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What does the  
gender pay gap  
mean to us?
We believe that society has been bound by preconceived  
ideas about what people can and can’t do for far too long.  
Factors such as gender, social backgrounds, ethnicity and  
‘who you know’ have had a greater impact on the professional 
world than most are ready to admit.

At Schroders, we know that these stereotypes within our business 
and corporate world need to change, and we’re working to break 
them down and replace them with more inclusive perspectives. 
But there’s a long way to go before business can truly reflect the 
societies we all live in. To us, the answer is clear; developing a 
diverse, inclusive workforce across all our locations is about  
more than corporate responsibility; it’s a business imperative  
and it requires a long-term view.

We are going a step beyond saying that the gender pay gap  
is important. We have taken a holistic approach to gender, 
diversity and inclusion as well as social mobility. Because to us, 
they are all interrelated and they all contribute towards making  
us a market-leading, dynamic and socially reflective business. 

At Schroders, we are committed to creating an inclusive  
culture where everyone can thrive. We are proud of the  
people that are helping us make positive changes to  
enhance our future. With their help, we have set out to

#rethinktheroles and #rewritetherules
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As Chair of the Remuneration Committee of Schroders, and on  
behalf of the Board, I can say that we all share the management 
team’s passion for making real progress towards greater diversity  
and inclusion. To demonstrate this, I am pleased to say that the Board 
of Schroders plc will be 45% female by early May 2019, reflecting  
our determination to reflect society more broadly with a rich, 
wide-ranging mix of experiences and knowledge that delivers 
diversity of thought. 

Why transparency matters
When talking about the gender pay gap specifically, our ambition is to 
be a sector leader in both our numbers and the transparency of our 
reporting. Two years ago, we took the decision to be one of the first 
companies to publish voluntarily our global gender pay gap, ahead of 
UK legislative requirements. We published our data on a global basis 
because we recognise that this is not purely a UK-focused challenge 
and accountability for all of our locations is essential to realising  
our ambition. In striving for gender equality across our business,  
we had to start with transparency, both internally and externally.  
For Schroders, this commitment to transparency across all aspects  
of diversity is integral to having more meaningful conversations 
around equality.

Our business is paying particular attention to addressing the 
generational issues our industry faces – both in terms of female 
representation in investment roles and at more senior levels within 
our firm. These issues are driven by a range of complex factors that 
create the ‘role gaps’ that underpin our gender pay gap. As a firm and 
an industry, we have a long way to go, but I fundamentally believe 
that asset management is an attractive place for female talent, 
reflecting not only on my personal career within the industry but also 
through meeting some of the exceptionally talented women that are 
entering our industry today. 

As the joint founder of Investment 2020, I am deeply passionate 
about bringing more diverse talent into all aspects of investment 
management. Schroders is a major contributor to Investment 2020,  
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, it’s been very 
successful in increasing female and BAME representation at entry 
level across the firm.

Making real changes together
Talented people are celebrated at Schroders whatever their gender, 
age, race, sexual orientation, disability, religion, beliefs or any other 
characteristic. We want to demonstrate to everyone that we take 
equality seriously and that people can bring their whole selves to 
work every day. To do this, we are working hard to develop an 
inclusive culture so that our diverse talent feels a sense of belonging 
here at Schroders.

I take confidence from the fact that our board and leadership 
continue to set a strong tone from the top. However, our efforts  
for a more inclusive workplace are not all top down. We also have 
employee-led inclusion groups and internal activities driving change 
from the bottom-up. You can see some examples of this on pages  
10-19, providing a snapshot of the many activities we are undertaking 
to impact the lives of our over 5,000 people, and society as a whole.

Introduction

Foreword from Nichola Pease

Nichola Pease
Independent non-executive Director and  
Chair of the Remuneration Committee

Talented people are 
celebrated at Schroders 
regardless of their 
gender, age, race, sexual 
orientation, disability, 
religion, beliefs or any 
other characteristic
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In addition to being the Group Chief Executive for Schroders,  
I chair the Investment Association, sit on the Takeover Panel, and  
on the advisory boards of the Diversity Project, CFA UK and CityUK. 
I’m fortunate to be in a position to help drive change and I believe 
diversity of thought provides immeasurable benefits, both to our 
business and to greater society. That said, it’s important to note  
that collectively we face an uphill battle. 

