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Written evidence submitted by the Government 
 
 
Despite great progress in recent decades, women are still more likely than 
men to be in low-paying jobs and are underrepresented in senior positions. 
The evidence shows that there is untapped potential among women and that 
the economy is missing out because women have a lower rate of economic 
activity than men.   
 
In its equality strategy, “Building a Fairer Britain” (December 2010), the 
Government set out its aims for a fair and flexible labour market which draws 
on the talents of all and where everyone who can work has real opportunities 
to work. To achieve this, we are working with business to address the main 
barriers to equality in the workplace, such as ensuring fair access to the 
labour market, equal pay, and equal opportunities for promotion and 
progression.  
 
Alongside the policies and programmes set out below in response to the 
issues raised by the Committee, for example on flexible working and 
increasing the number of women on corporate boards, we are taking wider 
action.  This includes reforming education, extending childcare support, 
developing a new system of parental leave so that parents can choose how 
best to share caring responsibilities, and introducing Universal Credit to 
provide families with more flexibility to balance work and caring responsibilities.   
 
Taken together, this represents an ambitious programme to support women to 
achieve their potential in the labour market, but the Government is committed to 
going further.  The Women’s Business Council was established in May 2012 to 
look at ways of maximising women's contribution to economic growth. The 
Council, chaired by Ruby McGregor-Smith CBE, CEO at MITIE, will make 
recommendations to business and Government on how best to remove the 
barriers that women face in playing a full part in business and the workplace. 

The Council members are drawn from across business sectors – advertising, 
social media, enterprise, retail, legal, financial, utilities, pharmaceutical, and 
recruitment – and published their work programme in summer 2012.  The 
Council is due to report formally to Government in May 2013. 

 

  



1. Do the Gender Equality Duty and the Equality Act go far enough in 
tackling inequalities, such as gender pay gap and job segregation, 
between men and women in the workplace?  

We have strong legislation in place to tackle discrimination against women.  
The Equality Act 2010 which has been implemented by this Government 
included new provisions to make pay secrecy clauses unlawful (s.77), extend 
positive action in recruitment and promotion (s.159) and protect against 
discrimination “by association”, which is of relevance particularly to carers 
(s.13).  This is in addition to the new Public Sector Equality Duty, which 
replaced the previous equality duties on gender, race and disability from 
October 2010.  But while legislation has made a difference, it is not a panacea 
for the continuing gaps in equality that women face.  That is why we are 
promoting a business-led approach to achieving equality in the workplace, 
working with employers, employees and wider society as an advocate for 
change, instead of dictating what the right approach should be through rules 
and regulations. 

2. What steps should be taken to provide greater transparency on pay 
and other issues, such as workforce composition?  

Improving transparency is key to shifting attitudes to women in the labour 
market.   There is existing legislation (s. 78 of the Equality Act 2010) which 
could be used to require companies to report their gender pay gap. However, 
we strongly believe that the voluntary, business-led approach is the best way 
to encourage employers to drive culture change and tackle the complex issue 
of equal pay, except where a business is found to have discriminated on equal 
pay.   Businesses themselves are best placed to identify the key barriers to 
gender equality in their workplace and take steps to tackle them.  The best 
businesses are already doing this – and by sharing their success, they will 
inspire others to follow.   

 
Since the Think, Act, Report initiative was launched in September 2011 to 
improve transparency on gender equality in the workplace, we have made 
great progress, thanks to the enthusiasm and support of over 50 leading 
organisations that have signed up and helped to promote it.  

It is also right to take strong action in the few cases where employers have 
been shown to have breached the law.  The Modern Workplaces 
Consultation, we set out the Government’s proposal to give Employment 
Tribunals the power to impose pay audits on employers who are found to 
have discriminated because of gender in pay matters.  In the light of 
consultation responses, we decided to proceed with this proposal and have 
amended the Enterprise and Regulatory Reform Bill currently before 
Parliament so that Ministers will be able to make regulations to this effect at a 
later date. This change will have no impact on the overwhelming majority of 

  



businesses who adhere to the law.  But in those rare cases where a breach is 
shown, it will ensure that those employers look at their pay structures in detail 
to avoid breaking the law again.   

In relation to workforce composition, the Government has recently published 
draft regulations to improve and streamline narrative reporting, including 
requiring companies to disclose the number of women on their boards, in 
senior positions and in the organisation as a whole, as recommended by Lord 
Davies. This will allow investors to identify gender imbalances and help 
companies address talent blockages. 

3. What has been the impact of the current economic crisis on female 
employment and wage levels?   

Impact of the recession on employment 
The impact of economic growth and recessions are not gender neutral. 
Because women are concentrated in particular occupations and sectors, the 
sectors of the economy that are impacted by recession will also have a knock-
on effect on employment by gender.  This is largely because the sectors 
where employment fell during and immediately after the recession started 
(e.g. construction and manufacturing) are male-dominated. 
 
In spring 2008, there were 13.6 million women in work and the employment 
rate was 67.1%, a figure equalled a few years earlier but never previously 
bettered.  The subsequent recession saw the number of women in work fall by 
around 200,000 and the employment rate by nearly 2 percentage points.  By 
comparison the male employment rate fell by 4 percentage points (from 79% 
to 75%).  Since then, female employment has risen back above the level in 
2008, and in absolute terms there are more women in work than ever before, 
although the employment rate, at 66.1%, remains below the pre-recession 
peak.  Within this, and in part reflecting the equalisation of state pension age, 
the employment rate for women aged 50-64 is above pre-recession, and the 
highest figure on record. 

 
In addition, the Government’s welfare reforms are contributing to more women 
entering the labour market, reducing economic inactivity but increasing 
unemployment in the short-term.  For example, in the year to May-Jul 2012, 
the female employment rate rose 0.7 percentage points, but unemployment 
also rose as there was a fall of 0.9 points in the female inactivity rate, to 
28.5%, the lowest figure on record.  The overall number of women aged 16-64 
not in work – either unemployed or inactive – has fallen by over 140,000 in the 
last year. 

 
One feature of the recession has been a rise in the number of people working 
part-time that has partly offset falls in full-time employment.  This has been 
reflected in rising numbers who say they are working part-time because they 

  



could not find a full-time job.  Currently 13% of all women working part-time 
say that, when they took their job, they would have preferred a full-time post, 
up from 7% in 2008.  However, these kinds of jobs can provide valuable skills 
and experience and can be a stepping stone to working more hours when 
their employer is able to offer them, or using the experience gained to move to 
a different job.  It also remains true that the great majority of women are 
working part-time through choice, either because they do not want a full-time 
job or have other reasons for working fewer hours, such as availability of 
childcare or managing a health condition.  
 
Impact of the recession on pay 
Earnings growth has been very slow overall since the recession in 2008. 
Growth at the median has been slightly higher for women than for men, and 
we have therefore seen the gender pay gap fall over the past few years.  
Given the prevailing labour market conditions, it is difficult to come to firm 
conclusions on the explanations on this, but we can look at the patterns by 
sector.   There have been some differences in the public and private sector, 
for example, which may feed into the differences by gender. In the public 
sector, pay has increased between 2010 and 2011 for those with below 
average incomes, whilst in the private sector there has been very low growth 
in earnings for the bottom half of the income distribution and higher growth for 
the top half. This suggests that pay for lower paid workers in the public sector 
have been relatively protected1.  
 
These figures do not necessarily show that people’s earnings are increasing – 
it compares two cross-sections so the changes may be caused by changes in 
composition of the workforce, so if public sector job losses fall more on lower 
paid workers, average wages of those in employment would rise.  
 
A similar story can be seen when we look at changes in wages by sector.  The 
key sectors that employ large numbers of women have seen relatively 
stronger wage growth than some key sectors that employ many men. For 
example, in the education sector which employs over 4.1 million people, 69% 
of whom are women, earnings growth at the median was 10.4% and in the 
health sector which employs 3 million people, 78% of whom are women, 
growth was 6.7%. In the construction sector however which employs just over 
1.1 million people, 83% of whom are men, growth was just 3.8% and in the 
manufacturing sector, which employs 2.7 million people, 79% of whom are 
men, earnings growth was 3.9%. This will be one factor in explaining the fall in 
the gender pay gap.  
 

                                                 
1 This period was immediately before the introduction of the public sector pay freeze 
announced in the 2010 Budget. 

  



Finally, many sectors have fewer employees in 2011 than they had in 2008 so 
the change in average wages will reflect earnings growth for those in 
employment and changes in composition.  

4. How should the gender stereotyping prevalent in particular 
occupations, for example in engineering, banking, construction, and 
the beauty industry, be tackled?  

The Government is taking a number of steps to encourage young women to 
make broader careers choices and to help British business to attract a diverse 
workforce.   
• The National Careers Service was launched in April 2012 and provides 

information, advice and guidance to help you make decisions on learning, 
training and work opportunities. The service offers confidential, helpful and 
impartial advice, supported by qualified careers advisers. 
 

• Government is providing an additional £250 million to increase and 
improve apprenticeships, and encouraging men and women to take up 
atypical courses. 
 

• Within the Science, Technology, Engineering and Mathematics (STEM) 
sector, Government is funding a broad mix of activities and programmes.  
These include the work of STEMNET and the STEM Ambassadors to 
encourage a diverse STEM pipeline; both the work of the National 
Academies and their academic fellowship programmes, in particular the 
Dorothy Hodgkin fellowships; Research Councils UK PhD and fellowships 
awards; and the Big Bang Fair, and National Science and Engineering 
Competition. 

• Building on this, the Minister of State for Universities and Science 
announced a new programme earlier this year.  The programme, which is 
expected to run over four years, has total funding of £700,000. It will join a 
parallel programme being run by the Royal Academy of Engineering and 
will now provide an integrated diversity programme for the Science, 
Technology, Engineering and Maths workforce.  The new stream of work 
will focus on understanding the character and make-up of the scientific 
workforce, and look at ways to remove barriers to entry and progression so 
as to lead to an increase in diversity in both academia and industry. A 
steering group has been setup to drive the work led by Professor Dame 
Julia Higgins DBE FRS FREng.  

 
 
 
 
 

  



5. What more should be done to promote part-time work at all levels of 
the workplace and to ensure that both women and men have 
opportunities to gain senior positions within an organisation while 
working part time? 

The Government recognises that the ability to work flexibly and/or part time is 
critical to enabling both women and men to participate in the labour market to 
their full potential, including reaching the most senior positions within 
organisations.   
 
A key policy that supports this agenda is the right to request flexible working, 
which was introduced by the last Government to help parents and 
subsequently some carers to participate fully in the labour market.  The right 
to request flexible working currently allows qualifying employees to request 
changes to their working pattern with respect to hours and location of work; 
this can include making a request to work part-time.   
 
The policy was first introduced in 2002 for parents of children under 6 (or 
under 18 if the child is disabled), it was extended in 2005 to include carers of 
adults either within the home or who are close relatives.  In 2009, the right to 
request flexible working was extended to include parents of children under 17.   
 
The Coalition Agreement includes the commitment to extend the right to 
request flexible working to all employees. This will allow employees to discuss 
flexible working with their employer for any reason and will support the 
ongoing cultural change amongst employers to enable employees to work in 
more flexible ways.  This extension will also support parents and carers who 
will no longer need to identify their caring responsibilities to their employer 
when making a request.   Indeed the request for flexibility will be blind to the 
reason for the request. 
  
When extending the right to request flexible working, we also intend to remove 
the existing statutory procedure for considering requests, replacing it with a 
simpler duty on employers to consider requests ‘reasonably’.  A code of 
practice will be created to set out minimum expectations.  The reason for this 
is to ensure that the right to request flexible working creates quality 
conversations about ways of working between employer and employee, and 
isn’t just treated as a tick box exercise. 
 
Alongside the legislative extension to the right to request flexible working 
there are a number of groups looking at ways to promote the benefits of 
flexible and part-time working to employers:   
• The DWP Private Sector Working Group is chaired by Working Families 

Chief Executive Sarah Jackson and is looking at ways to encourage 
employers to think about flexibility when designing new jobs and recruiting 
replacements.  Their proposals include encouraging employers who 

  



already support flexible working to include a strapline on their job adverts 
to make clear that candidates can discuss ways of working at interview.  
Many employers say that they are happy to consider flexible working or 
part-time working for the right candidate and this will enable them to have 
those conversations at the earliest possible stage. 

 
• In May 2002, Lloyds Banking Group formed the Employer’s group on 

Workplace Flexibility, which is exploring ways to promote a broad range of 
flexibility practices to other employers.  This includes identifying and 
promoting the business case for flexibility, based on their own 
experiences. 

 
• The Department of Health has established the Carers in Employment Task 

& Finish Group, which aims to make the economic case to both business 
and Government of employing carers.  

 
• The Civil Service promotes flexible working to its employees including job 

sharing and part-time working in senior roles.  This has helped ensure 
women enjoy good opportunities to progress in their careers within the 
Civil Service and that Government Departments reap the benefits of 
diverse senior management teams.  Women represent around 37% of the 
Senior Civil Service.  

 
These activities combined with the legislative extension to the right to request 
flexible working, create a comprehensive strategy for encouraging the 
availability of flexible working and part-time working practices across the 
economy which will enable all employees to reach their potential in workplace. 

6. To what extent have the recommendations in Lord Mervyn Davies’ 
Report “Women on Boards” (published in February 2011) been acted 
upon?  

Lord Davies’ Review made ten recommendations aimed at increasing the 
number of women on the boards of UK plc.  The recommendations called on 
Chairmen and Chief Executives of FTSE 100 and FTSE 250 companies to set 
targets for the number of women they aim to have on their boards and 
executive committees in 2013 and 2015.   A minimum target of 25% by 2015 
was recommended for the composition of FTSE boards (recommendation 1).  
FTSE100 and FTSE 250 companies were also asked to disclose within their 
annual reports the proportion of women at various levels within their 
organisations (recommendation 2) and to periodically advertise non-executive 
board positions (recommendation 7).  Action was also recommended to 
improve the provision of training and development for potential board 
members (recommendation 9). 
 

