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“It matters not how strait* the gate,  

How charged with punishments the scroll, 

I am the master of my fate: 

I am the captain of my soul.” 

(*narrow) 

 

Last stanza of "Invictus" by William Ernest Henley (1849–1903).  

Nelson Mandela was so inspired by this poem that he wrote it on a piece of scratch paper and kept 

it in his prison cell while he was incarcerated for 27 years. 

 

 

 

  

Insert client Logo Here 
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Executive Summary  
 
BACKGROUND 

 As of December 2011 women accounted for just 14.8% of FTSE 100 board directors and 

this headline figure only begins to tell the varied story of gender inequality to be found at 

different levels of seniority, across different sizes of organisations and between industries. 

 

 In the belief that by 2015 at least 25% of directors of FTSE 100 should be women, in 

August 2010 the Government commissioned the Lord Davies report titled, ‘Women On 

Boards’, which recommends what government and business could do to increase the 

proportion of women on corporate boards. 

 

 Whilst applauding Lord Davies's summary recommendations to legislators and company 

policymakers, as a consultancy which specialises in coaching, developing and mentoring 

senior executives, Genesis Development wishes to further explore how women themselves 

might overcome gender based career obstacles. 

 

 This research is not designed to be a statistical snapshot of what the current state of 

gender inequality is, as this has been tackled by many other studies with far larger sample 

sizes.  Instead the focus of this investigation has been to explore in-depth (41 individual 

interviews and 91 survey completions) how inequality has been confronted by women. 

 

 Consequently the report actually draws many of its conclusions from the minority of 

respondents - the successful women who had encountered aspects of gender inequality but 

via their tenacity, actually disagreed that it has significantly impacted their career 

progression.   

 

 This document is primarily for aspiring women but will be of interest to anyone concerned 

with the continual under-representation of women in senior management positions and its 

resultant; ethical, legal and commercial impact.   

 

RESEARCH FINDINGS – THE ISSUES 

 87% of respondents believe gender inequality still exists and 64% have been personally 

affected by it.  

 

 A mixed response on whether the issue had improved over time.  41% believed obstacles 

are less than when they started their careers, 29% feel it’s got worse and 30% are 

undecided.      

 

 Whilst respondents reported many instances of organisations trying to find ways to 

encourage female development, they also said many initiatives either don’t happen and/or 

don’t have a great impact.    
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 In part this is due to ‘intangible barriers’ of gender stereotyping and attitudes which can be 

hard for organisations to detect and act upon.  

 

 As and when inequality exists it seems to proliferate more as a ‘background influence’ 

rather than something with highly visibility.  

 

 Respondents were largely split on the extent to which having children is a career inhibitor.  

  

 55% of respondents felt they had overcome gender inequality obstacles, 19% said they had 

not and 26% were undecided.  

 

RESEARCH FINDINGS – THE SOLUTIONS 

 Women have used a variety of means to improve their career prospects, with volunteering 

for challenging tasks being the most popular. 

 

 In response to a ‘free-form’ question asking which personal quality was most important to 

overcoming inequality, interestingly over a quarter replied with ‘determination’.   

 

 The interviewees provided a wide range of feedback on how they have experienced and 

confronted inequality.  In an attempt to provide some summary themes for other women to 

consider and potentially incorporate into their own career development, the feedback is 

summarised in this report as, ‘6 Personal Pillars to Facing Gender Inequality’: 

 

              

Individual 
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Personal 
Attitude 
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Identity & 
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Support 
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 Whilst not denying they had faced obstacles, 25% of the interviewed respondents no longer 

see gender inequality as having any bearing on their career success. This has been 

achieved by proactively approaching and acting on the six above themes.   

 

FUTURE DYNAMICS    

 Disappointingly only 8% of respondents are expecting a ‘great decrease’ in future gender 

inequality.  There is uncertainty how legislation, such as quotas, can help without creating 

greater alienation between genders and there is worry over being squeezed by the 

stuttering economy and the resulting increased job market competition.   

 

 Whilst the career path and challenges a woman faces will always be unique to her, this 

report suggests a planned and consistent approach will tip the inequality balance towards 

parity with men. 

 

 This report argues organisations are failing women, simply by under-estimating the mental 

shift needed to gain the necessary fortitude to overcome inequality hurdles.   

 

 If a woman and her employer do take affirmative action to tackle inequality it is suggested 

the approach is: tailored to individual personality, aspirations & circumstances; not 

prescriptive by the employer; includes elements of 1-2-1 coaching and/or mentoring; and 

that progress is objectively measured.  
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Participant Thank You  
 
 
We wish to pass our sincere thanks to each woman who kindly took the time to help us with this 
study.   
  
The results remain anonymous but hopefully those who participated will recognise our 
acknowledgement from the list of their employers below.  
 

PARTICIPANT COMPANIES 

Allianz 
Aon 
AstraZenica  
Aviva 
Axa-PPP 
Bank of Tokyo-Mitsubishi  
Barclays  
Barclays Capital 
BGL Group 
Cancer Research UK 
Capco 
CRUK 
Cunningham Lindsey 
Deutsche Bank 
DTZ 
F&C Investments 

Fidelity  
Grass Roots 
Hitachi Capital  
Legal & General 
Lloyds 
M&G Investments 
Market Accents 
Marsh  
Mondial Assistance 
National House-Building 
Council 
National Savings and 
Investments 
Neurofocus 
Norbain 
Northern Rock  

Nottingham Building Society 
Proving Services 
Rias Insurance 
Rowan Moor 
Skipton Building Society 
Standard Chartered Bank plc 
Standard Life 
The Paragon Group  
Visa  
Vocalink 
Waitrose 
Women In Technology 
Yorkshire Building Society 

 

Please note the results in this report are not indicative of all employees at these companies nor 
has any endorsement been sought or given by the organisations in regard to the research findings 
and its conclusions.  
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SECTION 1 - Report Background 
 

1.1 The Issue of Gender Inequality  

 

As of December 2011 women accounted for just 14.8% of FTSE 100 board directors and this 

headline figure only begins to tell the varied story of gender inequality to be found at different levels 

of seniority, across different sizes of organisations and across industries.   The reasons and impact 

of gender inequality have been extensively investigated and hotly debated for many years, from 

both a moral standpoint and also its effect on organisational performance.   

 

Improvement in board numbers has been disappointingly slow against a backdrop of both 

extensive analysis and various initiatives led by both government and business.   Since 1999 the 

Female FTSE Index Report produced by the Cranfield School of Management has provided an 

annual benchmark of the number of women directors in the UK’s top FTSE 100 companies.  

Starting from a 6.9% base, the number had risen to 12.5% by the beginning of 2011 but in between 

2007 to 2010, the percentage had only improved by a meagre 0.5%.   Whilst some encouragement 

may be drawn by the slightly improved 2% rise in 2011, some have argued this has only been 

achieved by board sizes being increased to accommodate more women, as opposed to a more 

fundamental change of women being selected ahead of men.   