It is widely known that the finance and asset management industry 
has historically suffered from poor levels of diversity and still does 
today. Across the industry, the main challenges are in both attracting 
and retaining diverse talent and, whilst I am pleased that at Schroders 
our retention of female talent is positive, we still face an industry-wide 
struggle in attracting women to our business. Our efforts to change 
this cannot be independent of these sectoral issues, which is why  
we have a broad view of diversity and inclusion that reaches  
beyond our business.

Our gender pay gap at Schroders
I’m proud that Schroders was one of the first companies to sign  
the Women in Finance Charter and that we voluntarily chose to 
communicate our gender pay gap ahead of statutory requirements. 
However, I am not proud of our gender pay gap figures, at least  
not yet. 

Our gender pay gap is driven by a lack of women in senior 
management and other higher paid roles, particularly in the 
investment side of our business. What are we doing about this,  
you may ask? Last year we increased our target percentage for 
women in senior management roles to 33%, and set our timeline to 
achieve that as the end of 2019. At the end of February 2019 we were 
just 1% off this target, with ten months to go. Our 7% increase in this 
level of female representation since the end of 2015 is a real example 
of our persistent steps towards greater diversity. 

Moving forward
We are actively working to address our role representation gap, as 
well as diversity and inclusion more broadly, through new recruitment 
methods, better policies, unconscious bias training, clear targets and 
employee-focused business changes like flexible working, regardless 
of gender. We have 12 employee resource groups that thrive across 
our business, focusing on gender equality, sexual orientation, 
disability, mental health and multi-cultural groups. They are a key 
feature of our identity as an inclusive place to work. Through all these 
improvements, the firm has the tangible support and commitment of 
the executive team and the Board. 

What else can we do to be sure that these steps continue, and that 
the future of Schroders sees more women still enrolled in senior 
positions? By linking it to incentives. Our diversity targets are linked  
to individual pay outcomes for senior management. We have set 
targets for each Group Management Committee member and their 
respective business areas. To meet our targets, we are pushing for 
increasing accountability both as a business and on an 
individual basis.

The actions we are taking today may seem minor when measured  
by the gender pay gap but, although we must continually strive to  
do more, the cumulative impact of our efforts to date is having a 
positive effect on our business. In the long-term, we gain more 
confidence that every action we take now will make a long-term 
difference to our business and society. 

From our employees and the Board, to supportive industry bodies 
and the general public, I thank you all for your continued support 
along our journey.

Introduction

Statement from Peter Harrison

Peter Harrison
Group Chief Executive

Diversity of thought is  
critical to success in modern 
business. At Schroders we are 
going a step beyond simply 
saying that it is important
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To learn more about our remuneration policies and practices, see our Remuneration report on pages 68 to 90 of our  
2018 Annual Report and Accounts. This is available on our website at schroders.com/annualreport2018

Understanding the gender pay gap

What is the gender pay gap exactly? 

How is it calculated?

The gender pay gap is a measure of the difference in the average pay of 
women and men regardless of the nature of their work. It is different from 
an equal pay comparison, which would involve directly comparing the pay 
of two or more people who do the same, similar or equivalent work. 

So a gender pay gap does not indicate that men are paid more  
than women for doing the same work, rather it can be driven by the 
different number of men and women across a business who occupy 
different types of roles.

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

Our UK figures are calculated as required by the UK gender pay gap 
reporting regulations. The mean and median pay here are based on what 
was paid in the April 2018 payroll. The mean and median bonus pay are 
what was paid through payroll in the 12 months ending April 2018.  

Our global figures are calculated on a slightly different basis to simplify 
the calculations, as our workforce is spread across different payrolls in 
different countries. The mean and median pay are based on annual rates 
of pay and working hours as at the relevant year-end. The mean and 
median bonus pay consists of the annual bonuses awarded in respect of 
2018 plus the expected value from other deferred remuneration 
awarded during 2018. 
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Understanding the gender pay gap

What the gender pay gap is not

Although there are multiple issues and 
challenges around diversity and inclusion, 
there are some myths and common 
misconceptions that we simply don’t buy 
into as a business and actively try to dispel.

Men are simply  
better at certain  
jobs than women.

We see this as a baseless and archaic  
viewpoint that is directly challenged  
by some of our diversity and inclusion  
role models.

Real men don’t go on  
paternity leave. 

The reality is that many of our new  
fathers have taken up this option, with 

419 days  
taken in the UK alone since 2018.

Women will inevitably  
leave to have babies. 

In fact, the return rate for women post 
pregnancy is  

93%
in our UK business over the last three years.
Only ten women have not returned to work in 
the UK since maternity leave. 