  



To assist these objectives the report recommended that the Financial 
Reporting Council amended the UK Corporate Governance Code to require 
listed companies to establish a policy concerning boardroom diversity 
(recommendation 3).  Executive search firms were asked to draw up 
a Voluntary Code of Conduct for executive search firms to abide by 
(recommendation 8), Chairman were asked to disclose more meaningful 
information about the company’s appointment process in the company’s 
Annual Report (recommendation 5) and investors were urged to pay close 
attention to board composition when considering company reporting and 
appointments to the board (recommendation 6). 
 
Lord Davies and his steering group made a commitment to champion this 
issue and publish an annual report each year giving an assessment as to 
whether sufficient progress was being made (recommendation 10).  Lord 
Davies’ first annual report was published in March 2012, and the second is 
due in March 2013. 
 
As of 1 September 2012, women account for 17.3% of FTSE 100 and 11.3% 
of FTSE 250 (those ranked 101 and 350) boards (as of 4 September).  
Importantly since 1 March 2012 women have accounted for 44% of all newly 
appointed FTSE 100 and 35% of FTSE 250 directorships and the number of 
FTSE 100 all-male boards has fallen to 8, from a starting point of 21.  For the 
first time all male boards are a minority amongst the FTSE 250 with 94 all-
male boards (37.6% down from 52.4%). 
 
As at March 2012, 38 FTSE 100 and 34 FTSE 250 companies had set targets 
for the number of women they aimed to have on their boards in 2013 and 
2015.  In the interim period one other FTSE 250 company, Stobart Group, has 
written to the Department for Business stating that they have also set targets.   
All 38 FTSE 100 companies aim to achieve the 25% as a minimum bar one, 
which is an international mining company with the bulk of its operations 
overseas.  This company has set a target of 20% female board membership 
by 2015. 
 
The 35 FTSE 250 companies have set targets ranging from 10-33%.  Lord 
Davies recognised that most FTSE 250 companies were starting from a lower 
position and tended to have smaller boards which would inevitably mean that 
the targets they set for themselves would in many cases be less than the 25% 
recommended as a minimum for FTSE 100 companies.  The important thing 
was that these companies recognised the business case for women on their 
boards and that they took steps to rectify this, the targets that they set for 
themselves must be challenging, but realistic and achievable. 
 
Underpinning this, the Financial Reporting Council has amended the UK 
Corporate Governance Code which, from 1 October 2012, requires all 
companies to explain their policy on boardroom diversity, including any targets 

  



they have set, and to report on how it is being implemented.   Companies are 
also required to consider diversity as a factor when evaluating the 
effectiveness of the board. 
 
A Voluntary Code of Conduct for Executive Search Firms was launched on 
the 22 July 2011.  Written by the executive search community the code sets 
out the steps for executive search firms to follow throughout the search 
process, from accepting a brief and working with Chairmen to refine the job 
specification through to individual appointment and induction.   
Evidence suggests that investors are paying much closer attention to 
diversity.  In September the Association of British Insurers published new 
guidance on board diversity, board evaluation and proper succession 
planning, setting an effective benchmark for good practice.  In November 
2011 the National Association of Pension Funds updated its Corporate 
Governance Policy, to highlight the importance of gender diversity and 
expectations of investors from boards, to reflect the recommendations of Lord 
Davies’ review and the UK Corporate Governance Code.  At the same time 
the 30% Club launched the 30% Club Investor Group, who are working to 
encourage greater engagement between investors and Chairmen and to 
consider the issue when voting on the appointment and re-election of board 
members.  
 
Media attention has remained high throughout and evidence suggests that 
companies are responding to this increased scrutiny.  We understand that 
companies are paying greater attention to their internal training provisions and 
a number of training initiatives have been rolled out by external training 
providers. 
 
7. To what extent should investors take into account the percentage of 

women on boards, when considering company reporting and 
appointments to the board? 

It is in the best interest of investors to invest in high performing companies 
that deliver strong returns to beneficiaries.   The business case for women on 
boards is well established:  well balanced boards benefit from fresh 
perspectives, talent, new ideas and broader experience which leads to better 
decision making, avoiding group think, and at the same time are better able to 
understand the needs of their customers, investors and staff. 
 
The Financial Reporting Council recognises this and amended the UK 
Corporate Governance Code to require boards to report on their diversity 
policy and take account of diversity when assessing their effectiveness, under 
sections B.2.4 and B.2.6.   
 
Investors hold a substantial stake within organisations and therefore play a 
crucial role in ensuring that the companies in which they invest meet their 

  



obligations under the code and are able to respond to fresh challenges.  
Investors should be fully engaged with company boards, playing a key role in 
the appointment process and ensuring that boards are meritocratic, well-
rounded and meet all of the needs of the company. 
 
Since Lord Davies’ report, the investment community has become much more 
vocal and diversity is becoming a key component of stewardship dialogue 
between investors and companies.  Some of the UK’s largest institutional 
investors have now published their own policies setting out how they intend to 
engage with the companies in which they invest on the issue of diversity.  
 
In February 2011, the Association of British Insurers (ABI) announced  
that it was going to begin reporting on the number of women on FTSE boards 
and would incorporate the figures into its Institutional Voting Information 
Service, placing direct pressure on Chairmen to appoint more women and 
allowing investors a real avenue of challenge.  Representing the most 
significant group of institutional investors in the UK, the group announced that 
it would review what listed companies were already doing in respect of board 
effectiveness and the role diversity plays in this, board evaluation and proper 
succession planning.  
 
In September 2011, the Co-operative Asset Management wrote to the 
Chairmen of Nominations Committees at their top 80 holdings detailing the 
critical importance of diversity in the boardroom, asking them to disclose their 
aspirational targets and informing them of a new voting policy, effective from 
October 2011, that “should an investee company fail to disclose its 
aspirational targets or fail to elect any women to an all-male board, they will in 
the first instance, abstain on the re-election of the Chairman of the 
Nominations Committee”. 
 
During the 2012 voting season, Co-operative Asset management abstained 
on the re-election of the Chair of the Nominations Committee at thirteen 
Annual General Meetings, where the company had failed to disclose an 
aspirational target or to elect any women to an all-male board, and wrote to 
the company in question on each occasion to let them know their concerns. 
In November 2011, the National Association of Pension Funds (NAPF) update 
its Corporate Governance Policy to state: “The importance of gender diversity 
had been emphasised in the past year and investors now expect boards to set 
out an explicit policy for achieving a greater degree of diversity than has been 
the practice in the past. They should also track the implementation of that 
policy. They see this as an integral part of good succession planning, in the 
absence of which shareholders should consider abstaining on or voting 
against the re-election of the Chairman of the Nominations Committee.”  
 
The 30% Investor Group was also launched in November 2011.  The group 
comprises thirteen members managing assets totalling £1.8 trillion.  The 

  



group helps to co-ordinate the investment community’s approach to the issue 
and works to broadcast the investment case for more diverse boards, 
encourages investment firms to engage on the issue of board diversity with 
Chairmen and management teams, urging them to consider the issue when 
voting on the appointment and re-election of board members.  In February 
2012, the group published best practice guidelines, ‘Achieving More Diverse 
Boards: Guidelines for Engagement’, to help investors engage with 
companies on this issue. 
 
8. Why are there still so few women in senior positions on boards, and 

what are the benefits of having a greater number? 

The low number of women on boards is in part a symptom of insufficient 
numbers emerging at the top of the management structure and the under-
representation of women in senior management generally.  
There are many and complex reasons for the under-representation of women 
on corporate boards.  Cranfield School of Management undertook a study on 
behalf of the Government Equalities Office in 2009 (“Increasing diversity on 
public and private sector boards”) which found that the lack of diversity on 
corporate boards in both the private and public sector is a global 
phenomenon. The research examined three broad types of explanations 
generally used to account for the lack of diversity on boards: 
• Firstly, individual characteristics.  A common explanation is that women 

and other under-represented groups do not aspire to board directorships 
or lack the necessary skills to sit on boards.  The study found no robust 
evidence to support these two assumptions, and provided evidence to the 
contrary.  There is a wealth of research in the fields of management and 
psychology suggests that persistent gender (and racial) stereotypes create 
biased judgements about the competence of under-represented groups 
aspiring to get onto boards.  

• Secondly, interpersonal characteristics.  A further explanation is that 
women and other under-represented groups lack the social capital to get 
onto boards or have difficulties integrating due to board cultures unable to 
accommodate diversity. The study found strong evidence that these 
informal, relational factors which are essential in gaining access to boards 
and successfully integrating board dynamics tend to put women and other 
minority groups at a disadvantage.  

• Finally, the appointment process.  The study looked at issues around the 
appointment process and concluded that there were a number of obstacles 
within this process that put women and other under-represented groups at 
a disadvantage.  This included a lack of awareness of available 
directorships, the language and the framing of directorships, weak links 
between search consultants and minorities, a lack of diversity on current 
boards and nomination committees, unclear selection criteria and 
unconscious bias in the selection process. 

  



More recently, Lord Davies launched a call for evidence as part of his review 
into the lack of women on corporate boards.  Respondents reported that 
women with corporate experience were frequently overlooked for 
development opportunities and that there were differences in the way that 
men and women were mentored and sponsored, which gave men the edge 
over their female peers. Others cited gender behavioural traits as a key 
issue, whereby women tend to undervalue their own skills, achievements 
and experiences. Also, the relatively low number of successful female role 
models often compounds stereotypes and reinforces perceived difficulties in 
rising up the corporate ladder. There is a perception that the many women in 
leadership positions outside of the corporate world can be overlooked 
because they do not have specific experience and Chairmen fear that they 
will not understand corporate issues or corporate board governance. Finally, 
consistent with the Cranfield study referred to above, respondents noted that 
the informal networks influential in board appointments, the lack of 
transparency around selection criteria and the way in which executive 
search firms operate, were together considered to make up a significant 
barrier to women reaching boards. 

In his report (“Women on Boards”, February 2011) Lord Davies summarised 
the growing body of evidence on the business benefits of increasing the 
number of women on corporate boards. Research has shown that strong 
stock market growth among European companies is most likely to occur 
where there is a higher proportion of women in senior management teams.

 

Companies with more women on their boards were found to outperform their 
rivals with a 42% higher return in sales, 66% higher return on invested 
capital and 53% higher return on equity. 

9. How successful is the voluntary code of conduct (a recommendation 
of the Davies Report) which addresses gender diversity and best 
practice, covering relevant search criteria and processes relating to 
FTSE board level appointments?  

We believe that The Voluntary Code of Conduct for Executive Search Firms 
has played a key role in the progress that we have seen in the numbers of 
women attaining boardroom positions. 
 
The Code was written by leading executive search firms and launched in July 
2011.  36 companies have signed the code to date; we believe that these 36 
companies are responsible for the recruitment of the majority of FTSE 350 
positions. 
 
The Code is voluntary and sets out seven key principles of best practice to 
follow, ranging from action when accepting a boardroom brief through to 
induction. It also covers succession planning over the medium term, the 
setting of diversity goals, defining the client brief to balance experience with 

  



  

relevant skills, the value of diverse long lists and support during the selection 
process.   
 
The Code reflects the commitment of executive search firms to support 
excellence in board composition and performance and ensures that female 
candidates are treated fairly within the appointments process.  The 
Association of Executive Search Companies and The Association of 
Executive Recruiters fully support the code and are committed to championing 
the code across Europe. 
 
24 October 2012 
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Written evidence submitted by Aberdeen Asset Management PLC 
 
 
 
We are a pure global investment management group, managing funds across equities, fixed income, 
property and alternatives for both retail and institutional clients. Total assets under management were 
£187 billion at the end of September 2012. 
 
We would like to highlight some of the points in our submission as follows: 
 

1. Better disclosure of gender pay differences in annual reports would place more attention on 
the issue; 

 
2. More needs to be done to encourage young women at school and in higher education to 

consider roles outside the normal stereotypes, as well as showings boys and young men that 
women are as effective in these roles as men; 

 
3. We have found that stereotypes are fixed very early on and from what we have seen, we need 

to approach girls at the start of their secondary education; 
 

4. Tax deductibility of the cost of childcare would have a major positive impact for many 
women who wish to return to work but find the economics do not add up; 

 
5. A board which contains a diversity of talent, skills and background will be better placed to 

promote the long term success of a company; 
 

6. Significant workplace diversity is in place in parts of the financial services sector; and 
 

7. Evidence from the US indicates that the proportion of women CEOs with children to those 
without is the same as in the population at large (source: OECD), suggesting other factors are 
preventing women rising to the top. 

 
21 December 2012 
      
Background 
Aberdeen Asset Management plc is an independent global investment management group, managing 
funds across equities, fixed income, property and alternative assets for both institutional and retail 
clients from offices around the world. Total assets under management were £187 billion at the end of 
September 2012.  
 
We invest for our clients’ portfolios in companies around the world and actively target investment in 
those companies with sound corporate governance practices. We are committed to exercising 
responsible ownership with a conviction that companies adopting best practices in corporate 
governance will be more successful in their core activities and deliver enhanced returns to 
shareholders.  
 
We are responding to the issues that we believe are relevant to us both as a FTSE100 company and an 
institutional investor.  



1. Do the Gender Equality Duty and the Equality Act go far enough in tackling inequalities, such as 
gender pay gap and job segregation, between men and women in the workplace?  
 
Possibly not.  Better disclosure of gender pay differences in annual reports would place more 
attention on the issue.  However, in respect of our own business we have the means to identify and 
address any potential inequalities in terms of pay in having a robust Human Resources Information 
system and reporting tools, access to detailed industry benchmarking surveys and a rigorous annual 
remuneration process. We have a team of human resource professionals able to offer employee 
relations advice and guidance to our managers and comprehensive policies and procedures that give 
appropriate frameworks for ensuring equality throughout our business.  
 
