a focus on Diversity & 
Inclusion to ensure we support 
inclusive teams. Our Learning 
Management System, Spark, 
hosts our Unconscious Bias 
training, which is accessible 
to all employees. We have 
also introduced a set of six 
managers expectations, which 
includes ‘Enablers of Diversity 
& Inclusion’.

Monitoring gender diversity 
We track female representation 
throughout our business and 
use the information to build a 
more diverse pipeline. 

Each GMC member can access a 
dashboard, updated monthly, to 
track progress against our goals.

Sponsoring 
It’s important to us to sponsor 
key women-specific awards, 
with a focus on women in 
finance and IT. 

In 2019, we sponsored the 
Woman in Finance Awards.

Unconscious bias 
If we’re aware of our 
unconscious biases and 
prejudices, we can work 
to overcome them. Here 
at Schroders, we offer 
unconscious bias training to 
all our employees, all over the 
world, to boost inclusion and 
diversity in the workplace. 

Gender Equality Network (GEN) 
With over 700 members globally, our network aims to raise 
awareness and the profile of gender equality in the workplace, 
and to ensure that there are visible female role models at 
different levels of the organisation.   

SchOUT 
Our lesbian, gay, bisexual and transgender (LGBT) group 
encourages an inclusive culture where everyone can bring 
their whole self to work and realise their potential.

Employee Resource Groups 
Key to our identity as an inclusive place to work are our 
13 active Employee Resource Groups (ERGs). They are 
inclusive employee-led networks, open to everyone, 
based around specific areas of diversity including gender, 
ethnicity, sexual orientation, religion, disability and  
mental health. 

These networks help drive change across our business, 
create spaces to network with colleagues and build 
external partnerships, raising the awareness of challenges 
that under represented groups might face. All groups are 
open to everyone, including allies and supporters, and 
there is no limit on joining.

Our Group-wide activities to support diversity 

‘I think Diversity & Inclusion are key for 
a business to succeed, with an emphasis 
on inclusion. We cannot unlock the full 
upside of a diverse workforce if you don’t 
ensure that people feel their differences are 
welcomed, understood and valued. 

Quote from the Chair, Emmanuelle Mathey

‘Gender equality affects everyone and so 
as a global network we are committed to 
driving gender equity, opportunity and 
inclusion for everyone.’

Quote from the GEN Committee 
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Talking from experience - three senior  
role models share their views 

Why do you think women are put off 
working in finance? 
There is still a sense, unfortunately, that this 
is a man’s industry. It appears very analytical 
when actually those ‘softer’, EQ skills are 
very important in this business too. 

It’s a people business: about getting on 
with people, teamwork and looking after 
clients. What we do is very caring. We’re 
working with clients to achieve their aims. 
Yes, you need to know how to manage 
money, but we need caring, curious, 
listening people and these skills come  
very naturally to women. 

We’re ensuring that we have an equal 
intake of men and women. It will take time 
for this to filter up through the company. 
I’m very pleased that we’ve already seen  
a shift up to the next level with more 
female junior managers. 

How would you encourage women to 
aspire higher? 
I’d advise anyone to just put that ‘impostor 
syndrome’ behind you! You’re as deserving, 
as capable, as any man. Stop being so quiet 
in meetings, and share your opinion. Be 
confident that you are capable. As society 
changes we’ll have more role models and 
this will give female talent the confidence 
that they can achieve too.

Why did you create the Diversity & 
Inclusion Group? 
When I joined Schroders, this was not a 
conversation we were having in the City, 
which just seems crazy now. We thought the 
gender representation gap and gender pay 
gap gap would close sooner rather than later. 

I founded the Diversity and Inclusion 
Group because we wanted to start the 
conversation about gender and diversity. 
This was about six years ago and Peter 
Harrison was supportive. 

Gender pay gap reports are helping to 
drive the conversation and I wish it had 
been happening earlier in my career. The 
numbers are still a bit flat, but I do believe 
attitudes and behaviours are changing. The 
pay reports are catalysing debate across 
gender lines.

What’s your view on the work/life 
balance?
It’s important that the work/life balance is 
for men too. Men are taking much longer 
paternity leave and they want to be involved 
with childcare.