Women choose  
lower paying roles  
and career paths.

This is not valid. 
It may appear so because of the total 
percentage of women vs. men in an area of  
the business, but does not necessarily reflect 
role choices. 
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Putting our efforts 
into context
At Schroders, we try to challenge  
incorrect viewpoints and educate  
our own people and the wider sector  
about colleagues who might be 
inadvertently marginalised. Our intention 
to provoke thought and drive the debate 
led us to create a clear campaign to 
galvanise our efforts. 

This was the origin of our  
#rethinktheroles and  
#rewritetherules approach. 

Understanding the gender pay gap
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#rethinktheroles
In essence, it means:

Discard preconceptions 
about roles and who is 
eligible to fill them, 
based on historical 
norms rather than 
future needs and 
corporate aspirations. 

Take a more radical 
approach to role filling 
that rejects the ‘round 
peg, round hole’ 
mentality of the past.

Take characteristics out 
of the equation and 
focus on capability. 
Companies are 
weakened when they 
limit their sphere of 
knowledge and 
inspiration to any 
particular group 
of people.

#rewritetherules
Foster an open-minded 
approach that 
acknowledges the fact 
that diversity does not 
come with labels. 
Nothing and no-one 
needs to fit into 
expected groups.

Support diversity of 
thought, education, 
background and 
circumstance just as 
much as we do diversity 
of experience – in 
business, in personal 
life, in adversity.

Look for ways to show 
this change in our 
perspective by  
supporting our people 
and updating our  
policies and approaches.

Understanding the gender pay gap
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The gender pay gap at Schroders

Our global workforce
We operate in 32 countries around the world. Here are our gender pay gap figures for all of our operations globally. 

Year to 31/12/2016 Year to 31/12/2017 Year to 31/12/2018

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

22% females 
78% males

2nd quartile 36% females 
64% males

38% females 
62% males

39% females 
61% males

3rd quartile 50% females 
50% males

47% females 
53% males

48% females 
52% males

Bottom quartile 59% females 
41% males

59% females 
41% males

59% females 
41% males

Total workforce
41% females  

59% males
41% females 

59% 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% 31% 30%

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

31% 30% 29%

Total 
variable 
pay

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

59% 53% 56%

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

66% 62% 60%

The proportion of female and male employees  
who received variable pay

95% of females
96% of males

93% of females
95% of males

93% of females 
94% of males

 * 2017 comparatives restated to include deferred bonuses.

Key:   Improved year on year     No change     Worsened year on year  

In addition to voluntarily reporting combined figures for the firm, we continuously seek to provide insightful information about our  
challenges and our actions. Refer to pages 10 – 16 for more on our #rethinktheroles and #rewritetherules campaign and see how we are  
driving change from the inside of our business, outwards.

Global workforce

Female

Male

42%

58%

93%

94%

The proportion of our  
global employees who  
received variable pay  
in 2018
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UK statutory data
In the UK, our business is divided between two main subsidiaries. Schroder Investment Management Limited is our main employing entity for 
Asset Management and Group roles, while Schroder & Co. Limited is the main UK employing entity for our Wealth Management business.

Schroder Investment Management Limited Schroder & Co. Limited

April 2017 April 2018 April 2017 April 2018

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

13% females 
87% males

13% females 
87% males

2nd quartile 32% females 
68% males

31% females 
69% males

20% females 
80% males

19% females 
81% males

3rd quartile 39% females 
61% males

38% females 
62% males

63% females 
37% males

59% females 
41% males

Bottom quartile 53% females 
47% males

52% females 
48% males

53% females 
47% males

57% females 
43% males

Total workforce
35% females 

65% males
35% females 

65% males
37% females 

63% males
37% females 

63% males

Hourly 
fixed pay

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

29% 27% 45% 46%

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

27% 27% 36% 37%

Total 
variable 
pay

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

60% 52% 79% 78%

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

75% 70% 61% 63%

The proportion of female and male 
employees who received variable pay

91% of females
93% of males

88% of females
92% of males

82% of females
86% of males

83% of females 
90% of males

Key:   Improved year on year     No change     Worsened year on year  

Refer to pages 10-19 for a small snapshot of the work we are doing to address the gender pay gap, as well as diversity and inclusion 
more broadly.

Schroder Investment Management Limited workforce Schroder & Co. Limited workforce

35%

65%

37%

63%

The gender pay gap at Schroders
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Addressing the gender pay gap

Our activities across the career life-cycle

For us, culture is more than saying the right words, it’s about what 
we say, what we do and how we do it. Much like our approach to all 
elements of diversity and inclusion, we start with people in mind,  
and not just within our business, but outside as well.