 
2. What steps should be taken to provide greater transparency on pay and other issues, such as 
workforce composition?  
 
Businesses need to have information systems and tools to understand and monitor their 
workforce. It is our belief that very few businesses want a pay differential but they may have 
insufficient ability to analyse data appropriately to determine whether or not there is an issue.  
Companies may have different HR systems across different locations rather than one integrated global 
system. Even with comprehensive recording tools companies need to have the resources and statistical 
knowledge to be aware of analytical issues of measuring data and the potential creation of spurious 
results.  
 
 
3. What has been the impact of the current economic crisis on female employment and wage levels?  
 
We have seen more women choosing to return to work after their maternity leave, possibly as a 
result of financial pressures at home. In common with young men, the economic crisis and its effect 
on youth unemployment in general has had a positive impact on the number of applications for our 
intern programme. We have also recently launched an apprenticeship scheme. By way of example, 
four out of the five apprentices on our 2012 scheme are female. One told us that given the economic 
crisis, she felt it was better to accept an offer of an apprenticeship than go to university. 
 
 
4. How should the gender stereotyping prevalent in particular occupations, for example in 
engineering, banking, construction, and the beauty industry, be tackled?  
 
We believe this can be tackled in the longer term by addressing recruitment and selection for entry-
level positions, particularly into our own intern and graduate programmes. More needs to be done to 
encourage young women at school and in higher education to consider roles outside the normal 
stereotypes, as well as showing boys and young men that women are as effective in these roles as 
men.  
 
Significant workplace diversity is in place in parts of the financial services sector.  For example, 
our focus on equality is reflected across the business where women account for 48% of our global 
workforce [http://www.aberdeen-asset.com/doc.nsf/Lit/BrochureGroupAnnualReview20120930]. 
 
We have found that stereotypes are fixed very early on and from what we have seen, we need to 
approach girls at the start of their secondary education. As a company, we try to encourage 
choosing a career in fund management by piloting employability workshops at two state schools in 
Aberdeen whose students come from mixed backgrounds. For these workshops and other events 
where our investment professionals attend, we send female fund managers and other senior females to 
provide role models.  
 



Methods of marketing also need to be kept under review.  We ensure that on our graduate programme 
website, female colleagues are well represented [http://www.aberdeen-
asset.co.uk/aam.nsf/graduates/home].  
 
 
5. What more should be done to promote part-time work at all levels of the workplace and to ensure 
that both women and men have opportunities to gain senior positions within an organisation while 
working part time?  
 
As a company, we have a good proportion of successful applications for flexible working. Factors, 
such as cost of childcare and transport, can prevent employees requesting part-time working; some 
people simply cannot afford to go part-time. With regard to part-time working at senior level, this can 
be challenging in a global business due to the round the clock nature of senior responsibility.  Tax 
deductibility of the cost of childcare would have a major positive impact for many women who 
wish to return to work but find the economics do not add up. 
 
Women should be supported through their child raising or caring responsibilities, with more 
thought given to flexible working as well as part-time working. A flexible approach would be 
more workable for those in senior positions who tend to travel more and modern methods of 
communication should be used to assist them in achieving a balance. Companies also need to move 
away from cultures of presenteeism to be able to establish alternative patterns of working and to give 
appropriate support to those who work flexibly or part-time. 
 
 
6. To what extent have the recommendations in Lord Mervyn Davies' Report "Women on Board" 
(published in February 2011) been acted upon?  
 
We are long-standing supporters of diversity in the boardroom as a PLC and as an investor.  We 
remain of the opinion that appointments to a board should be made relative to a number of different 
criteria, including diversity of gender, background and personal attributes, alongside the appropriate 
skill set, experience and expertise. We continue to insist that long lists and short lists reflect that 
position. 
We are also supportive of Lord Davies’ aim to raise the proportion of women on UK boards and our 
current board is made up of twelve directors of whom three (25%) are women. We are also supportive 
of the Financial Reporting Council’s aims to encourage diversity in the boardroom. 
 
Our Chief Investment Officer and PLC Executive Director, Anne Richards, has championed her own   
‘Backroom to Boardroom’ initiative to support pipeline women as we continue to look at and support 
our female representation from entry level upwards. We have also become a corporate sponsor of the 
organisation Women on Boards [http://www.womenonboards.co.uk], which is directed at women 
from inside and outside the corporate sector. Our Annual Report outlines our approach to diversity 
and summarises our corresponding search and nominations processes [http://www.aberdeen-
asset.com/doc.nsf/Lit/ReportGroupAnnual20120930].  
 
 
7. To what extent should investors take into account the percentage of women on boards, when 
considering company reporting and appointments to the board?  
 
As part of our Equity Engagement and Voting Report for 2012 which is published on our website 
[http://www.aberdeen-
asset.com/doc.nsf/Lit/CorporateGovernanceGroupEquityEngagementReport20120930],  
we consider that “a well-balanced and carefully selected board is the starting point to building an 
effective board and a board which contains a diversity of talent, skills and background will be 
better placed to promote the long term success of the company. Gender is one aspect of a diverse 

http://www.aberdeen-asset.com/doc.nsf/Lit/CorporateGovernanceGroupEquityEngagementReport20120930
http://www.aberdeen-asset.com/doc.nsf/Lit/CorporateGovernanceGroupEquityEngagementReport20120930


board and an important component in creating a corporate culture that will bring benefits to all its 
stakeholders.”  
 
 
8. Why are there still so few women in senior positions on boards, and what are the benefits of having 
a greater number?  
 
As increased female representation on boards has shown, there has been recognition that boards need 
to become more diverse so we expect ratios will continue to improve. There is plenty of empirical 
evidence to show that a greater number of women on a board brings a more diverse outlook, 
rounded debate and challenge and means firms are more closely replicating the diverse 
demographic of  their customers and shareholders.  
 
To date, there are various reasons why there are so few women in senior positions on boards, not least 
due to the lower numbers of pipeline female successors. Whilst this may in part be due to the 
constraints of childcare at a critical point in a career, evidence from the US indicates that the 
proportion of women CEOs with children to those without is the same as in the population at 
large (source: Organisation for Economic Co-operation and Development).  This suggests other 
factors are preventing women rising to the top.   
 
 
9. How successful is the voluntary code of conduct (a recommendation of the Davies Report) which 
addresses gender diversity and best practice, covering relevant search criteria and processes relating 
to FTSE board level appointments?  
 
We support the implementation of the voluntary code of conduct by search firms. Our Chairman 
requested that both long and short lists include an appropriate number of suitable female applicants in 
recent searches that have been conducted for us. 
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Written evidence submitted by Architects for Change 

Executive Summary 
The RIBAs Equality and Diversity Forum, ‘ Architects for Change’ (AfC) was established in 2000 to 
challenge and support the institution in developing policies and action that promote improved equality 
of opportunity and diversity in the architectural profession.  

This consultation response was developed with the assistance of the organising committee, made up 
of representatives of external organisations such as Women in Architecture, the Stephen Lawrence 
Charitable Trust and the Architecture Student’s Network along with senior practitioners and 
academics. The Committee members are also drawn from senior levels from the private, voluntary and 
public sector and have expertise in business, equality and diversity and professional practice.   

Our Aims  

AfC strives to improve equality and diversity in the education and practice of architecture. Particular 
issues and actions the group seeks to address are:  

Education: to encourage a diverse entry into architectural education, based upon ability and potential, 
and reflecting the diversity of the society architects serve; to reduce dropout rates; and improve 
diversity in the curriculum, and studio teaching cultures.  

Profession: to identify inequalities in pay and career progression opportunities that undermine, the 
career development of women, BME and LGBT professionals; to improve working conditions and pay 
for students; to demonstrate that family friendly working and humane working hours make business 
sense. 

AfC will be reviewing research to understand the trends in the workplace and obtain an evidence base 
to inform their future work and strategy. 

Summary Recommendations for Action 

Architects for Change have long been advocates for action to address the inequalities of pay between 
genders and relatively poor career progression experienced by women in architecture, engineering 
and construction. The vital issue in addressing the endemic underpayment of women (the gender pay 
gap is just over 17% for construction professionals1) revolves around how any legislation can be 
administered and enforced to create true and lasting impact for millions of equally qualified and 
experienced women.  

Communication with the private sector who currently, are under no obligation to reveal pay and 
conditions structures, would encourage transparency. In parallel, the strengthening of existing 
structures could go a significant way towards ending the practice of embedding prejudice through 
reduced remuneration. AfC also believe that creating structures to monitor progress of closing the pay 
gap in a national high profile campaign (much like the Women on Boards campaign) could prove 
significant in redressing the balance between the genders on remuneration. 

Key recommendations from this response can be summarised as follows: 

1. Reduce the financial and personal risk for individuals who are able to evidence and 
challenge unequal pay scales within a given organisation.  

   



 
 

2. Increase the levels of monitoring with regard to the performance of companies, 
organisations and institutions. Under the Companies Act, companies should be required 
to state their workforce composition and positions on their annual companies return. 

3. Mount a national campaign to raise awareness amongst employers to ensure that pay 
gaps between genders are removed. 

4. Require increased transparency for privately held companies (this could begin with FTSE 
250 companies) 

5. Develop strategies to reduce gender stereotyping to primary school aged children and 
their influencers such as an ambassador or champion scheme to recruit a diverse range 
of role models from industries or roles which are chronically under-represented. 

6. Development strategies to assist the retention of underrepresented groups such as 
women in architecture, engineering and construction. 

Issues Raised  
 

Do the Gender Equality Duty and the Equality Act go far enough in tackling inequalities, such 
as gender pay gap and job segregation, between men and women in the workplace?  

 
1. The acts, in terms of their intentions, go far enough, however, the following issues need to be 

addressed 

a. Enforcement of the Acts – it is currently responsibility of the individuals affected to 
pursue a claim with regard to inequality; this creates a situation where an individuals 
is put under severe pressure personally and financially. Very little other enforcement 
exists and without independent investigation or enforcement the Acts lack teeth.  

b. Monitoring of the performance of companies, organisations and institutions against 
the duty need to be increased. 

c. Inequality awareness with regard to the responsibilities employers have should be 
increased and a national campaign implemented 

d. The gender pay gap is not sufficiently tackled by the Act as the majority of employers 
are not required to be transparent with regard to pay and conditions. Gender pay gap 
should be more effectively addressed to ensure transparency with regards pay and 
conditions.  

 
What steps should be taken to provide greater transparency on pay and other issues, such 
as workforce composition? 

 
2. When recruiting, private sector should be required, to note the salary range offered 

3. On request, private sector employers should be able to demonstrate the pay difference, if 
any, between genders as a ratio or percentage 

4. Under the Companies Act, companies should be required to state their workforce composition 
and positions on their annual companies return. 

   



 
 

 
What has been the impact of the current economic crisis on female employment and wage 
levels?   

 
5. Evidence suggests that women in architecture have been adversely affected by a greater 

degree than men, with older women (those over 50) being particularly impacted by the 
downturn.  

Since the coalition came to power in May 2010, unemployment among women aged 50-64 has 
seen a huge 31% increase to 142,000, compared with an overall increase in all unemployed 
people over 16 of 4.2% to 2.6m, according to Office for National Statistics figures.  

Women as a whole have lost more jobs than men since 2010 (an estimated 11% increase) but 
women over 50 in particular have been hit hardest by the big cuts in local authority budgets. 2 

 

6. RIBA published figures, released as part of the RIBA Future Trends Survey 3, record a 7 per 
cent drop in numbers of women architects between 2009 and 2011.  In January 2009, 28% of 
architectural staff in practices surveyed were women compared to just 21% in December 
2011. This represents an overall drop of 25% of women architectural staff in practice.4 

7. The Architect’s Journal (the major periodical for the profession in the UK) Survey of Women in 
Architecture 5 (671 respondents) in January 2012 noted: 

• 44% of respondents believe their male colleagues who do the same or similar job 
earn more 

• 35% of respondents thought in the current economic climate pay parity was likely to 
decrease 

• 63% of respondents have suffered from sexual discrimination in architecture 

• 61% of respondents believe that the building industry has not fully accepted the 
authority of female architects   

8. Salary surveys which are currently done by annum do not typically take into account p/t or f/t 
working.  Salary assessments based on hourly rates could provide a much more realistic and 
detailed picture of the relationship between gender and remuneration. 

 
How should the gender stereotyping prevalent in particular occupations, for example in 
engineering, banking, construction, and the beauty industry, be tackled? 

 
9. Early intervention is essential in tackling gender stereotyping. Influences from media and 

education sources establish expected roles and act as a conduit channelling young women to 
typically lower paid roles. 

10. Recruitment of “champions” to promote diversity and underrepresented roles by gender, for 
example male primary school teachers and female engineers. The representative Institutes 

within industry and the professions should recruit “champions” at different stages of their 
career for publication on an annual basis. 

   



 
 

11. Career guidance from primary stage onwards should actively support access to under 
represented professions. This should be linked to a “Champions” programme as noted under 
Item 10 above. 

What more should be done to promote part-time work at all levels of the workplace and to 
ensure that both women and men have opportunities to gain senior positions within an 
organisation while working part time? 

 
12. The engagement of role model and ambassadors who work part-time/ job share or have 

portfolio careers.  

13. The championing of companies who successfully deliver part time working and equality in 
promotions.    

14. Companies and organisations to note on individual profiles of their management teams 
whether they are full or part time 

15. Companies Act to require companies to note on their annual return: 

a. The  workforce composition 

b. The positions held by workforce in terms of composition/gender 

c. The numbers of full and part time staff in their employ and their positions. 

To what extent have the recommendations in Lord Mervyn Davies’ Report “Women on Board” 
(published in February 2011) been acted upon?  