 

1.2 The Lord Davies Report – Women on Boards 

 

In the belief that by 2015 at least 25% of directors of FTSE 100 should be women, in August 2010 

the Government commissioned the Lord Davies report titled, ‘Women On Boards’* which 

recommends what government and business could do to increase the proportion of women on 

corporate boards. 

 

Lord Davies says he (and many of the surveyed respondents) currently prefers not to have 

legislative quotas as this would lead to ‘tokenism’ but instead encourages a ‘business-led 

approach’ to seeing demonstrably how organisations become inclusive to women working at all 

levels of an organisation.  

 

In September 2010 Lord Davies began consulting with a wide range of stakeholders, interested  

parties and commentators including senior business figures, women business leaders,  

entrepreneurs, executive search firms, investors, women’s networks and women who are just 

below senior executive level. In addition evidence was also elicited from a total of 2,654 online 

survey responses. 

 

The Report summarises, ‘it has become clear that there are many women who are ready to serve 

on corporate boards, but complex barriers and challenges stand in their way.’  If just the complexity 

of the problem is challenging, then one assumes finding and embedding solutions presents an ever 

greater hurdle. 

 

* http://www.bis.gov.uk/news/topstories/2011/Feb/women-on-boards 
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The Report also sets out a set of guidelines to businesses, which include that Chairmen should 

disclose meaningful information about their company’s appointment processes and show in the 

company’s annual report how they address gender diversity. 

 

Lord Davies is supported by a steering board made up of experts drawn from the business world 

and academia and they meet every six months and report annually with an assessment of whether 

sufficient progress is being made. 

 

1.3 Genesis Development Research  

 

Lord Davies says in the report; 

 

“Over the past 25 years the number of women in full-time employment has increased by more than 

a third and there have been many steps towards gender equality in the workplace, with flexible 

working and the Equal Pay Act, however, there is still a long way to go…. Radical change is 

needed in the mind-set of the business community if we are to implement the scale of change that 

is needed.” 

 

Genesis Development believes this last sentence referencing ‘radical change’ is critical if the 

inertia is ever to be broken. 

 

Whilst applauding Lord Davies's summary recommendations , such as asking company  Chairmen 

to announce their aspirational goals by September 2011*, as a consultancy which specialises in 

mentoring senior executives, Genesis Development wished to further explore how women 

themselves might overcome the obstacles.     

 

Whilst the Lord Davies report primarily focused on government and organisations, it did also 

reference what women could do themselves to improve their career prospects. 

 

Lord Davies Report Extract, ‘Women On Boards’, (page 33):  

 
* By October only 58 of the FTSE 100 had announced their goals and only 33 set any targets for action. 
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With the Report citing resignation as the ‘top solution’ for ‘self-help’ (see below) Genesis 

Development are keen to build on the findings and to explore the opportunities, tools and 

techniques for women and in identifying common approaches, evaluate how these might be 

applied to help others. 

 

1.4 Research Design 

 

Genesis Development sent invites to senior female executives to complete an online survey – a 

copy can be found in Appendix I - and then the key themes were investigated further via in-depth 

1-2-1 interviews with any of the responders willing to help further.  The results outlined in this 

report come from 41 interviews and 91*1 overall survey completions.   The profile of the 

respondents can be found in Appendix II.   

 

The intention has not been to provide a fully statistically valid snapshot of what the current state of 

gender inequality is, as this has been tackled by many other studies, often with far larger sample 

sizes*2.  Instead our focus has been to take an in-depth exploration of how success has been 

achieved from an individual’s perspective.  Consequently the report actually draws many of its 

conclusions from the minority of respondents - the successful women who had encountered 

aspects of gender inequality but via their tenacity, actually disagreed that it has significantly 

impacted their career progression.   

 

The respondents are predominantly from the financial services sector.   Based on many years of 

work within this industry, it was Genesis Development’s belief that gender inequality would be 

particularly prevalent here as compared to anywhere else.   If success could be identified here then 

there would be hope for women in both finance and elsewhere.  

 

It should be noted that whilst this stage of research provides an exploration into individual success 

it’s doesn’t give proven answers to the issue.  During 2012 Genesis Development intends to carry 

out further work to test many of the techniques and approaches uncovered during this first phase.   

 

 

1.5 Report Usage  

 

This document is primarily to provide a source of reflection and guidance for other aspiring women. 

Whilst the author is male, effort has been made to objectively convey the advice given by the 

women who have kindly participated in the work.  

 

From a wider perspective the findings will also be of interest to anyone concerned with the 

continual under-representation of women in senior management positions and the resultant; 

ethical, legal and commercial impact.   

 

 

 

 
*1 – As questions were not compulsory sample sizes for some questions are slightly less than 91.  

*2. N.b. A good summary of gender inequality reports can be found at:  http://www.30percentclub.org.uk/research/ 

http://www.30percentclub.org.uk/research/
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SECTION 2 – Research Results: Inequality ISSUES Headlines  
 

Whilst the purpose of the survey is to explore individual examples of successful women, the 

assessment began by gauging the general prevalence and personal experiences of inequality.  

 

Many of the issues raised are complex and in only providing ‘headlines’ in this report, it is not 

intended to give injustice to the important and broad manifestations of gender inequality.    These 

themes have already been examined by many other investigations and for the purposes of this 

study we wished to only touch upon the problems as a reference point, with our main focus 

primarily being to identify individual success and solutions.  

 

2.1 The Broad Extent of Gender Inequality  

 

 

Respondent comment: “Even though I was in the top 10% according to our performance review procedure, 

when my team was given a market supplement rate to boost our salaries to help retain us, I was the only 

person (and only female) not to receive the payment.  No rational was given.” 

 

 

The online survey began with the broad question of whether or not the respondents believed 

gender inequality still exists.   

 

 
        91 Respondents 

 

It is arguable there may be some bias in the response, since by asking about whether a suggested 

issue exists, there may be a tendency for only those believing the problem to respond.   That 

Strongly 
Agree, 22% 

Agree, 65% 

Disagree, 8% 

Strongly 
Disagree, 0% 

Undecided, 
5% 

Does Gender Inequality Still Exist? 
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aside, the fact that such a very large proportion either ‘agreed’ or ‘strongly agreed’ is deeply 

concerning.      

 

2.2 Personal Impact of Inequality 

 

Respondent comment:  
I was educated and qualified and yet at lunchtimes the boss would ask me to walk his poodle! 

 

 

 
        91 Respondents 

 

Respondents were also asked about their own experiences.  There is some improvement when the 

question is narrowed to personal impact and whilst slightly lower to the previous more generic 

question, a very large proportion of respondents still say they have been affected.      

 

2.3 Career Stage Inequality 

 

Respondent comment:  

In my early career meetings men would assume I was either the PA taking minutes or from HR! 

 

 

Respondents who believed they had been affected by gender inequality were then asked if it was 

less of an issue now compared to earlier in their careers.   There was a mixed response with 41% 

believing obstacles were less than when they started their careers, 29% feeling it had got worse 

and 30% left undecided.  