I’m a massive feminist. I believe  
women need to engage with men in this 
conversation. I’ve worked four days a  
week for the past 13 years and men are 
asking for these arrangements too. 

Are you a fan of flexible working? 
I would have loved flexible working, it 
would have been a huge help to me and  
I’d have a lot less grey hairs now! There is  
a personal cost if you don’t have that back 
up – not to your husband or children, 
because they come first – but to you, 
managing all that stress. 

Is there still an ‘old boys’ network?
The old boys’ network, men who play golf 
and go off to shoots together – the financial 
world is still like this. Do I have to pick up a 
gun to get ahead? 

I try to cut these conversations with a 
straightforward: ‘Shall we get down to 
business?’ It will take time to get over all this, 
but things really are changing. We’re calling 
out unconscious bias and in the future, the 
‘old boys’ network’ will be inappropriate.  

What’s the best way to progress? 
I help anybody with potential. People  
don’t believe in themselves enough,  
so I push them. 

When I started out, you had to be better 
that the men. But now, you only need to be 
just as good. So, take responsibility for your 
own career. The world is your oyster,  
and there’s no reason not to progress!

“’I’m pleased to see 
that we’ve already seen 
a positive shift with 
increased representation 
from female managers 
at the next levels of 
seniority.”

Mary-Anne Daly is the Chief 
Executive of Cazenove Capital  

Jessica Ground is a fund 
manager and Global Head of 
Stewardship at Schroders  

There are many women throughout our business who are successful role models and 
champions of diversity and inclusion. We asked three of our senior leaders to give their 
own views on gender balance at work, share their experiences and impart some advice 
to help us all make more progress in this area.
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Why do you think there are more  
women in senior management in Asia 
than in Europe? 
This is a philosophical question, and it could 
be partly because family support is more 
readily available in Asia. In countries like 
Singapore and Hong Kong, we don’t usually 
live far away from our families. 

Parents and family often help with childcare 
needs, such as picking children up from 
school. This support likely translates to more 
women being able to commit to full-time 
and / or high-level roles. Also, domestic help 
is accessible in the region, and this can ease 
a woman’s traditional commitments.  

Do the current Schroders gender pay  
gap figures surprise you? 
We have done a lot over the years to 
improve the gender pay gap in Schroders 
and our efforts are reflected in the 
narrowing gaps. 

Do we have some way to go towards 
zero gender pay gap? Yes, of course we 
do. Workplace policies should be fairly 
implemented and both genders should have 
access to equal career paths and benefits.

Do you feel you’ve had equal treatment 
and opportunities throughout your 
career? 
I’ve had my challenges, of course,  
but I believe my attitude has enabled me 
to be where I am today. I bring a positive, 
collaborative attitude to work every day  
so that those around me know that  
I am open-minded and embrace  
different perspectives.

I got an email from a male colleague saying 
he couldn’t make team drinks at 5pm 
because he had to pick his daughter up 
from nursery and I love those emails! People 
need to feel they can be open about their 
care responsibilities, such as older parents 
and other commitments.

How do you encourage companies to add 
more women to their boards?
With my ESG hat on, we initially wrote to 
the all-male boards to ask them to increase 
their diversity. Then we wrote to the lower 
percentage boards. We’re absolutely not 
fans of ‘one woman and we’re done’. We 
want to drive improvement and we vote 
against the accountable people.

People are now asking their companies to 
produce gender pay gap reports like ours 
because the data is very powerful. 

How would you encourage more women 
to lead?  
Being honest, I didn’t find it easy to step into 
my first leadership role and I think many 
women will say that. But from my first step, 
the firm did good things to support me. 

What I’d say to a young women joining 
Schroders now is: let go of perfection and 
the amount of pressure we put on ourselves. 
Be aware of your imperfections and work on 
them, but don’t let being perfect get in the 
way of being perfectly good.

What can companies do to encourage 
more women to move into senior roles? 
This year, we partnered with Mums@Work  
in Singapore to hire female talents who 
have taken two- to five-year career 
breaks due to family commitments. 
We successfully hired five women for 
marketing, operations and technology 
roles. More should be done by businesses 
to encourage this returning workforce. 