16. Lord Mervyn Davies’ report has proved influential, anecdotal evidence and data gathering  
has shown an improvement, the scope of the challenge issued was very focussed (FTSE 
100/250 companies) a tiny minority of engineering, construction related companies would sit 
within that scope. 

17. A follow up report with case studies should be published to show progress and improvement 

To what extent should investors take into account the percentage of women on boards, when 
considering company reporting and appointments to the board? 

 
18. Investors should note that a company that effectively reflects the society for which it provides 

services and/or products as it is more likely to better understand their market and more 
rapidly respond to it. 

19. Qualitative data should be collected with the aim of continuous improvement for the 
experience of female board members 

Why are there still so few women in senior positions on boards, and what are the benefits of 
having a greater number? 

 
20. Numbers of opportunities available are low in addition negative and stereotypical views of 

women in management still pervade 

   



 
 

   

21. Poor leadership and management create and support systems which work against 
meritocracy. Career development interventions such as mentoring/sponsorship need to be 

implemented at senior levels of business to overcome the barriers to women’s progression  

22. Disillusionment with poor career progression drives women away – more focus is needed on 
the retention of new female recruits to industry.   

23. There is the need for a clearer understanding of the value of having a board which more 
readily represents the society and markets for whom they provide services and/or products. 

24. The Equality and Human Rights, Race into Construction Inquiry6, has highlighted that the 
construction profession, of which architecture is a part, is subject to poor equality practice.  
Over 300,000 SMEs are involved in the supply chain and the Inquiry found evidence of 
persistent discrimination and occupational segregation.  Though this Inquiry was able to 
progress a successful programme of co-regulation to address some of the industry issues, 
more needs to be done to ensure that all Board positions are opened up for diverse 
recruitment. 

25. Women who are from minority ethnic groups face issues of multiple disadvantages and more 
investigation is needed to understand the barriers faced by black and Asian women in the 
workplace. 

How successful is the voluntary code of conduct (a recommendation of the Davies Report) 
which addresses gender diversity and best practice, covering relevant search criteria and 
processes relating to FTSE board level appointments?  

 
26. The voluntary code of conduct appears to be working well given the rise in female directors in 

FTSE 100/250 companies. Though these improvements are to be commended, AfC would 
recommend a widening of the remit from FTSE companies (many of which are not part of the 
industries that have chronic underrepresentation of genders). 

27. Adapting existing legislation such as the Companies Act (or similar) will allow for simple 
standard statistics to be provided and be publicly accessible. 

28. AfC would also recommend that the public sector is bought into the Voluntary Code of 
Conduct as they are responsible for a major part of recruitment and procurement contracts 
(around 40% of sector contracts).   

5 October 2012 
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Supplementary written evidence submitted by Architects for Change 

 

Contextual statistics from Architects for Change 

The headlines 
 
1.0 The industry 

• The construction industry including the supply chain employ 3 million people and contributes 
8% of the UK GDP 

• The professional sector employs about 300,000 individuals who generate a combined output 

of £21bn (33,456 registrants, 29,942 UK based, 3,514 female,20%) 

• 90% of built environment consultancies are classed as SME and would therefore not be 
impacted by campaigns directed at FTSE 250 companies 

• The gender pay gap is just over 17% for construction professionals. A recent article in 
Building Design Magazine (23 November 2012) noted that: 
 

“The average UK architect earnt £42,563 in 2012, a year-on-year increase of 0.8%. Men 

earned on average £43,984 while women earned nearly a quarter less at £35,486.” 7 

 
2.0 Architecture 
 
2.1  Education: Statistics 
 

• Education, women represent 44% of students on validated courses (RIBA 2010/2011) 
 
2.2 Practice: Professional Institutes’ Statistics 
 

• RIBA have 12.6 % female chartered members (part 3 qualification required as a minimum) 
• The ARB note that 21% of registrants are female (but cannot confirm whether they are in 

practice or not) in the year 2000 the figure was circa 12%. 
 

2.3 Practice: Profession Survey Statistics 
 

• Between 2009 and 2011, 7% drop in percentage, representing an overall drop of 25%:   

January 2009  28% of architectural staff in practices surveyed were women 
December 2011 21% An overall drop of 25% of women architectural staff in practice.4 

 



 
 

• The AJ Survey of Women in Architecture 5 (671 respondents) in January 2012 noted: 

 44% of respondents believe their male colleagues who do the same or similar job 
earn more 

 35% of respondents thought in the current economic climate pay parity was likely to 
decrease 

 63% of respondents have suffered from sexual discrimination in architecture 

 61% of respondents believe that the building industry has not fully accepted the 
authority of female architects   

The issues 
 

• Working conditions such as, the long hours culture, poor remuneration, inequality of pay, lack 
of flexibility, lack of career progression opportunities, lack of diverse business models.   

• Workplace agility will encourage a more diverse workforce overall – get the culture right!  

 
Equal pay and transparency  
 

• The architectural profession does not on the whole advertise positions with a salary band, 

“Negotiable” and “Dependent on experience” is more typically used. On today’s RIBA 
appointments there were 59 positions advertised, 7 noted the salary expectation, 1 advert 
noted “Great lifestyle” under salary.  

• 4 student positions featured and only 1 noted the salary expected  
• The lack of transparency and clarity help to create a culture of inequality, whether 

intended or not. 
• Architecture is a small specialist profession around 33,000. Individuals are reticent to 

bring claims against poor employers for fear of future damage to their careers; Retaining 
legal advice to pursue a claim is expensive and stressful 

• Female architects are either leaving the profession entirely or setting up their own 
businesses to create workplace agility.  

 
Gender Stereotyping 
 

• Figures for female participation in architectural education are encouraging however 
experience in the world of work prove challenging and work against the retention of talented 
women 

• Role modelling, sponsorship and mentoring have all been noted as a means of assisting the 
retention of women once in practice  

• The persistent underpayment of women with equal qualification and professional recognition 
promotes a negative stereotype around the contribution that female practitioners make. 
 

 

 



 
 

Creating Change  
 
Summary Recommendations for Action 

Architects for Change have long been advocates for action to address the inequalities of pay between 
genders and relatively poor career progression experienced by women in architecture, engineering 
and construction. The vital issue in addressing the endemic underpayment of women (the gender pay 
gap is just over 17% for construction professionals1) revolves around how any legislation can be 
administered and enforced to create true and lasting impact for millions of equally qualified and 
experienced women.  

Communication with the private sector who currently, are under no obligation to reveal pay and 
conditions structures, would encourage transparency. In parallel, the strengthening of existing 
structures could go a significant way towards ending the practice of embedding prejudice through 
reduced remuneration. AfC also believe that creating structures to monitor progress of closing the pay 
gap in a national high profile campaign (much like the Women on Boards campaign) could prove 
significant in redressing the balance between the genders on remuneration. 

Key recommendations from this response can be summarised as follows: 

• Reduce the financial and personal risk for individuals who are able to evidence and 
challenge unequal pay scales within a given organisation.  

• Increase the levels of monitoring with regard to the performance of companies, 
organisations and institutions. Under the Companies Act, companies should be required 
to state their workforce composition and positions on their annual companies return. 

• Mount a national campaign to raise awareness amongst employers to ensure that pay 
gaps between genders are removed. 

• Require increased transparency for privately held companies (this could begin with 
FTSE 250 companies) 

• Develop strategies to reduce gender stereotyping to primary school aged children and 
their influencers such as an ambassador or champion scheme to recruit a diverse range 
of role models from industries or roles which are chronically under-represented. 

• Development strategies to assist the retention of underrepresented groups such as 
women in architecture, engineering and construction. 

1 December 2012 
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Written evidence submitted by Jeanette Ashton 

 

1. I am a 41 year old mother of two children, age 9 and 13.  I did my first degree in 
English and American Literature at Warwick University, graduating with a 2:1 in 
1992.  I trained to be a TEFL teacher shortly after graduating and worked in the UK 
and in Tokyo for several years – teaching, examining and teacher–training. 
 

2. I returned to work at the language school in Brighton where I had worked for several 
years a year after having my first child.  The school is a private organisation, with 
branches in Brighton and London and a couple of schools overseas.  The Director of 
Studies was very accommodating to my childcare commitments and I worked 
mornings as per my request which enabled me to spend the afternoons with my 
daughter.   
 

3.  About a year later a colleague who also had a young child and who also worked 
mornings approached me with an idea that we did a job share, working 3 or 2 full 
days rather than 5 mornings.   As this had not been done in the school before we put 
together our proposal and arranged a meeting with the Director of Studies and 
Principal of the school.  Both were happy with our proposal and happy to ‘give it a 
go’ even though it meant that our students would not have a ‘standard’ timetable.  
The jobshare worked well and we continued on that basis for a couple of years until 
we both left to have our second child. 
 

4. Whilst on maternity leave with my second child I decided to re‐train in law, which 
was something I’d always wanted to do.  I taught one evening a week and carried on 
examining  when I could and studied for the Common Professional Examination and 
Legal Practice Course part‐time over 4 years, achieving a Distinction in both.  I was 
delighted to secure a Training Contract at a medium‐sized regional law firm in a 
highly competitive market. 
 

5. My experience at this law firm, 2009 to 2011, was very different in terms of 
treatment compared to the language school.  The majority of Trainee Solicitors are 
early – mid‐twenties and without children so at 38 and with 2 children my 
commitments were rather different.   Whilst the junior fee earners were generally 
helpful as well as understanding of my childcare commitments, several of the senior 



partners were not at all.  Core hours were 9.15 to 5.15, however trainees were 
expected to work way beyond this and I regularly did, making extra childcare 
arrangements whenever I knew we had a lot of work on.  However, there were times 
when I did need to leave on time so that I could collect my children from After 
School Club which finished at 6pm.  I also usually arrived at work shortly before 9.15, 
having taken my children to breakfast club and then driven to work, some 20 miles 
away.   This was not the ‘done thing’ for trainees, who were expected to work far 
more than that.  Although I wasn’t officially told that I needed to work more hours, 
there would be comments from partners e.g. on arriving at work one morning 
shortly before 9.15, I remarked to a female Partner in my team that the traffic had 
been particularly bad that morning.  She replied that she wouldn’t know as she came 
into work far earlier than that.   Another male Partner jokingly compared me to 
another trainee who worked 12 hour days and when I pointed out jokingly back that 
that trainee didn’t have children to take to organise and take to breakfast club he 
said that his wife did that for his children.  The general feeling among the senior 
Partners was that a trainee should fit a certain mould and they seemed unable to get 
past that.   
 

6. It had always been my intention and hope that once I’d proved myself in the firm I 
would be able to work part‐time, as working full‐time and being some distance from 
my children, my husband also not working locally, meant that I was reliant on 
grandparents, friends and After School Club, which wasn’t ideal for my family.  Prior 
to the Newly Qualified Solicitor roles being advertised within the firm, I approached 
the HR manager to ask whether there would be any possibility of applying for a role 
on a part‐time basis.  Her initial response was that I should just see if I got the role 
and then ask.  I did not think this was a very satisfactory approach both in terms of 
planning my childcare arrangements and I also felt it was better to be upfront with 
the people I would potentially be working for.  Her response then was evasive, not a 
definite no, but very much along the lines of it would depend on the needs of the 
department.  Once the roles were advertised I arranged a meeting with a Senior 
Partner in the team I wanted to apply for a position in and received the same 
response – on asking whether it might be possible to do the role in 4 days I was told 
that it would depend on the needs of the team at the time but that I should go for 
the interview and then, if successful, they would take it from there.   
 

7. Although my Training Contract had gone very well and I had received very good 
reports from my supervisors, I knew that there was no chance that my request to 
work part‐time would be granted.  The feeling was that it wasn’t the done thing at 
such a junior level, regardless of the fact that having re‐trained and being older I 
perhaps had skills and experience that my younger colleagues had not yet so fully 
developed.  There are many fee earners who work part‐time in the firm, though the 



attitude to part‐time working varies considerably depending on the department, but 
these tend to be women who have worked at the firm for several years, often from 
trainee level, and then had children.  3 trainees applied for the role which I didn’t 
get.  Of course I cannot say whether or not my request to work part‐time had any 
impact on the decision and I am aware that the successful candidate was excellent.  
However, I feel from the response I received when discussing my wish to work part‐
time, the odds were already stacked against me.  What is particularly grating in a law 
firm is that there were many training sessions on e.g. Equal Opportunities as well as 
countless policies but I feel these were very much tick‐box exercises and had not 
made any impact on the firm’s culture. 
 

8. Given my teaching background and the fact that I’d qualified as a solicitor, I was able 
to find a role as a Lecturer in Law at a local university, a role which I find very 
rewarding and am able to fit around childcare commitments, working at home in the 
evenings when necessary.  I am delighted to have found this role as this is something 
which I had hoped I would be able to do at some point in the future but also 
disappointed that I was unable to work in practice on a part‐time basis at the firm 
where I’d trained. 
 

14 November 2012 
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Written evidence submitted by the Association of Revenue and 
Customs 

 

The Association of Revenue and Customs (ARC) is both an independent trade union and the HMRC 
section of the FDA, the trade union for senior managers and professionals in public service. HMRC 
represents around 3000 tax inspectors, managers, lawyers, accountants, statisticians and policy 
advisors in HMRC, which is one of the largest central Government departments, and employs more 
than 60,000 people throughout the UK. 

ARC’s view in summary 

As part of the FDA, ARC echoes the view set out in the FDA’s response that more needs to be done 
to address workplace gender inequality, particularly with regard to pay, flexible opportunities, and 
better assistance for families in managing their caring responsibilities. 

Response to the questions posed: 

Do the Gender Equality Duty and the Equality Act go far enough in tackling inequalities, such as 
gender pay gap and job segregation, between men and women in the workplace? 