 

 

 

Strongly 
Agree, 12% 

Agree, 52% 

Disagree, 
25% 

Strongly 
Disagree, 3% 

Undecided 
8% 

Personally Experienced Inequality? 
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2.4 Impact of Organisational Initiatives  

 

 

        85 Respondents 

It was encouraging to hear of many instances where organisations have tried to find ways to 

encourage female development but other than skill development and objective performance 

setting, many initiatives either did not happen or did not have great impact.    

A more in-depth account of employer support is covered later in the report in Section 2.4 Impact of 

Organisational Initiatives, page 12. 

 

2.5 Intangible Inequality  

 

Respondent Comment: “In a meeting once a man announced he was leaving early to see his daughter’s 

first haircut.  Imagine the reaction from the guys if I as a woman did that”! 

 

 

Many of the ‘glass ceiling’ issues raised are certainly not new, but it has been especially interesting 

to learn of ‘intangible barriers’ of stereotyping and attitudes which can be hard for organisations to 

detect and act upon.   For example, whether or not one receives appropriate maternity leave is 

perhaps a more clearly defined inequality factor versus underlying cultural attitudes towards 

women.   The overall message from respondents was that the more tangible aspects of inequality 

were far less prevalent than perceived expectations of how women would perform compared to 

men. 
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Impact of ‘tangible inequality’ issues (boardered grey) showing less impact than ‘intangible’ 

issues (boardered red)  

 

 

     
 

     
        91 Respondents 

 

 

Responder comments:  

“I would also add that in more recent years I tend to find that discrimination happens more subconsciously 

rather than actively/consciously.  There are less dinosaurs out there then say 10 years ago.” 

 

“Fundamentally the issue resides in male culture in the way they view both women and child rearing 

responsibilities.”   

 

 

 

Sexual harassment is of course the most extreme feature a woman would ever have to face in the 

workplace.   Serious instances are rare but some instances were mentioned, such as receiving 

inappropriate emails and texts from male colleagues.   In two interviews women spoke of being on 

work social engagements with male colleagues and clients, where they were left in the 

uncomfortable situation of being taken to lap dancing clubs.      
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2.6 – Background Inequality  

 

 

Respondent comment: “It is a ‘passive aggressive’ situation where men may not give blatant 
prejudice but there may be ‘un-stated’ inequality.” 
 

 

 

   
 

   
        91 Respondents 

 

None of the individual obstacles proposed in the survey scored highly as having ‘great impact’.   

Therefore it seems more often a combination of factors exists and inequality typically proliferates 

as a ‘background influence’ rather than something with high visibility.  
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2.7 Impact of Children  

 

Respondent Comment:   
“Men find it easier than women to park their childcare responsibilities at the office door.” 
 

    

 

 
        91 Respondents 

 

Two key points can be derived from the response to our question on the impact of having children.  

 

The first is the respondents were largely split on whether or not having children is a career 

inhibitor.   

 

The second observation is that 40% of respondents answered the question ‘not applicable’, which 

one could conclude means they do not have children. Given the respondents are senior managers 

and the majority are aged 40-50 it would be interesting to discover if this was a career related 

choice.  
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SECTION 3 – Research Results: Inequality SOLUTION 

Headlines 
 

3.1 Ability to Overcome Inequality 

What has also been particularly enlightening to us, has been hearing the experiences of women 

who have navigated their way to success in spite of the obstacles.   Some have been specific acts, 

such as taking on challenging tasks, but interestingly, more mention has been made of the 

importance of adopting mental fortitude and a positive attitude.    

 

 
        85 Respondents 

The results showed 55% feeling they had overcome gender inequality obstacles, 19% disagreed 

and 26% were undecided. Whilst it is encouraging so many women feel they have overcome 

instances of inequality they may not necessarily have eliminated gender inequality from their 

professional lives. 

 

3.2 Ways to Overcome Inequality  

 
        85 Respondents 
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Women have used a variety of means to improve their prospects, with task volunteering being the 

most popular.   It was surprising to see career planning as being the option which had the second 

fewest saying it had given great impact.  

 

3.3 Personal Qualities  

 

 

Sample Other Factors Mentioned 

Pragmatic, Self-belief, Courage, Ambition, Loyalty, Professional, Objectivity, 
Empathy, Organised, Influencing, Collaborative, Logical, Calmness, 

Enthusiasm, Accountable. 

        85 Respondents 

 

Given this question was ‘free-form’, allowing respondents to use any word they liked; it is 

interesting that a quarter of respondents used the word ‘determination’.   

 

For some women these qualities are inherent, for the remainder the key question will be whether 

they may need to adopt and learn these behaviours?  
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SECTION 4 – Research Results: SOLUTION Analysis  
 

4.1 The 6 Personal Pillars to Facing Gender Inequality  

 

Responder comment: If you are demonstrably good at what you do, confident, prepared to stand up for 

yourself and values driven, I don't believe these potential obstacles will affect you. 

 

The interviewees shared a wide range of anecdotes of how they have experienced and faced 

inequality.  In an attempt to provide some summary themes for other women to consider and 

potentially incorporate into their own career development, the respondent’s feedback has been 

defined as, The 6 Personal Pillars to Facing Gender Inequality, an illustration of which is given 

below.  

 

 
 

 

 

It should be noted that the themes are typically interlinked and will invariably impact upon each 

other.   

 

On the following pages of this report an account is made of each area. For each there is a 

summary commentary and also some sample comments on problems faced and possible solutions 

on this theme.   Not all points raised in the feedback will resonate with all women nor should the 

required energy to encompass these ideas be under-estimated but it is hoped by reading these 

thoughts and experiences, other women can begin considering which elements are best suited for 

them.   It is suggested the combination of these insights and this framework are used as a basis to 

support their future career development planning.  
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4.2 - 1st Pillar: PERSONAL ATTITUDE   

Many of the women interviewed had evidently faced various forms and degrees of gender 

inequality.   Given this adversity it is not surprising that many in certain times of their careers are 

left feeling aggrieved and disheartened about their future career prospects.  

But interestingly, many of the high achievers interviewed did not show any bitterness or resentment 

to the obstacles they had faced.  Instead they had the stoical and admirable attitude of, ‘if that’s 

how things are, then let’s see what I can make of it.’ 

They argued that change can only begin with an inner belief from women that they can impact their 

own futures and not be helpless victims to their working environment, however unjust it might be.   

Organisational and cultural change must be encouraged to operate in tandem but in the meantime, 

only by developing this inner belief will it be possible for a woman to take the first steps to 

combating gender inequality.    

This may sound like fanciful rhetoric without practical reality for the many women who daily suffer 

the realities of gender inequality.    

There is no right or wrong in this argument, particularly in respect of an individual’s own 

circumstances - but it is difficult to see how woman can begin on a career journey aimed at the 

highest level, without having the belief that they can be masters of their own destinies.   