Flexible work policies can also be attractive, 
not just for women. We offer remote and 
flexible work arrangements across our 
APAC offices, and this helps our employees 
achieve a better work-life balance without 
sacrificing productivity.

What advice would you give to a young 
woman aspiring to a position like yours 
in the future? 
Understand the business beyond 
your current role and be open to new 
challenges, because creativity often comes 
from new experiences.

Don’t wait to be given opportunities – step 
out of your comfort zone and ask for more. 
Be passionate and give your best effort be it 
to small tasks or to large projects. 

Any other points would you like to make 
regarding gender at work? 
At Schroders we are already extremely 
inclusive – for instance, we make a conscious 
effort to use gender-neutral recruitment 
ads. Practices like this will help our industry 
and society achieve effective diversity. 

“With my ESG hat on, 
we initially wrote to the 
all-male boards to ask 
them to increase their 
diversity. Then we wrote 
to the lower percentage 
boards. We’re absolutely 
not fans of ‘one woman 
and we’re done’.”

“Flexible work policies 
can also be attractive, not 
just for women. We offer 
remote and flexible work 
arrangements across 
our APAC offices, and 
this helps our employees 
achieve a better work-
life balance without 
sacrificing productivity.”

Susan Soh is our County Head 
for Singapore
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Parenting is not just  
women’s work. 
To challenge societal stereotypes around 
working parents and celebrate bringing your 
whole selves to work, our Gender Equality 
Network set up a photo shoot with some of  
our hard-working dads. 

On International Men’s Day, November 19th, 
ten of our ‘Schro-dads’ brought their children 
into our London offices to show them around. 

Thanks so much to our dads and their 
delightful children:  Vajinder Brown,  
Eugenio Cicconetti, Adam Crane, Tomi Coull, 
Richard Gould, Andrew Le-Petit Nixey,  
Tom Montagu-Pollock, Jamie Strange,  
Ian Taak, and credit to Becky Bates,  
for the photography.

Celebrating our 
“Schro-dads” 
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Breaking down the barriers 
The East London Business Alliance (ELBA) 
builds connections between business 
and local communities. It uses the time, 
skills and resources of the private sector 
to address social mobility, poverty, 
regeneration and inequality in East  
London and beyond.

In 13 years of partnerships, almost 380 
employees have volunteered their time  
to mentor over 600 students. 

This has improved the prospects of  
young people, raised their aspirations  
and inspired them to succeed. 

Helping women into 
employment 
Smart Works is a UK charity that provides 
high quality interview clothes and interview 
training to unemployed women in need.  
At heart of the charity sits a two hour 
dressing and coaching service for 
unemployed women with confirmed job 
interviews. Our employees donate their 
work clothes to Smart Works who run a 
personalised styling session before receiving 
one-to-one interview preparation and 
coaching from trained HR professionals.

Key awards in 2019 

LinkedIn  
Top Place to Work 

Pensions & Investments  
Best Place to Work

Ministry of Defence ERS  
Gold

BCA  
Workplace design 

Financial News  
Chief Executive of the 
Year, Peter Harrison 

HR Excellence Awards 
(Singapore) Gold for 
Diversity & Inclusion 

Inclusivity in 
action
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Our goal is to close the 
gender pay gap and reach 
full gender representation 
equality. This is a key 
element of our diversity 
and inclusion strategy. 
To genuinely rethink the roles and rewrite 
the rules, we need to engage and work 
with people and organisations that share 
our goals. Together we can create a 
workplace, an industry and a society that 
celebrates and rewards everyone. 

Our people 
We need your support on our journey to 
create a working environment where all 
of our people thrive. Share your diversity 
thoughts, stories and challenges with us 
using #rethinktheroles #rewritetherules 

Future employees 
Diverse people lead to diversity of thought 
and the innovative new ideas our business 
needs. If you think you can bring a new 
perspective and you want to work in a 
company that rewards new ideas, find out 
more at Schroders.com/people 

Partners, clients and investors 
Our diversified asset and wealth 
management business should be reflected 
by the diversity of our partners, clients and 
investors. If you want to work with us on 
this, contact us at Schroders.com 

 

Working 
Together 

Join us.