In short – no they do not. Complete pay transparency is the only way to achieve parity. Current 
systems are not only opaque, but set to become more so if the Government removes the means by 
which people can legitimately access this information by removing the statutory equal pay 
questionnaire process in the name of “red tape”. This valuable tool is simply not bureaucracy, but one 
of the only means by which individuals currently can gain access to relevant information about the 
comparative position of their own pay. ARC has recently utilised the questionnaire process to access 
information in relation to Grade 7 women Civil Servants whose pay appears to be unjustifiably far 
less than men undertaking equal work. Since length of service remains a key justification for levels of 
pay, and since pay is currently frozen, there is no way of women catching up with men, regardless of 
the fact that their length of service deems them to be fully competent in their job. 

Government Departments should be doing more to make levels of pay public, to equalise them, and 
should be willing to redress inequality by recognising realistic timeframes for progression through pay 
scales. Given that it is not controversial that very long pay scales have an adverse effect on women in 
particular, it is no longer acceptable to have lengthy open ended pay scales with no means of 
progression. 

What steps should be taken to provide greater transparency on pay and other issues, such as 
workforce composition? 

Requirements to maintain and publish complete accounts of data around length of service, time in 
post and grade, levels of pay, hours of work and patterns of work would be a good place to start. Lack 



of proper records and data mean that many of this issue remain hidden and not susceptible to 
challenge. 

What has been the impact of the current economic crisis on female employment and wage levels? 

Like many Government departments, HMRC is one which until fairly recently was male dominated, 
its core work and professions having historically been predominantly the preserve of men. Whilst this 
has changed, and the balance of numbers has been redressed to a great extent in many areas over the 
last twenty or so years, pay and opportunities are still far from equal. Women’s progress in the 
workplace has coincided with whole sale restructuring of the Civil Service which has impeded 
women’s attainment of parity with men in terms of pay and seniority. This has become starker as the 
economic crisis begins to bite, and Civil Servants’ pay and conditions (together with access to other 
benefits such as Child Benefit) are eroded. For example, where once employees could expect regular 
annual incremental progression through a pay scale, this is no longer the case. This means that senior 
men, having had the benefit of the old system, reached the top of their pay scale reasonably quickly, 
which is where they remain, whereas the women who came after still languish at the bottom, with no 
means of ascension since the means no longer exist. The pay freeze has entrenched what was already 
a feature, and now, the prospect of pay parity has almost certainly been eliminated rather than 
deferred. 

Women have borne a disproportionate impact of other changes, for example the tiered contributions 
under the pensions levy. Part time workers (mainly women) will fall into the tier associated with their 
full time, rather than their actual salary. The Equality Impact Assessment has concluded that in law 
the tiering system is fair and appropriate; but the part time worker will still lose a higher proportion of 
pay under the pensions levy. 

How should the gender stereotyping prevalent in particular occupations, for example in engineering, 
banking, construction, and the beauty industry, be tackled? 

It is imperative that employers consider, in their recruitment strategies and elsewhere, what they are 
really looking for in terms of who is capable of doing a particular job. For example, an over-emphasis 
on numeracy in new Civil Service tests, which is not necessary or applicable for all roles, may skew 
the selection of candidates to particular groups, and indirectly discriminate against women and others. 
Views as to what is required to be successful in a particular profession, such as lawyer, accountant, or 
economist, manager, may be unconsciously (or consciously) biased towards historic stereotypes, 
which may really just be another way of saying that the people who traditionally performed these 
roles (men), behaved in a certain way. One does not necessarily need to be domineering in the board 
room and aggressive in negotiation to be successful and we need to be better at nurturing talent and 
skills of all sorts. Since collectively, employers seem to be so bad at recognising fresh approaches, 
until we have enough women through to various professions and senior levels, positive action must be 
seriously considered, which means that we may need to consider e.g. subsidising engineering degrees 
for female students, providing minimum requirements for the gender balance of boards of publicly 
listed companies etc. The situation requires imaginative thinking, and bold thinking, particularly in 
the face of undoubted resistance from those who have benefited and are benefiting from the status 
quo. 

What more should be done to promote part-time work at all levels of the workplace and to ensure that 
both women and men have opportunities to gain senior positions within an organisation while 
working part time? 



It should be a legal requirement that the presumption is that all jobs can be offered on a part time 
basis. It is too easy currently for employers to assert that the job requires to be done full time, when 
all they really mean is that it would be more convenient for the employer not to have to e.g. employ 
two part time people instead of one full time person. In the same way as employers are now required 
to make reasonable adjustments to enable people with disabilities to carry out roles where previously 
employers would have said that this was just not possible, it now needs to be made much more 
difficult for an employer to assert that part time or flexible working is not possible in a particular role. 

It may well be inconvenient for employers at first, but as with disability, gender equality is something 
which cannot be avoided and must be made to be taken more seriously. Gender is universal, and much 
more needs to be done to ensure that one half of the population is able to participate in the workplace 
as effectively as the other half – and that means changing the rules of employment so as to 
accommodate the particular needs of that half. If it is important to do it for people with disabilities, it 
is surely important to do it for women. 

Women still struggle to achieve promotion during their child caring years. The care of children is a 
practically universal phenomenon and so, until this is acknowledged, and more is done at a societal 
level (and the workplace appears to be a realistic place to start) to provide cheap, good quality, 
accessible childcare, women will struggle to progress without huge personal sacrifice. It is not 
uncommon for a woman’s entire earnings to be applied to childcare whilst she works part time to keep 
a hand in the work place and in her career. This is unacceptable. It is further unacceptable that many 
senior positions continue to be viewed as only possible to undertake on a full time basis. We have to 
change our outlook and way of working to facilitate women’s inclusion. Since part time and flexible 
working are still viewed as incompatible with high office in many instances, and since the care of 
children is viewed as purely a private matter not relevant to the workplace, women still struggle to 
progress their careers early on at the time when their male counterparts are laying the foundations for 
theirs. 

5 October 2012 
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Written evidence submitted by the British Bankers’ Association 
 
 

 
1. The British Bankers’ Association welcomes the opportunity to provide written 

evidence to the Business, Innovation and Skills Committee in respect of its 
inquiry into women in the workplace. We represent 220 banks from 50 countries 
on UK and international banking issues. 

 
Questions 
 
Do the Gender Equality Duty and the Equality Act go far enough in tackling 
inequalities, such as gender pay gap and job segregation, between men and women 
in the workplace?   
 
2. Banks currently operate in accordance with the Gender Equality Duty1 and 

believe that this provides an adequate framework for companies to tackle 
inequality. On a voluntary basis banks have also established multiple initiatives to 
tackle inequalities including but not limited to the following: 

 
• The requirement for at least one woman and one man on short lists presented 

by recruitment firms; 
• Regular monitoring and review of female representation at all levels carried 

out across various functions and roles, as well as both internal and external 
appointment; 

• Initiatives to support and develop a pipeline of female talent. 
 
3. Whilst we appreciate the difficulties of comparing differing roles within 

organisations, we would suggest that companies could benefit from greater 
guidance on how to implement these types of measures. Although we do not 
believe this should be prescribed in legislation, there may also be a role for banks 
and other companies to look voluntarily at appropriate ways to report on these 
measures. 

 
What steps should be taken to provide greater transparency on pay and other issues, 
such as workforce composition? 
 
4. We believe that greater transparency with regard to female representation is a 

positive step and will help drive change. As an aspiration, organisations should 
be encouraged to self-regulate in the area of pay as in the area of gender 
representation. In this area there could be a role for greater guidance to be 
provided on how to apply recognised benchmarking standards on a voluntary 
basis. 
 

 

                                                 
1 http://wnc.equalities.gov.uk/work-of-the-wnc/wnc-work-gender-equality/about-the-gender-equality-
duty.html  

http://wnc.equalities.gov.uk/work-of-the-wnc/wnc-work-gender-equality/about-the-gender-equality-duty.html
http://wnc.equalities.gov.uk/work-of-the-wnc/wnc-work-gender-equality/about-the-gender-equality-duty.html
http://wnc.equalities.gov.uk/work-of-the-wnc/wnc-work-gender-equality/about-the-gender-equality-duty.html


What has been the impact of the current economic crisis on female employment and 
wage levels?   
 
5. Banks remain committed to providing employment opportunities for female 

employees at all levels of their business. The current economic climate has not 
affected this commitment. 

 
How should the gender stereotyping prevalent in particular occupations, for example 
in engineering, banking, construction, and the beauty industry, be tackled? 
 
6. Gender is one facet of diversity that organisations should aim to focus on, but we 

believe this should be part of an overall strategy to increase the inclusion of a 
range of strands of diversity (i.e. experience, background, nationality/culture, etc.) 
all as part of a meritocratic approach. 

 
7. As the financial sector has traditionally had fewer women at senior positions, 

organisations are currently looking to broaden their talent by developing diverse 
and inclusive pipelines through leadership and development programmes, 
mentoring and sponsorship, flexible working, employee networks and other ways 
to support working parents, and mothers in particular. 

 
8. Organisations can also look at other sectors which may have more female talent 

to find new employees and understand how these sectors ensure that they 
attract, develop and retain female employees. As stated above, banks are 
currently involved in several initiatives to tackle inequality which we believe may 
be applicable to other sectors. 

 
9. We believe that communications and awareness raising around inclusion in the 

workplace including tackling unconscious bias, role modelling, and profiling of 
senior leaders, also has a role to play in tackling gender stereotyping. 

 
What more should be done to promote part-time work at all levels of the workplace 
and to ensure that both women and men have opportunities to gain senior positions 
within an organisation while working part time? 
 
10. This is a multi-dimensional issue that goes beyond the question of increased 

female representation at senior positions. Responsibilities and commitments 
outside of the workplace can contribute to the under representation of women in 
senior positions. In order to address this, and retain talented employees, 
companies should be encouraged to voluntarily develop a supporting 
infrastructure and culture within the organisation to support flexible working 
patterns where appropriate. This will ensure that family commitments do not deter 
strong candidates from being given opportunities to progress their careers. 

 
11. The BBA believes that the facilitation of flexible working, a policy championed by 

several BBA members, can provide employees with the opportunity to develop 
their skills and experience and further their careers. This could include: 

 
• Part-time working; 
• The opportunity to work from home; 
• Flexi-hours; 
• Job-sharing; 
• Workplace environments to support working parents such as mothers’ rooms 

and crèches; 



• Increased use of technology to allow employees, not just women to work in 
environments that are more “family friendly”. 

 
12. Whilst there are challenges involved in developing and establishing new working 

patterns the BBA believes that these can be overcome. If flexible working options 
are communicated widely and utilised overtly by organisational role models, this 
will help to ensure there are no direct/indirect stigmas or negative consequences 
associated with these working options. For example, job-sharing is one option 
which has not yet gained great acceptance, mainly due to logistical challenges, 
however could assist in ensuring that senior roles are not diluted, but rather 
companies gain from a dual perspective.    

 
13. It is uncertain whether imposing these by regulation would result in flexible 

working practices being accepted and fully embraced and we would advocate 
flexible working practices being implemented on a voluntary basis. Companies 
should be encouraged to develop voluntarily a robust infrastructure and culture 
within the organisation to support flexible working practices – ensuring that 
employees with family commitments are not deterred from having the opportunity 
to progress their careers. 

 
To what extent have the recommendations in Lord Mervyn Davies’ Report “Women 
on Board” (published in February 2011) been acted upon?  
 
14. We believe that the current voluntary business-led approach, currently being 

driven via the Lord Davies Review, is appropriate and is delivering substantial 
results. It is evident that companies have responded to the findings and 
recommendations of the Davies Review, with the increased focus on gender 
diversity resulting in a significant shift in female representation on boards in 
addition to elevating the gender diversity debate more broadly. 

 
15. The recent “Women on Boards” update report issued in March 2012 by the 

Department for Business Innovation and Skills (“BIS”) confirmed that the UK 
experienced the largest ever annual increase in the number of women on boards. 
More recent figures provided by the Professional Boards Forum2 show that at the 
end of June 2012, within FTSE 100 companies, women accounted for 16.7 per 
cent of all directorships (an increase from 12.5 per cent in 2011); 47 female 
appointments have been made since February 2011; 44% of board appointments 
since 1 March 2012 have been women and there are now only 8 all-male boards 
(a reduction from 21). 

 
16. The progress made since Lord Davies’ original recommendations were published 

is evidence that self-regulation can and does work. The BBA continues to believe 
that this remains the correct and appropriate approach.  

 
To what extent should investors take into account the percentage of women on 
boards, when considering company reporting and appointments to the board? 
 
17. The BBA considers that in line with the recommendations of the Davies report 

and the current UK Corporate Governance Code, a system of 'comply or explain' 
should be employed whereby it is for shareholders to decide whether the 
explanation provided on a company’s diversity policy/progress is adequate. This 
approach ensures overall transparency in respect of a company’s diversity policy, 

                                                 
2 http://www.boardsforum.co.uk/boardwatch.html  
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whilst providing scope for each company's individual circumstances to be taken 
into account. 

 
18. There are many factors to consider when seeking to maximise a board’s 

effectiveness through its composition. These include skills, expertise and 
knowledge that need to be matched to the company’s current and future business 
activities; individuals with sufficient time commitment to devote to the board (both 
in stable and stressful times); and individuals who are able to offer a broad range 
of diverse perspectives to the board, including both geographic representation 
and gender diversity. Balancing all of these factors to maintain an effective board 
is a delicate matter. It is also important to take a holistic approach towards 
increasing diversity on boards, including but not limited to, gender diversity. 

 
19. We believe that investors will be keen to see that the board is well balanced with 

the right culture, behaviours and chemistry.  There is no “one size fits all” formula 
for an effective board composition and when any aspect of a board’s composition 
is prescribed, this just makes it more difficult to achieve an effectively operating 
board overall.  A well balanced board that encourages diverse perspectives will 
deter the potential for “groupthink”.  As well as having confidence in boards, 
investors should be able to satisfy themselves that boards have a robust and 
transparent appointment process in place. 