The perceptions and sub-conscious thinking, by both men and women were frequently raised in 

the interviews.  Some suggested woman may believe there is inequality when really none exists.  

One said how she always used to feel very guilty leaving the office on time to do the nursery pick-

up and would almost sneak out hoping no-one would notice.  But from one particular day she 

decided to be bold and now actually puts her coat on in the office and makes a point of saying 

goodbye to her colleagues.  She was pleased to find they treated her no differently; the problem 

had only been in her mind.   

 

Equally men may think they are treating women objectively but are un-knowingly making 

judgements on their female colleagues’ abilities and aspirations based purely on their own sub-

consciously held beliefs.   One interviewee said she’d read a useful book on this topic called, The 

Male Factor, by Shaunti Feldhahn.  It apparently reveals the hidden perceptions of men in the 

workplace, and their potential impact on women - the unspoken expectations that no man would 

dare to publicly acknowledge. 

 

The following table contains some points on personal attitude raised by the participants.  It shows 

examples of the difficulty of having a positive attitude and also some proposed solutions on this 

issue. 
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 INTERVIEW FEEDBACK ON PERSONAL ATTITUDE  
 

DIFFICULTIES OF POSITIVE ATTITUDE PROPOSED SOLUTIONS 
 
Believing and / or knowing ones different to ‘the 
organisational norm’  
 
“I work in investment banking and it’s very much a 
boys club.” 
 
“I regularly attend summits of our company directors 
but when so few of us are women I often feel lonely”. 
 
“Most of our clients are men and that’s even meant 
I’ve had to participate in ‘male orientated’ 
entertainment, even including going to lap dancing 
bars! 
 
“All IT leaders tend to be 40-45 WASPs, play golf, 
drink beer, and talk footie – all generally very 
excluding for women.” 
 
Lack of aspiring role models  
 
“As a Board member people often say I should make 
a good role model.  But how can I be when my life 
and approach is so unique to me” 
   
“Of the few senior women we have, they; have 
house husbands, can afford nannies or don’t have 
kids.” 

 
Experiences pre children  
 
“My boss went red-faced with fury when I just asked 
him about our maternity leave policy.” 
 
Experiences post children  
 
“They tried to make me redundant whilst on 
maternity leave.  When I returned, despite having a 
new baby, I was told I’d need to move to Dubai.” 
  
Personal experience  
 
“I’m the single Board member.  In this so called age 
of diversity, I still feel like a lone pioneer.”   

 
“I think obstacles are generally less tangible but 
people's perception of seniority and capability are 
being influenced by age/gender, which reduces 
opportunities to move up.  There’s a sense of not 
"fitting in" to a club of people who are all middle aged 
men who play golf.” 
 
“Without doubt men were getting more for same role, 
even though being less qualified and experienced.” 

 

 
Determination and drive 
 
“Sure women will have to work very hard to succeed; 
it will take as much perspiration as inspiration.”   
 
“I left school at 15 with relatively few qualifications 
and am now a board director of a multi-national. I 
just got on with it.”  
 
“I don’t want any favours – I need to know I got here 
on merit.” 

 
“For me I find it comes down to personal attitude and 
determination to succeed. I have never felt inequality 
has been an issue. If you do a great job and deliver, 
you get rewarded and your career progresses.” 
 
Less focus of the injustice and more on oneself. 
 
“Some women need to stop feeling sorry for 
themselves. Don’t cry me a river, just decide what 
you’re going to do about it.” 
 
“Front-up and challenge – even if it’s just in one’s 
own mind.” 
 
Consistency of mind-set  
 
“There will be different challenges at different career 
stages and with different employers.  You should be 
consistent in presence of mind throughout. “  
 
“There’s a way to go but attitudes have changed 
dramatically, even in the last 10 years.”  
 
“Career development isn’t always easy for men too.” 
 
“It can be easy to slip into the background.  I used to 
get allocated easier, low profile work than men in my 
team and so acted on it.” 
 
Awareness of intangible inequality. 
  
“Be aware of the ‘passive aggressive’ state where 
men may not give blatant prejudice but there may be 
‘un-stated’ inequality. 
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4.3 - 2nd Pillar: PERSONAL IDENTITY AND VALUE 

 

It’s one thing to face adversity but another matter to know what one is actually to confront it with.  

Some woman said they had undergone deep soul searching to uncover their true personal identity 

and value to their employer.  

 

The types of questions raised have been: 

 

 What are my genuine desires in terms of both personal and work life? 

 What sacrifices am I prepared to make both domestically and career wise?  

 What timescales am I working towards?  

 Do I have the skill-sets? 

 Do I have the necessary courage and determination? 

 Do I have the right personality type? 

 Will I have to change my natural behaviour and working style? 

 Will I be able to maintain this approach week after week, year after year?   

 

The list could go on and may seem similar to those found in any self-help guide.  It is arguable this 

self-analysis could be applied by anyone looking to further their careers, not just women.   

 

But in the context of gender inequality there are some particular factors which come into play. For 

those who do have or are thinking of having children it may be difficult to find the time for personal 

reflection and career planning. 

 

The following table illustrates some of the thoughts on personal identity and value raised during the 

interviews.  It shows examples of the difficulty of understanding one’s personal identity and also 

some proposed solutions on this issue. 
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INTERVIEW FEEDBACK ON PERSONAL IDENTITY AND VALUE 
 

RAISED CONCERNS  PROPOSED SOLUTIONS 
 
Personal Authenticity  
 
“I’d like to be more assertive but I don’t want to be 
seen to be the domineering Meryl Streep character 
in The Devil Wears Prada!” 
 
“It was very hard to be myself working in the bank. I 
even felt I had to always dress a like a man in white, 
black or grey.”    
 
Men and women tending to be different 
 
“Men seem naturally ready to speak up in meetings 
however good or bad what it is they have to say.  I 
just can’t be like that.”   
 
Successful women typically mirroring typically 
male traits  
 
“The ones who make it tend be aggressive and 
forceful, so not a lot different from the men really.” 
 
Post maternity perceptions  
 
“When I returned to my job after maternity leave I 
was just as committed as when I’d left but everyone 
assumed my priority now was being a mother and I 
ended up losing managerial responsibilities.” 

 
Incomparable work time capacity  
 
“Can I expect to leave at 5pm and still have the 
same promotion prospects as those who might be 
here until 9? 
 
A male not female issue 
 
“The issue is way down management’s priority list – 
especially in today’s economic environment. 
It’s a male problem.” 

 
Self-awareness. 
 
“Women need to recognise their own talents, and 
identify their core values.” 
 
“More than anything women need to demonstrate the 
positive impact they’re making on the business – this 
surely is the one area where there will be common 
ground with the employer.” 
 
“If you happen to be an introvert, maybe you should 
ask for time to reflect to challenging questions.” 
 
“Important to build a strong brand associated with 
yourself, your delivery, and bringing that together 
with work life balance.” 
 
Being you 
 
“I've not tried to be the same as my male 
counterparts, I've tried to demonstrate a 
complementary and comparable set of skills and 
attributes – ‘celebrate the rare’.” 
 