Supporting the uptake of STEM subjects
Schroders teamed up with Stemettes, a social enterprise working to 
inspire young women into taking Science, Technology, Engineering 
and Maths (STEM) subjects. 

Together we hosted a two day app hackathon takeover event. The 
participants (aged 5-21 years) were challenged to create apps around 
the theme of: “How can Schroders encourage more people to invest 
more money?”. After the event, 95% of them expressed improved 
STEM confidence and perception. 92% had increased awareness of 
STEM options.

Why are initiatives like this important? When you consider that 
women make up just 21% of the current STEM-related workforce  
in the UK for example, the importance of female representation  
and involvement becomes clear.

Teach First
We’ve newly-partnered with 
Teach First who are tackling the 
STEM skills shortage by training 
and placing more STEM 
teachers into classrooms. 
Future initiatives include 
hosting students for insight 
days at Schroders and 
volunteering in schools.

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

First children’s book on 
asset management 
Schroders partnered with 
educational charity Guy Fox and 
Moreland Primary School to 
empower 30, eight and nine 
year old, primary school 
children from under-privileged 
backgrounds to create the very 
first children’s guide to asset 
management. The children 
illustrated the book and we held 
a launch party to celebrate the 
work our volunteers and pupils 
had done together.

Social Mobility activities 
Working with the Social Mobility 
Foundation (SMF) on the One+ 
programme, we redesigned our 
work experience initiative. Now, 
for every young person we give 
work experience to through 
client referrals, we give the 
same opportunity to a young 
person from a lower socio-
economic background.

We ran an SMF Futures Day last 
year for around 100 students 
from lower socio-economics 
backgrounds. The aim was to 
increase awareness of our 
industry and to give students an 
insight into our recruitment 
process to improve their 
chances of being hired.

School education level
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Diversity is about our people, 
inclusion is about our culture

Fast-track
Our fast-track recruitment 
events to improve socio-
economic and female diversity 
resulted in formal offers for the 
2019 summer internship. We 
are investigating methods to 
support those from low-income 
families through pre-internship 
mentoring and potential 
financial support.

She Can Be
We are a Founding Patron of the Lord 
Mayor’s annual ‘She Can Be’ event, 
designed to inspire young women to 
consider roles in the City and change 
the perception that employers prefer 
to hire men over women.

We are a founding 
member of Investment 
2020 
Our Traineeship Programme, 
which is part of Investment 
2020, offers a 12-month 
fixed-term work experience 
placement 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 2017 almost 50% of trainees 
progressed to roles in 
Schroders and the majority  
of those that did not stay with 
the business took up places  
at university. 

Hear from some of our 
trainees in this video.

School education level Apprenticeships and work experience

We have connected with multiple organisations to ensure that our impacts  
have greater societal relevance

Diversity Project

We are members  
of the Investment 

Association’s  
Diversity Project

CAF 

We received the Payroll 
Giving Quality Mark 

Diamond Award

London Women’s Forum

We are members  
and one of our employees is 
on the board for the London 

Women’s Forum

OUTstanding

We are a member of 
OUTstanding, the 

professional network for 
LGBT+ executives and future 

leaders and their allies

Addressing the gender pay gap
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Mentoring opportunities 
for Schroders talent
In 2018, our gender equality 
employee-led inclusion  
group created a mentoring 
programme in conjunction  
with our Learning & 
Development team. 

“ Everyone can benefit 
from mentoring but as 
an under-represented 
group I think the 
benefits for women can 
be greater. As a mentor, 
I find it’s most definitely 
a two way exchange – 
it’s extremely rewarding 
to share my knowledge 
and experience and it 
also reminds me of the 
areas I can continue to 
work on.” 
Hannah Simons,  
Head of Fiduciary Management,  
Product & Solutions.

Getting recruiters  
on board 
We only work with  
recruitment agencies  
that are supportive of  
our diversity and inclusion  
goals, with each being  
required to sign up to  
our Voluntary Code of  
Conduct on Gender Diversity.

A long-term view
From our own data,  
we know that it takes  
an average of five years or 
more before entry level talent 
in Investment will progress to 
managing money. Because 
of this, we need to take a 
long-term view towards closing  
our gender pay gap.