 
Why are there still so few women in senior positions on boards, and what are the 
benefits of having a greater number? 
 
20. The BBA agrees with the conclusions of the Davies report3 on why women are 

under represented in senior positions and at board level. 
 
21. The contention that the increased presence of women on company boards would 

by its very nature bring economic benefits is difficult to evidence with absolute 
certainty. However a realistic expectation would be that drawing on a broader 
pool of talent and experience would bring alternative perspectives to board 
decisions and help ensure the overall composition of the board is balanced. This 
may help prevent boards from adopting a "group think" mentality which has been 
a criticism in the past of a number of organisations. 

 
22. Furthermore, women now represent a growing proportion of the consumer base, 

even in industries where buyers are traditionally male and women control the 
majority of consumer spending. An increased female presence on the board 
could therefore help ensure that it accurately reflects the customers and markets 
that the company serves. 

 
23. We would continue to advocate that board diversity should be considered more 

broadly than just gender.  An increasing body of research demonstrates that 
board diversity, including different strands such as gender, nationality, skills and 
experience as well as board tenure, leads to better business results.  Diverse 
perspectives help bring more clarity to board discussions and decisions and help 
ensure that the status quo is challenged.  It is important to consider how a one-
dimensional focus on gender may be to the detriment of other strands of diversity 
and the value these also offer.   

 

                                                 
3 http://www.bis.gov.uk/assets/biscore/business-law/docs/w/11-745-women-on-boards.pdf  
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How successful is the voluntary code of conduct (a recommendation of the Davies 
Report) which addresses gender diversity and best practice, covering relevant search 
criteria and processes relating to FTSE board level appointments?  
 
24. The progress made in the year since Lord Davies’ original recommendations 

were published is evidence that self-regulation can and does work.  
 
25. Whilst more can be done to encourage self-regulation, we continue to believe 

that this remains the correct and appropriate approach. The voluntary approach 
has also been supported by the latest changes to the UK Corporate Governance 
Code. Section B.2.4 has been amended to read: "A separate section of the 
annual report should describe the work of the nomination committee, including 
the process it has used in relation to board appointments. This section should 
include a description of the board's policy on diversity, including gender, any 
measurable objectives that it has set for implementing the policy, and progress 
on achieving the objectives". 

 
26. The BBA would also draw attention to the 30% Club4 and the FTSE 100 Cross 

Company Mentoring Programme, which are voluntary, market-led initiatives 
committed to bringing more women onto company boards. In the UK, the first 
Lord Davies Annual Progress Report5 published in March 2012 noted that the 
voluntary approaches adopted by listed companies were already having the 
effect of increasing female representation at board level. 

 
 
October 2012 
 

                                                 
4 http://www.30percentclub.org.uk/  
5 http://www.bis.gov.uk/assets/biscore/business-law/docs/w/12-p135-women-on-boards-2012.pdf  
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Written evidence submitted by Campaign for Merit in Business 

 
The Campaign for Merit in Business is attracting more attention with every passing month. I was 
recently interviewed by Martha Kearney for her BBC Radio 4 programme The World at One, by 
Nick Ferrari for his LBC show, and shortly I shall be interviewed for the BBC1 programme 
Sunday Morning Live.    
 
In April my article ‘The gender diversity delusion’ (attached) was published on the website of the 
Institute of Economic Affairs. I also attach an article titled ‘Socialism’s Trojan Horse: 
“improved” gender balance in the boardroom’, published recently by The Commentator. 
 
Mike Buchanan 
Chief Executive 
Campaign for Merit in Business 

12 October 2012  

 
EXECUTIVE SUMMARY 
 

1. The government is committed to ‘improving’ gender diversity in the boardrooms of 
publicly-listed companies (henceforth ‘GDITB’). Its continuing threats of legislated 
minimum quotas for women on FTSE100 boards has caused a fourfold increase in the 
proportion of new FTSE100 directors who are women, in the space of just two years (up 
from 13% in 2010, to 55% over March – August 2012). 
 

2. It’s confidently and regularly claimed by politicians and other advocates of GDITB that 
corporate performance will be improved by GDITB. We show that there’s no evidence 
to support this position. Four robust studies which investigated the link between GDITB 
and corporate performance showed clearly that corporate performance declined. We cite 
the studies and provide their Abstracts. 

 
3. One of the four studies relates to the damaging impact on Norwegian publicly-listed 

companies of introducing legislated quotas for women on boards. The UK government’s 
continuing threats of quotas is driving poorly-qualified women onto FTSE100 boards. 
This can only damage British companies, in turn leading to reduced corporation tax 
receipts, reduced private sector employment, reduced income tax receipts… 

 
4. Government policies (and legislation) with regard to ‘women in the workplace’ assume 

(or imply) that men and women have the same attitudes to work/life balance, and when 



presented with the same choices, will typically make similar decisions. This assumption is 
deeply flawed. We present a short synopsis of Preference Theory, a theory first published 
in 2000 by a renowned sociologist at the London School of Economics, Dr Catherine 
Hakim. It shows women are far less likely than men to be ‘work-centred’ (by a factor of 
four). This theory alone accounts for most of the gender ‘imbalances’ we observe in 
senior executive positions in general, and in major corporate boardrooms in particular.  

 
5. It’s assumed in the framing of government policies (and legislation) that senior-level men 

discriminate against women in recruitment and promotion terms. In common parlance, 
the ‘old boy’s network’ creates a ‘glass ceiling’. This is a baseless conspiracy theory, and 
the truth is quite the opposite. By way of illustration, many FTSE100 chairmen are 
members of the 30% club, a highly effective organisation campaigning for GDITB. 
They’re committed to increasing the proportion of women on their boards, oblivious to 
the evidence that in doing so they will damage their companies’ performance. 

 
6. The CBI, as the leading representative body for major employers, should be critically 

examining the business cases for and against ‘improving’ GDITB, and advising 
government accordingly. We show that the CBI isn’t performing this vital role. It has for 
some time (since 2010, at least) been a strong promoter of GDITB, and remains 
unwilling to review the evidence showing that GDITB will damage UK plc.    

 
7. The sources upon which the government draws for advice on gender issues in the 

workplace are of similar ideological outlooks. We believe that a more reasoned, 
scientifically sound, informed and balanced debate on GDITB is long overdue, drawing 
upon a wider range of perspectives and research evidence. We should like the 
opportunity to actively participate in that debate. 
 

8. We make a number of recommendations including: 
 

8.1 The government should immediately and publicly announce the suspension of its 
threats of quotas for women on boards if FTSE100 companies haven’t achieved 25% 
female representation on their boards by 2015. 
 

8.2 The government should suspend its support for all GDITB initiatives until and 
unless it has a solid evidence base to support its claim that GDITB can reasonably be 
expected to result in improved corporate performance – in plain English, that a 
positive link has been shown to exist. We show in this memorandum that no such 
evidence currently exists. The only causal links reported in academic studies clearly 
show that corporate performance declines following GDITB. 

 
8.3 Government departments and commissions – including the Department of Business, 

Innovation and Skills, the Equality and Human Rights Commission, and the 
Equalities Office – should engage with a broader range of advisors and researchers, 
as should all publicly-funded organisations working to promote or enable GDITB. 
We recommend a number of suitable organisations and individuals. 

 
 



 
8.4 An independent body should assess whether publicly-funded bodies have consulted 

sufficiently widely and taken reasonable account of those consultations in their 
reports and proposed policies and legislation. In the event of a failure in this regard, 
public funding should be withdrawn from the bodies. 

 
A BRIEF INTRODUCTION TO THE SUBMITTER 

 
1. Mike Buchanan, Chief Executive of Campaign for Merit in Business, was a business 

executive and consultant for 30 years until 2010, working in senior executive roles (or 
management consulting roles) at numerous blue chip organisations including: 

 
Conservative party  Gillette 
SmithKline Beecham  Exel Logistics 
Rank Hovis McDougall Revlon 

 
2. Mike retired from business in 2010 (at the age of 52) to pursue his ambition of writing 

and publishing books. His first book Profitable Buying Strategies (2008) has been a strong 
seller internationally for its publisher, Kogan Page. He’s since written eight books, one of 
which is highly relevant to the areas of interest to this inquiry, The Glass Ceiling Delusion: 
the real reasons more women don’t reach senior positions (2011). A small sample of the 
testimonials the book has received is provided after this section.  

 
3. Drawing on his 30 years’ experience in major organisations, Mike realised the commonly-

held belief that men discriminated against women in the workplace, especially when 
appointing board directors – the ‘glass ceiling’ – wasn’t rooted in reality. It would 
therefore be expected that the ‘solution’ to the ‘problem’ of women’s low representation 
on corporate boards would be highly flawed, and possibly counter-productive and risky. 
This has turned out to be the case. 

 
4. In April 2012 Mike launched Campaign for Merit in Business. It campaigns for merit to 

be the sole basis for appointing board directors, and for the government to withdraw its 
threats of legislated quotas for women on boards. He works full-time for the campaign 
and invests his own money in it. He authors the associated blog http://c4mb.wordpress.com. 
He’s supported in numerous ways by people who share his strong belief in meritocracy 
and his aversion to ideologically-inspired social engineering initiatives including GDITB. 
One of these individuals, Michael Klein, the noted scientific consultant and adviser, was 
recently appointed the Research Director of the campaign. Michael is recognised as 
having considerable expertise with respect to reviewing scientific papers, and he’s applied 
this expertise to critique numerous studies, reports, and other publications concerning 
the impact of gender diversity on corporate performance. He has contributed strongly to 
the preparation of this memorandum.     

 
5. Mike Buchanan and Michael Klein attended a number of the recent House of Lords 

Select Committee meetings reviewing the cases for and against EU-imposed quotas for 

 
 



women on boards, and their written submissions were published in due course by the 
committee: 

 
http://c4mb.files.wordpress.com/2012/07/120726-house-of-lords-sub-committee-written-evidence-
submitted.pdf 
 

The Glass Ceiling Delusion: the real reasons more women don’t reach senior positions 
 

Equality of opportunity is a fine thing but equality of outcome is another matter entirely. There is little 
doubt that men and women have, on average, different talents and interests that make gender quotas in 
the workplace unfair and impractical. The Glass Ceiling Delusion is a welcome, well-argued addition to the 
debate about whether women should be pushed up the social ladder just because they are women, and 
thus at a presumed disadvantage. This is rather an insult to women and Margaret Thatcher, for one, 
would not have agreed. Individuals should be treated as individuals, not as members of a particular race, 
class or gender. Whatever the historic injustices, this is the only way that social structures can evolve 
naturally. 
Glenn Wilson Visiting Professor of Psychology, Gresham College, London 
 
The Glass Ceiling Delusion attacks head-on the militant feminist myth that men and women have the same 
interests and capabilities. Reviewing a wide range of evidence, Mike Buchanan shows that the under-
representation of women in senior positions in business has nothing to do with discrimination and ‘glass 
ceilings’, and that attempts to impose quotas are therefore fundamentally flawed. A polemical book with 
an important message. 
Peter Saunders Emeritus Professor of Sociology, Sussex University 
 
The Glass Ceiling Delusion makes a significant counter-argument to the debate about women in 
boardrooms, and for this reason alone it deserves to be read. Whilst I’m personally too old to enter the 
fray, I’d nonetheless like to add that every scholarly study I’ve read about women in management during 
the past fifteen years indicates that successful women have exactly the same characteristics as successful 
men. All my life I’ve admired successful women as much as successful men and have had the privilege of 
working for and with many of them. A typical example is the brilliant Diane Thompson of the Camelot 
Group. Another is Professor Lynette Ryals, Pro-Vice-Chancellor of my own University. Women like this 
get to the top on sheer talent; they have no need of a ‘gender agenda’. 

In this debate, however, we also need to be aware that we need pressure groups to ameliorate deep-
seated prejudices in society, but a point is inevitably reached beyond which we must let meritocracy in a 
free society take over, otherwise we enter the dangerous domain of social engineering. The irony is that 
Mike Buchanan’s own movement, Campaign for Merit in Business, is also a pressure group. So, whilst I 
don’t agree with everything he says and does, I believe his book at least deserves to be read and seriously 
considered, preferably dispassionately. 
Malcolm McDonald Emeritus Professor, Cranfield School of Management 
 
At long last, someone has taken on the myth of discrimination against women who aspire to senior 
positions in business, including the boardrooms of major corporations. The Glass Ceiling Delusion 
demythologizes each of thirty elements the author has identified of the now generally accepted claim that 
women are discriminated against in the world of white-collar work. Much has been accomplished recently 
in disclosing the half-truths about women and domestic violence, for example, but Buchanan illuminates 
an area that other critics of ideological feminism have not considered. Buchanan’s analysis is based partly 
on his experience of working as an executive for major British and American multinational corporations 
for over 30 years until 2010. His book should inspire research on settings of corporate power everywhere. 
Always witty and sometimes even biting in style, Buchanan’s text is grounded in important texts in 
psychobiology, sociology, history and politics. It is an impassioned yet not angry argument that deserves 
the careful attention of  policy-makers and a general readership. 
Professor Miles Groth PhD Editor, New Male Studies: An International Journal  
 

 
 



The Glass Ceiling Delusion is an important and brave book, the best book on social economics and society 
in general published for decades. It’s irresistibly compelling, cogently argued and superbly put together. It 
should be in all school and college libraries. It should be compulsory reading for social science, 
economics and politics students. It should be force-fed to male and female politicians. This is definitely a 
five-star book. Brilliant. Brilliant. Brilliant. Brilliant. Brilliant. 
Dr Vernon Coleman bestselling English author   
 
COMMENTS ON TOPICS THE COMMITTEE WILL CONSIDER 
 
Our comments on the topics we’re informed the Committee will consider: 
 

1. Do the Gender Equality Duty and the Equality Act go far enough in tackling inequalities, such as the 
gender pay gap and job segregation, between men and women in the workplace? 