“Don’t expect to be perfect; recognise that both men 
and women at all levels are making mistakes.”   
 
“You don’t have to be like a man – just be 
successful.” 
 
Personal aspirations 
 
“You may wish to emulate certain attributes from 
others– both male and female.” 
 
“Men may automatically assume you have low 
aspirations and therefore you need to clearly and 
repeatedly state ones ambitions.” 
 
Pre-requisite behaviours 
  
“Women will need to have some degree of 
negotiation skills, determination and courage.”  
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4.4 – 3rd Pillar: CAREER & DOMESTIC PLANNING 

Many respondents commonly described how gender inequality is a multi-faceted issue.  Whatever 

the woman’s personal aspiration and ability, it is unlikely she will reach her potential unless it is 

supported by a well-considered and planned approach.  As with both genders, career planning 

should be about setting targets which meet with our own abilities, wishes and practical 

circumstances.   

A general point made by respondents was that inequality shouldn’t be the central point of focus to 

career and domestic planning.  The exception was the handful of women interviewed who said 

they had actually left jobs to find companies who are more accepting of women.  

Consideration is often required from partners and families, and in extreme circumstances this 

might be a decision on whether or not to take an overseas posting. Deciding how domestic 

responsibilities can be better shared can be difficult for all involved.  

One respondent was adamant career planning and domestic planning should be considered as 

separate entities as to combine them suggests that career aspirations must be beholden to 

domestic circumstances.   For others, the two are inextricably linked because of the unavoidable 

practical realities of trying to achieve on both home and work fronts with limited time resource.      

A first step may be to accept some priorities must win and lose on the home and work fronts at 

different life stages.      

One woman summoned up this dilemma in describing her personal story;    

There is such a balance to be made in being a great mom and great at your career - I don't believe 

that it's truly possible to excel at both all the time, and this in itself creates pressures both on your 

relationship with your child(ren) and your peers. Those left picking up the pieces in the office feel 

contempt and resentment, and as a mom you feel guilt at leaving your child(ren) for extended 

periods, leaving them late at childcare and not being there for them. Until I had had my daughter, in 

2008, I only focussed on my career, having the divide and having to reprioritise has definitely 

caused issues with my colleagues. 

Many women talked of how they planned a ‘stepping-stone career’ and so whilst at times a job 

move may have seemed a sideways move, it actually was just one part of a well planned journey 

with the end destination always being the same.  

The following table illustrates some of the thoughts on career and domestic planning raised during 

the interviews.  It shows examples of the difficulty of career planning and also some proposed 

solutions on this issue. 
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INTERVIEW FEEDBACK ON CAREER PLANNING  
 

RAISED CONCERNS  PROPOSED SOLUTIONS 
 
Legal uncertainty  
 
“It’s very hard to ask about your maternity rights 
because then everyone immediately thinks you’re 
going to be having a baby.” 
 
Stepping stone careers 
 
“I took a sideways move to buy myself more time 
while my family were young. There’s no guarantee I 
can resume my stellar career path.” 

 
Discrimination  
 
“It makes no difference what my aspirations and 
plans are as the senior vacancies get filled by men 
from outside before women from within.”  
 
Practical reality  
 
“You only have to look at the few senior women 
around to know the only ones who can possibly 
make it are either without kids or have a house 
husband.”     
 
“Our new CEO didn’t approve of working mothers.  I 
and two senior women had all left within a year.” 

 
“I was happy to consider an overseas posting to 
advance my career but because of cultural issues it 
is very difficult to be sent to Arabic countries.  A 
position was offered to a man instead of me, with this 
reason being explicitly given.” 
 
Worsening inequality  
 
“The further I develop my career, the stronger I feel 
the glass wall.” 

 
Long term planning 
 
“Mix sideways and upward moves to develop 
knowledge and organisational understanding.” 
 
Hard work & organisation 
 
“Arranging my life to enable me to spend more time 
in work rather than at home has been vital in order to 
compete favourably with male colleagues. But in 
general I would say education and working hours still 
need to be more than male counterparts to gain the 
same level of respect.”   
 
Employees and employers speak the same 
language 
 
“Ensure conversations about your career are closely 
linked to company goals.  Why should they (your 
employer) be interested if you only speak about 
personal goals?” 
 
Surprise oneself   
 
“Had 10 year plan and achieved it in 5 without really 
pushing too hard.” 
 
Take control  
 
“I told my boss I wanted a promotion and asked him 
precisely what I needed to do to get it.  I produced an 
18 month plan and continually reminded him when I 
hit agreed milestones.” 
 
Keep focus on long term goals 
 
“Don’t win all the small battles but loose the war.” 
 
Develop Choice  
 
“A career will need to meander at times and so try to 
maximise on choices available to you.”    
 
Tactical Planning  
 
“I book time off for the children’s nativity play weeks 
in advance “  
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4.5 - 4th Pillar: EMPLOYER SUPPORT  

If the employer is not fulfilling its ethical and legal equality obligations then women who are not 

enjoying the career path they believe they deserve will rightly be aggrieved.  Confronting this 

injustice is difficult, particularly if it has been experienced through intangible ways such as 

stereotyping.     

To battle with one’s employer could be costly in terms of future prospects and spent energy.  In 

some extreme circumstances the only option left will be to legally fight to protect ones rights but in 

most cases the only alternatives are to either accept the status quo or work with your employer to 

overcome it.   

Several women said how employer engagement not embattlement should be the preferred route. 

Apart from the fact that confronting ones employer will have its obvious pitfalls, most companies do 

genuinely wish to develop their best employees into their best potential.    

It seems many companies are as equally perplexed as the individuals as to how best to overcome 

inequality as we see even those who have tried to combat it for many years are still hugely under-

represented in their number of senior woman.  

One interviewee works for a company with more female directors than the norm but even they 

were perplexed at the low numbers of women moving up into their most senior ranks.  They had 

identified and set career plans for their most talented employees and yet two years later are 

surprised to find nearly all the promotions have been filled by men.     

Results from Genesis Development online survey also revealed that respondents have not been 

entirely enamoured by the efforts of their employers attempting to address inequality.   Either 

initiatives are ineffective or they are not being run at all. This is all the more interesting given that 

woman typically have a higher prominence in human resources than other organisational 

departments.    

 

The following table illustrates some of the thoughts on employer support raised during the 

interviews. 
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 INTERVIEW FEEDBACK ON EMPLOYER SUPPORT 
 

RAISED CONCERNS  PROPOSED SOLUTIONS 
 
Apparent discrimination 
 
“While consistently being told I am an A or A* player, 
I see many perhaps less capable individuals 
progressing through the exec ladder ahead of me.” 
 
“Some male managers more junior to myself are on 
a higher car grading, higher salary and have a 
greater share of the bonus pool.” 
 
Quotas the only way? 
 
“In my lengthy career I’ve tried many different 
approaches and whilst I don’t like the idea, the only 
way to deliver change will be through quotas.”   
 