Giving everyone a  
fair chance 
We are looking at introducing  
a digital assessment tool, 
proven to provide fair chances 
for all demographics, as the 
first step in the journey to 
reduce hiring bias.

We’ve introduced targeted 
advertising to get our job 
adverts in front of more 
potential female applicants 
(using Instagram, Facebook  
and Spotify).

Balancing the scales 
To support our efforts for 
gender balance, the goal is to 
have a 50/50 gender split for 
candidates at assessment 
centres to support a more 
balanced pipeline for the next 
generation at Schroders.

 

50/50
gender split at 
assessment centres

Hiring manager toolkits 
We are introducing diversity 
and inclusion-related reminders 
at each stage of the hiring 
process to help managers have 
an inclusive approach 
to recruitment.

Addressing the perceived 
stereotypes of the asset 
management sector 
In 2018, we ran two ‘Women in 
Fund Management’ events with 
the support of our graduate 
recruitment agency to help 
source and attract women into 
the asset management industry.

2018 Women in Fund 
Management

2 events

Our activities across the career life-cycle continued

Entry-level employees

Addressing the gender pay gap
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Shared parental  
leave uptake
People of all genders are taking 
up more parental leave. We 
would like to believe that 
educating our people about the 
merits of this has reduced the 
stigma for men in particular 
and increased acceptance of 
utilising time for family bonding 
in the early years of a child’s life.

Partnerships to attract 
female talent
We partner with ‘The Diversity 
Project’ and ‘Returners Hub’, 
which focus mainly on 
supporting female, mid to 
senior talent that are returning 
to the workforce.

FT125 Women’s programme
This programme gives nominated 
mid-career women a chance to connect 
with an external network around 
topical subjects monthly. They hear 
from subject and industry experts, 
share knowledge and experiences, 
then share perspectives and apply any 
learning internally at Schroders 
every quarter.

Creating a flexible workplace 
Here at Schroders, workplace flexibility  
takes many forms. It’s about choice and 
empowering our people to work in the ways 
that are most productive for them, their  
team and the business. Encouraging men  
to work flexibly is really important so that it 
isn’t seen as a female-only pursuit  
(see the case study on page 18).

So throughout 2018, we revamped our  
flexible working policies to include informal 
flexible working. This allowed more  
employees to gain flexibility without  
changing their employment contracts. 

Our Singapore office partnered with MUMS@
work to recruit returning mothers into flexible 
work that suits their talents and needs.

working families

We are a member of 
working families, the  
UK’s leading work-life 
balance organisation.

Business, 
Disability Forum 

We are a member of 
The Disability Forum.

Stonewall

We are members  
of Stonewall’s 

Diversity Champions 
programme.

Cityparents

We are a member of 
Cityparents – a 
network for city 

professionals who 
have shared interest 
in balancing home/

family life with a 
progressive career.

City Mental Health 
Alliance

We are a member of 
the City Mental 

Health  
Alliance (CMHA).

We have connected with multiple organisations to ensure that our impacts  
have greater societal relevance

Mid-level employees

Hear about the culture of 
mutual trust at Schroders and 
why we value flexible working.

An employee survey found:

85% 
of men do some kind of flexible working 
(14% formally and 71% informally). 
 

83% 
of women use flexible working  
(31% formally and 52% informally). 
 

50%
In Japan, over 50% of all employees  
have benefit from flexi-time and  
over 1/3 of employees are taking up 
working from home.

Addressing the gender pay gap
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Senior-level employees Group wide activities

Female board representation
The Board of Schroders plc is soon to be 45% female, 
reflecting our determination to reflect society more broadly 
with a rich and wide-ranging mix of experiences and 
knowledge that delivers diversity of thought.

Unconscious bias
Research shows that being 
aware of our unconscious 
biases can help overcome 
in-built prejudices. In 2018,  
we rolled out unconscious bias 
training to all employees 
globally and ran an educational 
campaign to promote fairer and 
better decision-making. The 
training introduced the subject 
of unconscious bias, illustrated 
how it impacts our ability to 
perform optimally at work and 
gave solutions to help people 
recognise their own biases, 
mitigate the impacts on 
decision-making and  
ultimately improve diversity  
in the workplace. 

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. Refer to 
the case studies on pages 16-17 
for more examples of role 
models that are making 
a difference.

INSEAD Unilever  
Women’s programme
This three-day developmental 
programme focuses on 
mastering change and 
leadership style and values. 
Delivered alongside peer to peer 
coaching, it creates an external 
network for our senior leaders to 
share experiences and 
challenges whilst developing 
their own leadership skills.