 
1.1 ‘Inequalities’ result from the well-documented differences between men’s and 

women’s freely made choices with regard to paid employment. Most men and 
women make gender-typical choices reflecting their gender-typical natures. These 
explain ‘gender pay gaps’ and ‘job segregation’, which have nothing to do with women 
being disadvantaged relative to men. To take an obvious example, men are more 
likely than women to wish to become engineers, women are more likely than men to 
wish to become nurses, and because of the laws of supply and demand engineers are 
paid more highly than nurses. Far from not going far ‘enough’, The Gender Equality 
Duty and the Equality Act go too far in tackling ‘inequalities’. 
 

1.2 As is generally the case with most ‘inequalities’ discovered by feminists, it’s 
methodologically unsound to take a single observation at the macro level and claim – 
if it shows unequal distribution – that it shows inequality. Most differences found on 
a macro level can most easily be explained by looking at just one or two other 
variables. Consider, for example, the macro distribution which shows Members of 
Parliament travel more than average citizens. Would anyone seriously call this an 
inequality which needed to be ‘tackled’ either by means of travel restrictions for MPs, 
or more travel for other citizens? 

 
1.3 The German Statistical Office looked into the ‘gender pay gap’ and controlled for 

differences between men and women with regard to education, choice of profession, 
seniority, and some other variables which influenced earnings (Statistisches 
Bundesamt, 2010). Simply by explaining earnings as a result of qualifications, 
education, and time spent at work, the gender pay gap narrowed from 23% to 8%. 
This was the first time that an official agency had admitted that the gender pay gap 
was what is termed a ‘statistical artefact’ by scientists. The artefact can be arbitrarily 
produced, as demonstrated by Michael Klein, who has carried out work for the 
European Union on the Eurobarometer project. He showed conclusively that by 
using the well-documented fact that men work longer hours than women, and by 
assuming (in concordance with reality, as shown, e.g. in the ‘Gender Equality Strategy 
Statistics: 2011 Update of OFMDFM’, p.65) that people working overtime will get 
higher wages per hour, and by using the same formula the European Commission 

 
 



suggests for calculating the gender pay gap, the gap could be opened and narrowed at 
will. Hence, evidence suggests that the gender pay gap is a statistical artefact. 
 
Material sources: 
Michael Klein (2011). Nachtrag zum Gender Pay Gap. 
http://sciencefiles.org/2011/04/22/nachtrag-zum-gender-pay-gap/ 
Office of the First Minister and Deputy Minister (OFMDFM) (2011). Gender 
Equality Strategy Statistics: 2011 Update. Belfast: OFMDFM Research Branch. 
Statistisches Bundesamt (2010). Verdienstunterschiede zwischen Männern und 
Frauen, 2006. Wiesbaden: Statistisches Bundesamt. [Differences in Pay between Men 
and Women]. Available at:  
https://www.destatis.de/DE/Publikationen/Thematisch/VerdiensteArbeitskosten/Verdienstuntersc
hiede/VerdienstunterschiedeMannFrau5621001069004.pdf?__blob=publicationFile 
 

1.4 Current legislation on equality of opportunity is more than adequate, legislation 
shouldn’t be used to drive equality of outcomes. It’s important to distinguish between 
equality – equality of outcomes in particular – and equity. Differences in distributions 
are first and foremost inequalities of outcome, however, whether these inequalities 
are the result of discrimination is an entirely different question, which mustn’t be 
confused with questions of distribution. To show that women are discriminated 
against with respect to pay would require the production of evidence showing 
individual women doing the same job, working the same hours, having the same 
experience, in short being and doing exactly the same that men do and are, but being 
paid less. Until now, not a single shred of evidence has been produced which shows 
that women comparably equipped as men are paid less for identical work. Hence, 
unequal distributions point to equity, and equity means that for more input you 
would expect to gain relatively more output. Inevitably, more input from some 
people will result in unequal output distributions. To level these unequal distributions 
would violate the principle of equity and deter people from making more input than 
others, it would destroy the very basis of a market economy which grants its 
participants a reward relative to the efforts they make. 

 
1.5 Numerous articles and books have been written explaining the different choices 

made by men and women with respect to the world of work, and the consequences 
for the ‘gender pay gap’ and ‘job segregation’. A selection of books covering this area 
and related areas, including the different natures of gender-typical men and women: 
 
Baron-Cohen, (Professor) Simon (2003), The Essential Difference (London: Allen Lane). 
Benatar, (Professor) David (2012), The Second Sex: Discrimination Against Men and Boys 

(London: Blackwell). 
Brizendine, (Professor) Louann (2007), The Female Brain (London: Bantam Press). 
Buchanan, Mike (2011), The Glass Ceiling Delusion: the real reasons more women don’t reach 

senior positions (Bedford: LPS publishing). 
Farrell, (Dr.) Warren (1993), The Myth of Male Power: Why Men Are the Disposable Sex 

(New York: Simon & Schuster). 

 
 

http://sciencefiles.org/2011/04/22/nachtrag-zum-gender-pay-gap/
https://www.destatis.de/DE/Publikationen/Thematisch/VerdiensteArbeitskosten/Verdienstunterschiede/VerdienstunterschiedeMannFrau5621001069004.pdf?__blob=publicationFile
https://www.destatis.de/DE/Publikationen/Thematisch/VerdiensteArbeitskosten/Verdienstunterschiede/VerdienstunterschiedeMannFrau5621001069004.pdf?__blob=publicationFile


Farrell, (Dr.) Warren (2005), Why Men Earn More – The Startling Truth Behind The Pay 
Gap and What Women Can Do About It (New York: Amacom). 

Moir, (Dr.) Anne and Bill (1998), Why Men Don’t Iron: The Real Science of Gender Studies 
(London: HarperCollins).   

Moxon, Steve (2008), The Woman Racket (Exeter: Imprint Academic). 
Nathanson, (Dr.) Paul, and (Professor) Young, Katherine K, (2006), Legalizing 

Misandry: From Public Shame to Systemic Discrimination Against Men (McGill-Queens 
University Press). 

O’Pie, Swayne (2011), Why Britain Hates Men: Exposing Feminism (Bath: The Men’s 
Press).   

Pinker, (Professor) Steven (2003), The Blank Slate: The Modern Denial of Human Nature 
(London: Penguin). 

Pinker, (Professor) Susan (2008), The Sexual Paradox: Men, Women, and the Real Gender 
Gap (New York: Scribner).  

 
2. What steps should be taken to provide greater transparency on pay and other issues, such as workforce 

composition? 
 

2.1 The premise of this question is that there is a need for more transparency on pay and 
(at least) workforce composition. The question here is whether one subscribes to this 
premise or not. Clearly this greater transparency is suggested because proponents 
suspect that firms hide something sinister with respect to pay by gender distribution. 
However, if they only suspect, how can they be so sure about its existence? Either 
they have evidence to back their claim, or they don’t. If they have evidence to prove 
a gender pay gap, then there is no need for further steps. But if they have no 
evidence, and rely only on suspicion, than they cannot claim the existence of a gender 
pay gap in the first place. Apart from the logical contradiction exposed in this 
question, no such steps should be taken. The financial viability of the private sector 
rests upon business owners running their businesses as they see fit, free from the 
influence of ideologically-inspired initiatives from the government, whether 
impacting on the companies through legislation, the threat of legislation, or other 
means. 

 
3. What has been the impact of the current economic crisis on female employment and wage levels?  

 
3.1 Again, the premise of the question is telling. Why should a macro crisis which didn’t 

distinguish between Western economies, and hit the German economy with its 
export orientation in very much the same way as it hit the Greek economy which has 
a minuscule export sector, distinguish between women and men? What evil forces are 
suspected to be at work here? And how are they expected to translate into daily 
practices? Did Lehman Brothers treat female employees differently to male 
employees, or have they been made redundant in very much the same way? Why 
should the owner of a business which struggles with the financial crisis, e.g. because 
government-owned banks store public funds made available to them rather than 
lending them to business customers, prefer firing female staff over male employees? 

 
 



Do politicians expect managers and firm owners to be guided by the same obsession 
as they are – gender, that is – or will politicians allow managers and business leaders 
to consider merit and human capital, and base decisions on the benefit that a 
particular employee provides for the firm? If so, then politicians must admit that 
managers and firm owners should retain employees who are important for the firm, 
and fire those who are dispensable. 
 

3.2 Given that women are markedly more likely than men to work in the public sector, 
they’ve been preferentially cushioned from the impact of the current economic crisis. 
Unemployment among men remains higher than among women. Why is the 
government not addressing this ‘gender gap’ in policy terms? 

 
4. How should the gender stereotyping prevalent in particular occupations, for example in engineering, 

banking, construction, and the beauty industry, be tackled? 
 

4.1 It is curious to see the stereotypes being presented here. Why have engineering and 
banking been chosen as pinnacles of male occupation, and the beauty industry as one 
of female occupation? Why not use teaching as a female-dominated occupation, and 
lorry driving as a male-dominated occupation? And what is the basis upon which the 
person who formulated this question accuses the respective industries to be as 
equally in the business of gender stereotyping as they are? There is not a shred of 
empirical evidence that proves the accusation. Again, an unequal distribution is taken 
and interpreted as discrimination. 
 

4.2 It’s implied that because more women work in the beauty industry and more men 
work in engineering there must be stereotyping at work. Because such jumping to 
conclusions has already been shown to be erroneous, we shall concentrate on 
another distinction which social psychologists make, while politicians seem to be 
utterly unaware of it. 

 
The distinction is between stereotypes and prejudice. Stereotypes are useful cognitive 
shortcuts used by people for the purpose of orientation. While it is a stereotype that 
women are more engaged with means and ways to preserve beauty, this stereotype is 
nevertheless true with respect to differences between men and women at the group 
level. The picture may change when looking at the individual level, however. Here we 
may find Mark X is much more occupied with his physical appearance than 
Stephanie B with hers. However, so long as people are judged by their own actions 
and not subjected to stereotyping in the way shown by your question, there is 
nothing intrinsically wrong with stereotypes. 

 
4.3 Stereotypes only become a problem when they transform into prejudices. Prejudices 

lead to actions, and it means that people who share a common trait are treated 
equally without respect for their individuality. They are seen as a member of a 
particular group, e.g. the group of women, and judged as such, without any reference 
to their individuality. This is very much the way that women and men, working in the 

 
 



beauty industry or in engineering, are treated in your question. Therefore, to suggest 
that the prevalence of men in construction and the prevalence of women in the 
beauty industry is ‘gender stereotyping’ is a flawed ideological construct and truly 
absurd. It follows that it does not need to be ‘tackled’. Many millions of pounds have 
been spent over decades trying to entice women into engineering (to take but one 
example), with very limited results. Over 90% of engineering graduates are men, even 
today. It’s time the government stopped wasting taxpayer’s money on such social 
engineering initiatives. 

 
5. What more should be done to promote part-time work at all levels of the workplace and to ensure that 

both women and men have opportunities to gain senior positions within an organisation while working 
part time? 

 
5.1 Why should one wish to promote part-time work? This question reveals a hidden 

agenda which can be constructed in a number of ways. Either part-time work will 
alleviate pressure from the job market, which rests on the assumption that there are 
too many job seekers for too few jobs, or the question alludes to some odd idea of 
work-life balance which suspects people value leisure time over working time. Since 
the business case for part-time work has yet to be made, it’s curious that it’s put 
forward by politicians. Politicians should realise that transformation economies in e.g. 
South-East Asia are catching up quickly, and are doing so by expecting people to 
work full-time. 
 

5.2 The renowned economist Michael Porter (editor of the World Competitiveness 
Report) has suggested a differentiation between nations, which separates factor-
driven economies from innovation-driven economies, the former relying on factors 
like human capital (mainly through an ability to provide cheap labour) while the latter 
gain their comparative advantage by relying on intellectual capital. However, there’s a 
fine line drawn by Porter which distinguishes between an innovation-driven economy 
and a wealth-driven economy, which is depicted as one of ‘drift and ultimate decline’: 
Porter, Michael, (1990), The Competitive Advantages of Nations (New York: Free Press, 
p.546). So long as nations compete with each other, it’s necessary to make the best 
use of the workforce available. To promote part-time work is irresponsible, it leads to 
drift and ultimately decline. It’s also illogical to promote part-time work and first-
time buyer schemes at the same time, because part-time workers will have serious 
difficulties securing mortgages. 

 
5.3 Government shouldn’t seek to persuade or force businesses to pursue social 

engineering agendas. Nothing should be done to ‘promote’ part-time work. Your 
question has been worded this way in recognition of the fact that women are 
markedly more likely than men to work part-time throughout their working lives. All 
else being equal, part-time workers will obviously contribute less to their employers 
than full-time workers. It’s therefore absurd for the government to promote the 
cause of part-time workers gaining senior positions, an initiative which would 

 
 



preferentially advantage women at the expense of men, which is the real motivation 
behind this suggested policy direction. 

 
6. To what extent have the recommendations in Lord Mervyn Davies’ Report ‘Women on Board’ 

(published in February 2011) been acted upon?  
 

6.1 Unfortunately they have overwhelmingly been acted upon. The report – true to its 
ideological roots – both assumes and implies a positive link between ‘improving’ 
gender diversity on boards and enhanced corporate performance, whilst providing no 
evidence of such a link. Examples are used to trick the uninformed and possibly 
naive reader into believing that not only is there a positive relationship between 
gender diversity on boards and corporate performance, but a causal link. A renowned 
commentator has (justifiably, in our view) described the report as consisting of 
‘opinions masquerading as facts’.  
 