“Positive discrimination only encourages fads such 
as ‘Woman of the Year’, which are easily forgotten.” 
 
“Legislation can’t change attitudes”. 
 
“The board is very much seen as a 'boy’s only club' 
and even joked about internally.  The business does 
know it needs to promote more women, but this will 
require a significant cultural change.” 
 
Company mentoring schemes 
  
You need to be want to be mentored, it’s no good 
firms imposing a scheme on people as the personal 
match has to be right. 
 
Inadequate / unclear maternity policy  
 
“When I had my first child the company I was at 
didn’t even have a maternity leave policy.” 
 
Treatment to mothers  
 
“Companies take a short term view on one’s working 
capacity which does temporarily reduce when your 
kids are young.” 
 
“Our MD is a mother but she has entirely different 
childcare options to me.’  
 
“Promotion procedures are water-tight but lack of 
being able to work flexibly discourages females from 
applying.” 
 
Covert Inequality 
 
“The issue is that whilst more overt many years ago, 
much discrimination is now covert.” 

 
Employers wishing to help 
 
“I was virtually pleaded with to take the vacant MD’s 
job. I’m not in favour of +ve discrimination but it helps 
if you know you’re wanted.” 
 
“I’m pretty sure the only reason I was selected for an 
expensive training trip to Paris is because they want 
to help women.” 
 
“I actually got promoted whilst on maternity leave.” 

 
Flexible working discussions 
 
“Work-life flexibility shouldn’t just be about mothers 
but really anyone who needs to care for a family 
member such as an elderly parent.” 
 
“Flexible working should be there to accommodate 
all types of personal interests, even going to the 
gym, as long as you get your job done.” 
 
Valuing mothers as a company asset. 
 
“Our company realised we needed experience, 
which our younger talent just aren’t able to provide.  
So we ran a programme to entice mothers back 
who’d left us.  It was very successful and has worked 
to everyone’s benefit.”  
   
“My previous employer went to great lengths kitting 
out my home with the necessary IT so I could work 
from home.   
 
Value of ‘non-alpha male’ management styles 
 
“We have a company directive to our leadership  
(supported by HR) that they’ll be judged on BOTH 
results AND the management skills used to get 
there.” 
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4.6 - 5th Pillar: PERSONAL SUPPORT 

 

It’s hard to see how anyone can reach the higher company echelons without getting support from 

somewhere on the way.  Even the pioneering women who have broken into male bastions are 

likely to have enlisted help along the way, possibly even from men.    

 

This support will come from a variety of sources; internal and external mentors and coaches, HR, 

friends and family, managers, and business networks.   

 

Support may also be gained from gaining a wider perspective of the issue other than from one’s 

own personal experience.   This may involve attending seminars, blogs or reading reports such as 

this!  

 

Some elements may be planned, engineered or simply ad hoc as opportunities arise.   

 

It is also likely the mix will change over a career.  It is interesting to hear one board director saying 

finding relevant female support can become harder the higher you go as there are so few other 

women in her cohort.  If you’ve reached the top, people may also assume you no longer need help 

but being the minority it can be a lonely existence.     

 

The following table illustrates some of the thoughts on personal support raised during the 

interviews. 
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INTERVIEW FEEDBACK ON HOW 
PERSONAL SUPPORT 
 

 

RAISED CONCERNS  PROPOSED SOLUTIONS 
 
Finding Appropriate Support   
 
“I’ve experienced senior women in our company 
not willing to help other women and in some 
cases even undermine them.” 
 
“The only senior women I know don’t have 
children, so it’s hard to find suitable mentors.” 
 
“It’s not easy to know where to turn to when I’ve 
made mistakes or things just aren’t going well.” 
 
“I come from a generation where there were 
fewer role models or mentors from whom to get 
advice and support from - particularly around 
the desire to have children and continue with a 
career.”  
 
“I have been very lucky with some of the 
enlightened male bosses I have had - but even 
they have been unable to counter the cultural 
pressures that come with the world we live in 
and accepted behavioural norms.” 
 
“I have had no senior female role models to get 
advice / mentoring from - and it's not from lack 
of trying to find them.”  
 
“In my experience; there are an increasing 
number of senior executive level women in 
banking but they have performed well by 
behaving like their male counterparts.” 
 
“I think if quotas were put on company boards, it 
would hasten parity - not just through physical 
numbers of women in senior roles but by 
providing role models for younger generations.” 
 

 
Help From Men  
 
“My male manager once stopped a meeting 
because my opinion wasn’t being sought by 
other men”  
 
Long term  
 
“I’ve kept some of my allies/mentors for many 
years – even when moving jobs.” 
 
Impact  
 
“My coach gave me the patience and with this 
came perseverance.” 
 
“Networking was a great way for me to start 
establishing the new me – far easier to give a 
fresh image to new people.” 
 
Expertise 
 
“The turning point for me was working with an 
external psychologist.”   
 
Managerial Support 
 
“A boss who believed in my potential, gave me 
challenging and demanding tasks, introduced 
me  to senior management "style" of interaction 
and supported my career.” 
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4.7 - 6th Pillar: BEHAVIOUR AND RESOLVE 

 

There’s an old adage that the first moon mission was only actually on course for 3% of its journey 

time.  The remaining 97% was continually corrected by the flight crew and mission control 

responsible for monitoring a range of factors impacting direction.   

 

This seems an obvious analogy with the potential task facing woman aiming to reach top 

organisational positions against a series of potential pitfalls and hurdles.   In circumventing these 

obstacles the interviewees have said; determination, courage, resilience, drive and tenacity are just 

some of the attributes needed.  

 

Whilst few would argue with admirable characteristics, in reality it can be very tough applying these 

behaviours into daily practice, particularly if it’s not your natural operating style.   Keeping authentic 

to one’s own unique personal profile and pushing to adopt potentially uncomfortable but necessary 

behaviours could easily be the hardest aspect of one’s career development.  In all likelihood it will 

need an element of on-going ‘check and correct’ - and the individual needs the ability to get back 

on their feet if derailed.  

 

From a more positive perspective nothing will encourage further success more than by gaining 

some momentum from short term wins.  These milestones may not be as major as getting a 

promotion but may be as simple as ‘gaining 10 new LinkedIn contacts’ or even getting to leave 

work on time and not feeling guilty about it. 

 

Whilst taking tangible steps will be encouraging, there must also be an element of realism and 

objectivity on whether actual progress is being.  Time should be spent deciding what metrics best 

fit one’s personal circumstance and then appropriate and challenging targets must be set.    

   

The following table illustrates some of the thoughts on personal support raised during the 

interviews. 
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BEHAVIOUR AND RESOLVE 
 

 

RAISED CONCERNS  PROPOSED SOLUTIONS 
 
Male vs. Female Behaviour  
 
“Behaviours which are acceptable in male 
employees are less acceptable in women e.g. 
assertiveness can be seen as strength in men 
whilst it can be interpreted as aggression in 
women.” 
 