Have the 
conversation. 

Be the change.

Our approach to 
flexible working

Watch our video on 
flexible working
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Declaration
In accordance with the United Kingdom’s Equality Act 2010 
(Gender Pay Gap Information) Regulations 2017, we confirm 
that the UK gender pay information in this document 
is correct.

Peter Harrison 
Group Chief Executive

Emma Holden 
Global Head of 
Human Resources

Mary-Anne Daly 
Chief Executive,  
Schroder & Co. Limited

Charles Prideaux 
Chief Executive,  
Schroder Investment 
Management Limited

At Schroders we want to create 
a workplace where we all feel 
we belong and where everyone 
can achieve their full potential. To 
prepare our company for the future, 
our workforce needs to be as truly 
diverse as the society we serve. 
Looking at our global gender pay gap data over four years, 
we can see some improvement in the numbers. But yes, it 
can feel frustrating that progress is slow and incremental.  
We realise that we have a long way to go to make the 
seismic changes we want through our workforce. This will 
take time.  It also isn’t just one single event or approach 
that will make a difference so we are laser focused on the 
multiple strands that will make that happen.

The numbers are moving in the right direction, albeit 
slowly, but we do believe that attitudes are changing. 
In our company, the leadership support and role 
modelling, the mindset, the initiatives and the support 
networks that will make our culture far more diverse 
and inclusive are in place. The conversations are 
happening at all levels of the organisation right now.  

To move women up into more senior roles will take 
time, especially as our staff turnover is low and the 
pipeline into our industry is small to start with.  

We are taking bold steps to improve our diversity in the 
widest possible way. Gender, ethnicity, social mobility, 
disability, sexual orientation, religion, mental health – 
not one of these factors should stop you from achieving 
at Schroders.  We want to support you at every stage in 
your career. 

Our focus on data in 2019 has paid off as we can  
now start to understand areas where we can make  
an impact.  We have started to look at intersectionality 
to give us greater insights.  We have also been able 
to look at where there might be differences in how 
engaged employees are feeling: for example whilst  
our overall inclusion scores improved significantly  
from 2017 to 2019 we noticed a difference in the level 
of engagement for those in the UK who are part of 
our Black+* responders.  

Our future focus is not just on improving our gender 
representation but also broadening our approach 
to begin initiatives related to social mobility, and 
increasing our BAME and Disability representation.  

This will range from participating in research on social 
mobility, creating work and internship opportunities 
and specific mentoring initiatives for these groups.   
We plan to publish our BAME gender pay gap in the 
near future also.

In 2019, the percentage of BAME employees  
at Schroders in the UK was 17%. Although 17% is  
more than the UK percentage of 13%, it doesn’t reflect 
London’s BAME population of 40%. We are looking at 
setting ourselves ambitious targets to close this gap. 

Currently, the proportion of Schroders global 
workforce who have identified themselves as having 
a disability is 0.6%, when 15% of the global population 
has a disability. To begin to correct this imbalance, 
we’re focusing on creating additional work experience 
or internship opportunities for disabled students. 

We’re continuing to look at every stage of the 
lifecycle of our employees to see where we can find 
opportunities to change our policies and our approach 
in order to improve their sense of belonging. In 2020 
we will be reviewing again our Parents and Family  
leave policy.

We realise that this isn’t something that we can solve  
on our own so we are collaborating  with external 
partners to help us change society’s perception of 
our industry. To be really open about the progress 
we’re making in all of these areas, we’ll measure it 
against industry benchmarks and other best-in-class 
organisations. And keep you informed. 

We’re talking about diversity and inclusion right across 
the business and that’s very important. We encourage 
everyone at Schroders to think about how to make 
a personal difference. Can you mentor someone? 
Encourage someone? Can you step up? 

We know true diversity and inclusion makes great 
business sense. 

#rethinktheroles 
#rewritetherules 

Our plans for 2020  
and beyond 

*  For the purposes of our reporting we manually allocated ethnic 
identities into global labels.
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