Addressing the gender pay gap

Our activities across the career life-cycle continued

45%
Schroders plc Board will be

Discover more about 
unconscious bias in 
this short video.
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Group wide activities

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

Sponsoring 
Sponsoring key women-specific 
awards, with a focus on women 
in Finance and IT.

Our employee-led inclusion groups and  
Gender Equality Network (GEN)
We have 12 empowered employee-led inclusion groups across our 
global business. They help create an inclusive and diverse culture by 
championing inclusion and driving change to #rethinktheroles. They 
also work closely with our HR teams to #rewritetherules through 
improved policies, training and support. The Chairs of all these 
groups meet monthly to share best practice and collaborate on 
events and projects.

Gender Equality Network

22 representatives  
3 regions
representing the breadth of our diverse business

Diversity and inclusion training becomes a standard
We rolled out mandatory diversity and inclusion training to all 
employees, including hiring managers, to better support women in 
the workforce. By embedding a diverse, inclusive culture at 
Schroders, we can foster an environment where people’s progress is 
based solely on merit, irrespective of gender or background.

Armed Forces 
Covenant

Signatory of the 
promise that those 
who serve or have 
served, and their 

families, are 
treated fairly.

Business in the 
Community

Member of the Prince 
of Wales’ Responsible 

Business Network,  
a unique group of 
leading companies 

committed to acting 
responsibly.

Carbon Disclosure 
Project

We participate in the 
Carbon Disclosure 

Project (CDP) climate 
change programme.

Heart of 
the City

We are a member of 
the Heart of the City’s 
alumni programme.

London 
Benchmarking 

Group

We are a member  
of the London 
Benchmarking 

Group.

We have connected with multiple organisations to ensure that our impacts  
have greater societal relevance

Trans Inclusion Policy launched
A significant achievement in November 2018 was releasing our 
transgender policy to ensure trans, transitioning and non-binary 
employees feel safe and welcome at Schroders. It outlines key 
entitlements that trans employees have in the workplace, such as 
privacy of their gender identity and name changes; access to facilities 
that reflect their gender identity; support with transitioning;  
and protection from discrimination. 

Addressing the gender pay gap
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The tech industry is one that  
has traditionally been a male 
dominated sector, but the 
change happening over the last 
few years warrants attention. 
Schroders sponsors a number 
of Women in Tech Awards, 
supports a flexible work 
environment and encourages 
our female leaders to 
participate in forums and 
development committees. 

We have an abundance of 
female leaders in this area that 
have risen to the top levels of 
the sector, becoming role 
models for so many others. 
Here are a few words from 
three of our recent 
award winners:

“ Fintech offers a huge range 
of opportunities and is going  
to be increasingly important 
across our industry, so I 
believe it’s crucial to improve 
diversity not just in terms of 
gender, to ensure that it is an 
inclusive and attractive 
career path for people.”

 Charlotte Wood, named  
in Innovate Finance’s 
Women in FinTech 
‘Standout 35’ Powerlist.

Addressing the gender pay gap

Women in technology

“ I don’t believe any role is 
gender specific and high 
performing teams and 
organisations are often so 
because they nurture a 
diverse workforce. Increasing 
diversity across UK tech is 
crucial in helping the sector 
continue to thrive and 
remain a world-class 
proposition, capable of 
attracting the best talent. 
This has to be part of the 
industry’s workforce story 
and success going forward. 
At Schroders, we are proud to 
be involved in various 
initiatives in building and 
sustaining a gender balanced 
and diverse pipeline of future 
leaders.” 

Mirra Sondhi, named one 
of the UK’s top 100 BAME 
leaders in technology.

What do these women all have in common? 

Commitment to changing  
the industry beyond their positions. 
Charlotte Willis volunteers in support of STEM clubs and initiatives outside of work. She and 
Charlotte Wood, our first Head of Innovation at Schroders, co-led our STEM two-day hackathon to 
train young girls in computer coding (read more on page 10). Mirra is also one of the founding 
members of the Multicultural Professionals Network, established at the Houses of Parliament to 
enable leaders of Black, Asian and Minority Ethnic (BAME) groups across organisations to drive 
ethnic minority inclusion. She has collaborated with our recruitment teams to design job 
description templates that are being used to attract female talent; BAME talent; and those with 
flexible working needs into technology roles.