“Men are far more ready to brag about their 
personal achievements at work”  
 
“Men subconsciously expect women to behave 
a certain way. In our director meetings they’ll 
look at me to pour the tea and coffee.” 
 
 “Whilst the talented males are recognised by 
being awarded with challenging technical 
programmes, the talented females are used to 
lead HR, Cultural and behaviour issues.” 
 
“Working life gets more aggressive in a 
recession” 
 
Emotions 
 
“I don’t show family pictures on my desk in fear 
of being seen an over-sensitive female woman” 
 
My natural behaviour is always to apologise – 
something I rarely see men do.” 
 
An unfair race 
 
“However I behave the bottom line is that 
women end up having to work harder than men”  
 
Group dynamics 
 
“Men are often fine in a 1-2-1 situation but 
become more aggressive and excluding to 
women in meetings. One of directors is 6’ 4” 
and has this habit of standing up in meeting 
which is very intimidating.” 
 
 
 
 

 
Requested more challenging work/tasks 
 
“You must put your head above the parapet” 
 
“I’m on a posting in the Far East, we don’t have 
kids but many of my colleagues do and they all 
seem to have settled in well.” 
 
“Take high profile but low risk projects.” 
 
Dealing with men 
 
“If a male colleague is upsetting you for any 
reason my immediate action is to have a 1-2-1 
meeting and explain how uncomfortable he’s 
making you feel.” 
 
“You don’t have to be exactly the same as 
everyone else, just try and find some common 
ground.” 
 
“Keep conversations focused on business 
impact.” 
 
“Just try and avoid those little things that get 
blokes irritated.” 
 
Skills 
 
“As a qualified accountant my bedrock has been 
education which gives me clear accreditation 
and career choice.” 
 
“Training/coaching on dealing with confrontation 
- used with both men and women in dealing with 
each other.” 
 
Avoid guilt 
 
“Always set firm boundaries. So if you say 
you’re going to leave on time – do it – and don’t 
feel guilty about it.” 
 
Deflect Conflict  
  
“I just return a wry smile when I hear a sexist 
comment.” 

 

 



Women in Business  

 
31 

31 

SECTION 5 – Future Dynamics  
 

5.1 Expected Future Change    

 

Respondent Comment:  In investment banking there’s too much of a requirement to look and act 
like the client – men! How can the culture ever change? 
 

 

 

 
                                                                                                               

 84 responses 

 

With only 8% expecting ‘great decrease’, disappointingly the respondents gave little indication of 

significant future improvement.   Mirroring the known small numbers of improvement with female 

FTSE 100 Board appointments, ‘slight future decrease’ was the most popular response.    Despite 

all the current rhetoric and initiatives, it’s worrying that 7 of the 84 respondents to this question 

expect a ‘great decrease’.  
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5.2 Future External Drivers on Gender Inequality   

There are number of factors and forces that will help and hinder women’s personal career 

aspirations.  Whilst not necessarily being able to impact them herself it will do no harm to be aware 

of them.  

Below is a sample of comments from respondents which help summarise the political, economic, 

social and technological gender inequality landscape. 

 

SAMPLE QUOTES ON FUTURE EXTERNAL GENDER INEQUALITY FACTORS   
 

  
 
Political  
 
“The push to get more women on boards is a good thing and can see the positive nature of this, 
but the thing that could have a negative part to this is putting women on the board just as a token 
or women feeling they have a right because they are female rather than deserving to be there on 
merit!” 
 
 “Current employment legislation surrounding pregnant women and new mothers is so prohibitive 
that no employer wants to take on women of child-bearing age...I'm sad to say that I and my boss 
(a female Finance Director) also think twice about employing women of childbearing age.”   
 
“I think the legal protections of women being able to keep their jobs during maternity leave are 
absolutely key….  I am American and I find that women have a better chance of finding senior jobs 
in the US - but maternity leave in the US is only 2-3 months, so there is less of a risk to the 
company in hiring women of childbearing age.” 
 
Economic  
 
“The economic downturn means less jobs & more candidates – women likely to be squeezed out 
by male candidates who won’t go on maternity leave, have family issues etc.” 
 
Social  
 
“Men are soon going to be able to challenge for positive discrimination - with women obtaining jobs 
based on cup size rather than talent and pure qualification. The challenge is to the senior industry 
leaders to change the mind-set, this is where the crux of the issue lies, not in the middle 
management areas where such focus is being applied.” 
 
“Age discrimination is a factor that is starting to emerge that again could have an impact on those 
that have taken career breaks and then returned to work - mainly women.” 
 
Technological  
 
“Technology if fully embraced to support flexible working may help but as organisations face the 
global credit crunch companies may require more flexibility in working and location from employees 
that could be prejudicial to working moms.”  
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5.3 Genesis Development’s Suggested New Approach  

 

Response comment: In my current organisation, HR has earned a definitive seat at Board level. There is 

much stronger correlation between 'great' leadership behaviours and what 'success' looks like. My company 

encourages and regards this softer, more rounded,  diverse set of thinking than it has done in the past. 

 

This research has touched on a vast array of gender inequality issues and some women might be 

left wondering where to begin to start tackling the issue.   

 

This is potentially how organisations are failing women, simply that they are under-estimating the 

necessary mental shift some women need to make a break through.  They may also be unaware of 

the necessary trust female employees need to have, to know there’s willingness by others to help 

them succeed.   

 

And once the process has begun, to keep momentum there will need to be structure and support 

from both sides to see the change becomes truly embedded.   

 

Whilst the career path and challenges a woman faces will always be unique to her, the common 

denominator should be a planned and consistent approach to tip the inequality balance.     

 

Planning to Tip the Inequality Balance 

 

It’s suggested any career planning process should begin with a fundamental personal assessment 

of one’s: own self-belief; desire to promote one’s value; and determination to overcome obstacle as 

they arise.      

 

 

 

Inequality 

Inertia 

Inequality 

Planning 
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In 2011 the Institute of Leadership and Management produced a report called Ambition and 

Gender at Work*.  They surveyed 3,000 managers – men and women – about their career plans, 

ambitions and confidence levels. It revealed that women managers are impeded in their careers by  

lower ambitions and expectations. Compared to their male counterparts, they tend to lack self-

belief and confidence – which leads to a cautious approach to career opportunities – and follow a 

less straightforward career path.   

Some 70% of male managers have high or quite high levels of self-confidence, compared to 50% 

of women. Half of women managers admit to feelings of self-doubt, compared with only 31% of 

men.  

Employers can maximise the impact of their investment in leadership development by tailoring it to 

the differing needs of male and female managers. Suggested solutions (Coaching, mentoring, 

talent management, flexible attitudes, broader recruiting) were directed at both the organisation 

and individual:  

In light of the ILM study there is a strong argument to say employers and females should recognise 

and cater for the probability that men and women have a propensity to be different in how they 

approach their careers.    