“ I’m really passionate about 
shining a light on some of 
the brilliant women in our 
industry, addressing that 
balance, and trying to be a 
good role model for the next 
generation too. It’s really 
important that tech is viewed 
as an inclusive environment, 
not just for gender but also 
for a wide range of skillsets.”  

Charlotte Willis, a UK’s  
Top 100 Tech Women  
2018 winner.
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Ensuring that women gain 
more senior and higher-paid 
roles in this division of our 
business is a challenge, but 
remains an imperative. Each 
year, only a fifth of people 
achieving CFA qualifications 
are female, and currently 
women make up under 15%  
of UK fund managers. But this 
is changing with support. 

Kate Rogers, our 2018 Women 
in Investment award-winner 
is Head of Policy in our 
Charity business. She gives 
her view:

Addressing the gender pay gap

Female role models in  
investment management 

I work flexibly and part time,  
with a day from home at least once 
a week. I value the extra time this 
gives me with my children

45%
Schroders plc Board will be

“Traditional gender stereotyping 
starts so early, and it’s still the case 
that the caring professions are 
seen as female domains and that 
STEM careers, including finance 
and investment, are seen as the 
preserve of men. The media does 
very little to break these 
testosterone infused stereotypes. 
We have fewer female applicants, 
at all levels, and even if we can 
recruit a balanced workforce 
through affirmative action (as we 
seek to do at entry level), retention 
and progression has historically 
been lower for women. That’s why 
it is so important to have strong, 
diverse role models – it’s much 
more difficult to aspire to be 
something you can’t see examples 
of. Schroders is committed to 
amplifying these diverse voices 
and challenging unconscious bias. 

There are more women in 
investment and we’re supporting 
each other rather than competing 
for the single place at the 
boardroom table. Times have 
moved on, boards are now more 
diverse places and I’m so proud 
that our Board will be 45% women, 
demonstrating gender equality at 
the levels that matter. 

For me, it is about finding the right 
balance – I work flexibly and part 
time, with a day from home at 
least once a week. I value the extra 
time this gives me with my 
children – saving many hours of 
commuting; the head space it 
gives me for thinking and the 
ability to include volunteering 
alongside my career (I’m governor 
of a school and trustee of a 
foundation). This is made possible 
by our firm’s flexible working 
policy, by forward thinking leaders 
and supportive colleagues. 

By embedding these policies and 
embracing a more equal culture, 
we are paving the way for the next 
generation of women in 
investment. It is our responsibility 
to keep breaking down barriers so 
that the women who follow can 
keep on pushing towards equality.”
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What are your team’s flexible working 
arrangements? 
Most people in our team work from home at least one day per 
fortnight. In fact several fathers start or finish at different times of the 
day, or work from home, so they can do the school run or 
share childcare.

Watch our video on flexible working

Why do you encourage flexible working 
in your team?
It’s really hard to demonstrate the commitment that senior 
managers look for when people are being considered for 
promotions when you are also committed to looking after your 
children, especially when they have special needs as mine do. 
For me, having the ability to be present for both of the important  
parts of my life is invaluable. I try to support this for all members 
of my team, male and female, because I see this as a small part 
of addressing the causes of the gender pay gap.

How does this impact your 
management style? 
It requires us to a focus on outcomes and motivating people 
towards those rather than being focused on people ‘doing their 
hours’. We trust people to deliver value in ways that work for 
them, and acknowledge and respect the fact that their personal 
lives are important

What are the benefits? 
It’s often incredibly useful to take yourself away for a day or two 
to really focus and solve tricky technical problems. Having some 
people working from home also reminds everyone to make 
better use of shared electronic systems like Wikis, Skype 
meetings and live chat, making it easier to connect with 
colleagues who aren’t in the same office or even the 
same country.

Addressing the gender pay gap

Talking about flexible working  

Mark Ainsworth, Head of Data Insights & Analytics,  
talks about flexible working in his team. 

“Providing flexibility enables people to get the 
best out of themselves”
Nick

“I have a productive day at work, but I also get 
that family time”
Nisha

“This culture is built on mutual trust”
Daniel

“It’s all about what you deliver, rather than when 
you do it”
Claire
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Award‑winning inclusivity  
in Asia Pacific 

We have a strong culture of inclusion in Asia Pacific (APAC) and  
are proud of our strong female leadership in the region. 41% of  
our senior leaders are women and three out of our eight Country 
Heads are women. Our overall APAC gender split is 53% female,  
47% male. 

According to Susan Soh, Country Head, Singapore: “Successful firms 
must promote based on meritocracy, so women who are able to  
show results have been promoted into leadership positions;  
the glass ceiling has gradually come off. Having said that, women 
often still need to work a lot harder to convince a forum of their  
ideas or viewpoints. I hope for the day to arrive that these different 
views are valued simply because they are different – they add to a 
process built on the principle of diversification to generate better 
risk-adjusted returns.” 

Across APAC, a lot of momentum was built in diversity and inclusion 
through our Singapore and Hong Kong diversity, inclusion and 
wellbeing committees. Seventeen local events were held across the 
region last year focusing on diversity and inclusion, wellbeing, mental 
health and work-life balance. In 2018, an APAC flexible working policy 
was introduced to support work life balance. Our Hong Kong office 
increased its maternity leave and paternity leave benefits and 
introduced adoption leave and mental health benefits. 

The movement in the region from an equality perspective is definitely 
positive. Louisa Lo, Deputy Head, Asian Equities, agrees: “We’ve made 
a lot of progress over the years, in Schroders and across the industry 
as a whole. In my fund management team, our female to male 
investor ratio is roughly 50%, so it’s very balanced. The biggest 
challenge is striking a work/home balance – it’s not easy to be a 
diligent mother and work full time, so understanding the needs of 
working mothers is really important. We have adopted a more 
accommodative approach, normalising leaving early for parents’ 
evenings, staying home for sick kids and so on. These arrangements 
create loyalty and help us retain female talent.”

“I believe in true meritocracy where 
everyone should be evaluated fairly, 
including but not limited only to gender 
equality.” 

Amy Cho, Country Head, Hong Kong

Asia Pacific senior leaders

41%

59%

Addressing the gender pay gap

Our Hong Kong office won 
gold in Work Life Balance at 

the 2018 HR Excellence 
Awards

Singapore received bronze at 
the 2018 HR Excellence 
Awards for Diversity & 

Inclusion and Workplace 
Wellbeing

HR excellence awards 2018
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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

John Troiano 
Chief Executive,  
Schroder Investment 
Management Limited

What’s next?
We value transparency. It helps us to make the right choices  
for the benefit of our people and greater society. Having made  
great strides towards developing a more inclusive culture, our 
focus in 2019 will be on enhancing transparency by collating more 
diversity profile data from our people. We currently have ethnicity 
data for 40% of our global employees but are targeting 80%  
by the end of 2019. 

We recognise that this is an ambitious target, but it is vital 
information for progressing our diversity and inclusion strategy 
to the next level. In return for trusting us with their data and 
submitting information in our employee profiles, Schroders 
commits to publishing an ethnicity pay gap report and various 
others on other diversity targets as soon as we reach our  
diversity profile completion target. Better information  
supports our journey, giving us insights that help us to 
#rethinktheroles and #rewritetherules

Moving beyond the gender debate
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It’s time to work 
together 
Our long-term goal of reaching full gender pay parity is a key element of our broader  
Diversity & Inclusion strategy which, in its very nature, is inclusive and involves all of our 
stakeholders. For us to effectively rethink the roles and rewrite the rules, we want to engage 
and work with people and organisations that share our goals, and together we can take steps 
to create a workplace, industry and society that celebrates and rewards everyone. 

Through our ongoing work to #Rethinktheroles and #Rewritetherules, we will be attempting 
to bust some of the myths behind the challenges of diversity and inclusion, communicate 
more and deeper information about Schroders’ policies and performance, and provide a 
platform for future engagement. We look forward to tackling these challenges together.

#rethinktheroles  
#rewritetherules  
– join the conversation

Our people
We are working hard to 
provide an environment 
where all of our people can 
thrive and realise their 
potential, regardless of their 
gender, age, race, sexual 
orientation, disability, 
religion, beliefs or any other 
characteristic. In the coming 
year, we want to uncover 
any diversity challenges that 
we have as a business and 
for that we will need the 
support of all of our people. 
Share your stories with us 
using #rethinktheroles 
#rewritetherules

Prospective 
employees
The diversity of our people  
is crucial to ensuring the 
diversity of thought  
needed to keep innovating 
and driving the business 
forward. If you think  
you can bring a new 
perspective  and want to 
work in a place that rewards 
new ideas, find out more at 
schroders.com/people

Partners, clients 
and investors
We are aiming for the 
diversity of our people to 
reflect our diversified asset 
and wealth management 
businesses. If you would like 
to work with us in 
building equality  
and celebrating diversity, 
contact us at schroders.com. 

Moving beyond the gender debate
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