If a woman and her employer do decide to take affirmative action to tackle inequality it is 

suggested the approach is: tailored to individual personality, aspirations & circumstances; not 

prescriptive by the employer; includes elements of 1-2-1 coaching and/or mentoring; and that 

progress is objectively measured. 

 

 

 

.  
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APPENDIX 1 –Women In Business Online Survey  
 

RESPONDENT PROFILE 

 

1. Which industry sector do you currently work in? 

2. How many employees are there in your company? 

3. What is your job title? 

4. Please give a very brief (maximum 20 words) outline of your role? For example, 'I'm responsible for 

our corporate governance.' 

5. What is your age range? 

 

GENDER INEQUALITY BARRIERS 

 

6. Do you believe gender inequality still exists? 

7. In your professional career have you personally experienced gender inequality? 

8. IF you have experienced gender inequality, is it less of an issue now than it was earlier in 

9. your career? 

10. Please indicate what impact the following possible career development obstacles have 

11. had on you personally. (Not Experienced No Impact Some Impact Great Impact) 

a. Gender discrimination in 

b. Pay and rewards 

c. Stereotyping women to certain roles or behaviour 

d. Sexual Harassment  

e. Negative attitudes towards female employees 

f. Unfair recruitment procedures 

g. Management of maternity leave 

h. Unfair performance procedures 

i. Unfair promotion Procedures 

 

12. Please add any further comment you wish to make. 

 

OVERCOMING GENDER INEQUALITY OBSTACLES 

 

13. Have you personally overcome gender inequality obstacles that would have otherwise hindered your 

career progression? 

 

14. Please indicate which of the following have helped you overcome inequality obstacles. 

(Not Applicable, No Impact, Some Impact, Great Impact) 

 

a. Career planning  

b. Education  

c. Organisational skills to improve work life balance 

d. Finding a mentor / coach  

e. Networking  

f. Copying a female role model 

g. Use of technology  

h. Volunteering for challenging projects and tasks 

i. Stress management  

 

15. If applicable, please add any other useful factor: 
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16. If applicable, do you agree or disagree that having children has been detrimental to your 

career progression? (Strongly agree, Agree, Undecided, Disagree, Strongly Disagree, Not 

applicable) 

 

17. Please answer the following question if you have children.  How important are the following factors in 

helping you combine work and family commitments? (Not important, Useful, Very important, Not 

applicable to me) 

 

a. Flexible working hours  

b. Paid childcare  

c. Partner childcare  

d. Family support  

 

18. If applicable, please add any further solutions you have used: 

 

19. What is the SINGLE most important personal quality which has contributed to your career 

success? 

 

HELP OFFERED BY YOUR EMPLOYER 

 

20. Have any of the following organisational initiatives helped your career progression? 

(Not Experienced, No Impact, Some Impact, Great Impact) 

 

a. Management programmes targeted at women 

b. Skill development programmes 

c. Policy to increase the number of women executives 

d. Flexible working arrangements 

e. Support during maternity leave 

f. Use of assessment centres for promotion/recruitment 

g. Objective performance measures 

h. Diversity training  

 

21. If applicable, please add any further initiatives used: 

 

THE FUTURE 

 

22. Will gender inequality increase or decrease in the future? 

 

23. Are there any recent developments which you believe will affect women’s future career 

progression? (Greatly increase, Slightly increase, Stay the same, Slightly decrease, Greatly 

decrease, Don’t know) 

 

24. We hope to interview a sample of the respondents to this online survey to gain further 

background on the areas the questions have covered.  Are you willing to be interviewed?  
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APPENDIX 2 – Response Profile  
 

The research has been supported by 91 online survey responses and 41 1-2-1 in-depth interviews. 

 

The tables below illustrate the targeting of senior executives in large financial services 

organisations.   

 

   
 

 

SAMPLE RESPONDENT JOB TITLES 

- Finance Director and 
Head of Corporate  
- Strategy Director of 
Human Resources 
- Head of Marketing, 
EMEA & Americas 
- Chief Operating Officer  
- Finance director and 
Head of Corporate 
Strategy 
- Head of Service 
Development 
- Development 
Specialist 
- MD in Human 
Resources 
- Chief Data Protection 
Officer 
- Lead HR Business 
Partner, Technology 

- Head of Governance 
- International 
Operations Director 
- Head of People 
Development 
- Head of L&D 
- Strategic Development 
and Governance 
- Head of HR 
- Infrastructure 
Architecture Leader 
- Managing Partner 
- Portfolio Manager 
Business engineering 
- Head of HR 
Operations and 
Resourcing 

- Marketing Director 

- Director - Banking 
Operations 
- Head of Client 
Services Centre 
- Managing Director 
- Head of Quality and 
Process Management 
- International 
Operations Director 
- Group Human 
Resources Director 
- Chief Operating Officer 
- Head of HR 
Operations and 
Resourcing 
- Head of Human 
Resources 
- International 
Programme Director 

- Director - Retail 
Operations 
- Manager, Learning 
Operations 
- Head of leadership 
development 
- Group Managing 
Director 
- Head of Leadership & 
Culture 
- Marketing Director 
- Senior HR Manager 
Head of Complaints 
Planning and Analysis 
- Global Marketing 
Director 
 

 

 

 

 

Banking, 
Finance & 
insurance

, 80% 

Other, 
20% 

Industry Sector 

>5,000, 
45% 

500 to 
5,000, 42% 

< 500, 13% 

Employee Size 
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APPENDIX 3 – Research Sponsor & Author    
 

 

RESEARCH SPONSOR – Genesis Development 

 

Genesis Development (www.genesisdevelopment.co.uk ) is a management consultancy that bridges the gap 

between conventional learning & development programmes and traditional change management initiatives. 

In particular, Genesis Development are acclaimed for supporting and implementing individual, team and 

organisational change programmes with impact.  Historically most work is in financial services.  

 

As a research-led organisation we provide our clients with broader insights into the latest economic and legal 

developments which may impact upon their future success.  We constantly conduct our own primary 

research into a range of current prominent themes and issues, which we then share via regularly distributed 

white papers and business reports. 

 

AUTHOR – David Milnes, Genesis Development Head of Research 

 

David leads Genesis Development’s business insight service. Clients benefit from his 20 years’ experience in 

research, project management and business analysis roles. David has managed multi-million pound 

research programs for Allied Domecq, Clydesdale Bank and HSBC. He holds The Market Research 

Society’s Advanced Certificate, has a Postgraduate Diploma in Marketing Management and a BA (Hons) in 

Social Economics from the University of Brighton. 

 

SUPPLEMENTARY RESEARCH - Ann Record, Consultant  

  

Ann has a BSc (Hons) in Psychology which included research in Organisational psychology and a 

dissertation on Women’s Career Development and Work Life Balance. She is a member of the British 

Psychological Society and is on the Register of Competence in Psychological Testing. Ann also holds a BSc 

(Hons) in Computer Science and has 11 years experience of project development work in the computing 

industry in large companies such as Barclays, and software houses.  

 

http://www.genesisdevelopment.co.uk/