6.2 There’s no evidence from any country to support the theory that increasing the 
proportion of women on corporate boards leads to improvements in corporate 
performance. On the contrary, increasing the proportion of women on corporate boards leads to 
declines in corporate performance. Some of the robust evidence to back up this conclusion 
is presented in the next section of this memorandum, ‘Factual information…’. 
However, results shall be briefly summarised here. The case for increasing female 
representation in boardrooms is based upon three inter-connected claims: 

 
(1) diversity in boardrooms is ‘a good thing’; 
(2) diversity in general, and more women in particular, have a positive effect on a 

firm’s (financial) performance; and 
(3) as Viviane Reding, European Commission Vice-President, puts it, ‘a group of 

middle-aged, business suit wearing men’ is hindering women from advancing to 
top positions by introducing a glass ceiling. 

 
A number of scientists have proved these three claims to be completely unfounded 
and utterly wrong. Even proponents of more women in boardrooms such as Colette 
Fagan restrain from claiming there’s a business case for women’s quotas: Fagan, 
Colette & Gonzaléz Menédez, Maria C. (2012). Conclusions. In: Fagan, Colette, 
Gonzaléz Menédez, Maria C & Gómez Ansón, Silvia (eds.). Women on Corporate Boards 
and in Top Management. European Trends and Policy. Basingstoke: Palgrave Macmillan, 
pp.255-256. We shall return to this book later in this memorandum. 
 

6.3 Three studies – the results of which are reported below – provide the sound 
empirical basis upon which all claims made by proponents of women’s quotas can be 
refuted. All three studies are based on panel data, which is the best data source 
available in the social sciences. These results cannot be easily disregarded, and the 
reliability and validity of the studies is well above those carried out by, or on behalf 
of, Catalyst and McKinsey (and others). 

 

 
 



6.4 The first study was conducted by Kenneth Ahern and Amy Dittmar. They 
investigated the effect of the mandatory quota introduced by the Norwegian 
government and found strongly negative effects on Norwegian publicly-listed 
companies. Due to the unavoidable increase in the number of inexperienced women 
on boards, decisions were poorer, investments less profitable, liabilities increased, 
book value slumped, and as a result market value fell too. Because Ahern and 
Dittmar controlled their results against industry averages, and used a quasi-
experimental setting, there is no doubt that the poor performance of boards that 
triggered the reported results resulted from the quota forced upon Norwegian listed 
companies. 

 
6.5 The second study has only been published recently in the renowned German Journal 

‘Kölner Zeitschrift für Soziologie and Sozialpsychologie’. Fabian Ochsenfeld, author 
of the study, followed university graduates over a period of time and investigated 
their job histories. He found that male graduates were more likely to hold a top 
management position ten years after graduation from university than female 
graduates. However, this difference wasn’t the result of discrimination or a glass 
ceiling, but could be almost entirely explained by differences in choices of discipline 
and by the decisions of women to start families. Female graduates more often than 
male graduates studied disciplines which don’t lead to top management positions – 
for example, social work or cultural studies – and female graduates who didn’t reach 
top management positions didn’t do so because they decided against doing so, and 
deciding to have children. 

 
6.6 Finally, a third study conducted by Øyvind Bøhren und Øystein Strøm showed that 

firm performance was negatively influenced by diversity on boards in general, and 
diversity created by female members in particular. Again, the authors used panel data 
and followed the development of companies over time. In doing so, they unearthed 
results which run counter to almost everything most politicians propose in this area. 
Firms performed better when boards were almost void of women, when members of 
boards formed networks with members of other boards or held multiple board 
memberships and, finally, financially better performing firms didn’t have employees’ 
representatives on their boards. Empirical evidence proves false every claim made by 
proponents of women’s quotas in boardrooms. Those who neglect this evidence, and 
go on to demand quotas for women, wilfully and knowingly harm firms and the 
entire economy. 
 
The studies: 
 
Ahern, Kenneth & Dittmar, Amy (2011), The Changing of the Boards: The Impact on Firm 
Valuation of Mandated Female Board Representation. 
 
Bøhren, Øyvind & Strøm, Øystein (2010), Governance and Politics: Regulating 
Independence and Diversity in the Board Room. Journal of Business Finance & Accounting 
37(9): 1281-1308. 
 

 
 

http://webuser.bus.umich.edu/adittmar/NBD.SSRN.2011.05.20.pdf
http://webuser.bus.umich.edu/adittmar/NBD.SSRN.2011.05.20.pdf


Ochsenfeld, Fabian (2012), Gläserne Decke oder goldener Käfig: Scheitert der Aufstieg von 
Frauen in erste Managementpositionen an betrieblicher Diskriminierung oder an familiären 
Pflichten? Kölner Zeitschrift für Soziologie und Sozialpsychologie 64(3): 507-534. 

 
7. To what extent should investors take into account the percentage of women on boards, when 

considering company reporting and appointments to the board? 
 

7.1 In our view this is a poorly-worded question, particularly the meaning of the word 
‘considering’ in this context. The question seems to be confusing the roles of 
investors with the roles of directors. Investors should not, in our view, take account 
of the percentage of women on boards when making investment decisions. And 
directors should appoint new directors – both executive and non-executive directors 
– solely on the basis of merit. Investors are expected to base their decisions on an 
assessment of the relation between return and risk. They are furthermore expected to 
make the best use of the funds available to them. However, given the mounting 
evidence of detrimental effects to firms’ financial performance caused by increased 
representation of women on boards, it would be advisable for investors to use 
information about gender composition of boards to avoid investing in shares of such 
firms. Besides, the question is an insult to the principle of freedom of will. 

 
8. Why are there still so few women in senior positions on boards, and what are the benefits of having 

a greater number? 
 

8.1 In contrast to men, women typically have a choice between career and family. As the 
renowned sociologist Catherine Hakim has repeatedly shown in her studies (Hakim 
1991, 2002) ‘women’ can be divided into three groups, and a synopsis of her 
Preference Theory is provided later in this memorandum. The three groups are (a) 
women who are committed to a career (14% of British women aged 16+), (b) 
women who are committed to family life (17%), and (c) women who are between the 
two types and are ‘adaptive’ (69%). The pool for recruiting top managers amongst 
women is about a quarter the size of the pool for recruiting top managers amongst 
men. Furthermore, women typically study different disciplines compared with men. 
As Ochsenfeld (2012) showed in his study, these two variables – ‘disciplines studied 
at university’ and ‘decision to start a family’ – explain the different numbers of men 
and women in top management positions almost entirely. There is no need to assume 
men build glass ceilings. There are no such things as glass ceilings, as shown 
comprehensively by Ochsenfeld. There are still ‘so few women in senior positions on 
boards’ because of the different natures of gender-typical men and women. Far more 
men than women thrive in the face of intense competition, and they’re more ‘hungry’ 
for the rewards which flow from senior positions. This matter is covered at length in 
numerous books and papers including: 
 
Buchanan, Mike (2011), The Glass Ceiling Delusion: the real reasons more women don’t reach 

senior positions (Bedford: LPS publishing). 

 
 



Hakim, Catherin (2002), Work-Lifestyle Choices in the 21st Century: Preference Theory. 
(Oxford: Oxford University Press). 

Hakim, Catherine (1991). Grateful Slaves and Self-Made Women: Fact and Fantasy in 
Women’s Work Orientations. (European Sociological Review 7(2): 101-121.) 

Moxon, Steve (2008), The Woman Racket (Exeter: Imprint Academic). 
O’Pie, Swayne (2011), Why Britain Hates Men: Exposing Feminism (Bath: The Men’s 

Press). 
 

8.2 We know of no ‘benefits’ which could be expected to result from having a greater 
number of women on boards, unless considered from a left-wing ideological 
standpoint. These possible ‘benefits’ would be achieved at the cost of a decline in the 
viability of the business sector. Evidence produced under sections 6.2 to 6.6  includes 
a number of scientific studies which show women’s quotas harm business. Hence, no 
benefit is to be expected if expectation is based upon scientific research. If, for 
whatever reason, one chooses to base expectation on hope and faith, one could think 
that firms could benefit from a quota for women, however, with equal validity one 
could think that the Earth is going to cease rotating within the next fortnight, or that 
Britain will be struck by a meteorite twice the size of Sweden. 

 
9. How successful is the voluntary code of conduct (a recommendation of the Davies Report) which 

addresses gender diversity and best practice, covering relevant search criteria and processes relating to 
FTSE board level appointments?  
 

9.1 In line with one of the recommendations in the Davies Report, the government 
continues to threaten quotas if FTSE100 companies don’t ‘voluntarily’ achieve 25% 
female representation on their boards by 2015. This is a perverse use of the word 
‘voluntarily’. The Davies Report was published in February 2011. In 2010 13% of 
new FTSE100 director appointments were women. In 2011, 30%. The latest data 
(March – August 2012) shows a figure of 55%. This is clearly NOT ‘voluntary’.  
 

9.2 FTSE100 companies are responding to the threat of legislated quotas in the lowest 
risk manner possible, by appointing poorly qualified women as non-executive 
directors. This is, however, the same ‘solution’ adopted by Norwegian companies in 
the face of legislated quotas, and we know how damaging that ‘solution’ was to 
Norwegian publicly-listed companies. How can we be confident that most of the 
newly-appointed female directors aren’t being appointed on the grounds of merit? In 
2012, all the newly appointed FTSE100 female directors have been appointed as 
non-executives, while all 18 new executive directors were men. There clearly remains 
a very considerable difference in the relative numbers of men and women qualified 
for the boards of FTSE100 companies.   

 

  

 
 



FACTUAL INFORMATION FROM WHICH THE COMMITTEE MIGHT BE ABLE TO 
DRAW CONCLUSIONS, OR WHICH COULD BE PUT TO OTHER WITNESSES FOR 
THEIR REACTIONS 

 
1. The book The Glass Ceiling Delusion: the real reasons more women don’t reach senior positions 

outlines most of our arguments about the genders in the workplace, but for the purpose 
of this memorandum we shall confine ourselves to providing factual information about 
two key issues: 

 
Men’s and women’s different choices with respect to paid employment; and 
 
The evidence showing that ‘improving’ gender diversity on boards will lead to declines in 
corporate performance, which in turn will negatively impact on corporation tax receipts, 
business sector employment levels, and income tax receipts. In our view, these are 
unacceptably high prices to pay for a social engineering initiative.   

 
MEN’S AND WOMEN’S DIFFERENT CHOICES WITH RESPECT TO PAID 
EMPLOYMENT: CATHERINE HAKIM’S PREFERENCE THEORY 

 
1. Dr Catherine Hakim, an internationally renowned sociologist, is considered a pre-

eminent expert on the choices made (and not made) by women with respect to the world 
of work, and the differences between those choices and the choices made by men.  She 
published her ‘preference theory’ whilst a Senior Research Fellow at London School of 
Economics (2000). I’ve referred extensively to this theory in my books, as have other 
writers in their books. Dr Hakim would have liked to have offered some written material 
to the Select Committee, but unfortunately the timing clashed with her move to a new 
position with a research institute in Berlin, to where she has now moved. She did, 
however, send me the following note, and gave me permission to include it in this 
document. You will note her offer to be a witness before the Select Committee: 

 
‘I have no objection to appearing as a witness from October onwards. 
However there is no chance of me writing a formal written submission by early 
October. I do not have my books with me here, and I have lots of other 
commitments. So if you want to write something that refers to preference 
theory, and suggest they invite me as a witness and/or ask for a later written 
submission, that would be good. You could attach the three-page synopsis of 
preference theory which I sent you recently.’ 

 
2. The synopsis to which Dr Hakim refers follows after this section. I would point out two 

particularly interesting statistics, from the Table on the third page of the synopsis. 52% 
of British men (aged 16+) are ‘work-centred’, compared with just 14% of British women 
(aged 16+). 
 

 
 



a. This difference in work orientation between men and women (52/14 = 3.7) must 
surely contribute to the preponderance of men in the senior reaches of major 
companies, where a strong work ethic is obviously critical to success. All else 
being equal, we would expect to see 3.7 men for every woman in those levels, i.e. 
men would take 78.7% of such jobs. But in reality all else is not equal. Women are 
markedly less likely than men to work in the private sector, representing 65.2% of 
public sector workers, but just 41.1% of private sector workers (source: Unison, 
2011). Men have traditionally been more likely than women to work at a senior 
level in disciplines (e.g. Finance) which are recognised ‘routes to the board’. 
Combining these factors (work ethic, representation in the private sector, and 
functional discipline) we would expect men to very strongly dominate major 
corporate boardrooms, as was the case in FTSE100 boardrooms prior to the 
threats of legislated quotas. 

 
b. A difference between men and women is even seen with respect to hours worked 

by ‘full-time’ workers. Over April-June 2012, on average, full-time female 
workers worked about 32 hours per week, while men worked about 39 hours 
(Source: ONS). On average men spend more time commuting to their places of 
work than women, and men are far more likely to engage in lines of work which 
take them away from their homes and families for extended periods of time (e.g. 
deep sea fishing, long distance lorry driving…). The least desirable jobs (taking 
into account combinations of low pay, unsocial hours, unhealthy working 
conditions, risk to life and limb etc.) are virtually the sole preserves of men. Such 
jobs have been describes as being in the ‘glass cellar’. Well over 90% of work-
related deaths in the UK are of men. Why is the government not seeking to 
encourage and legislate for gender balance in these lines of work?   

           
Table 1    The four central tenets of Preference Theory 
___________________________________________________________________________ 

1. Five separate historical changes in society and in the labour market which started in the 
late twentieth century are producing a qualitatively different and new scenario of options 
and opportunities for women. The five changes do not necessarily occur in all modern 
societies, and do not always occur together. Their effects are cumulative. The five causes 
of a new scenario are: 
 
- the contraceptive revolution which, from about 1965 onwards, gave sexually active 

women reliable control over their own fertility for the first time in history; 
- the equal opportunities revolution, which ensured that for the first time in history 

women had equal access to all positions, occupations and careers in the labour market. 
In some countries, legislation prohibiting sex discrimination went further, to give 
women equal access to housing, financial services, public services, and public posts; 

- the expansion of white-collar occupations, which are far more attractive to women than 
most blue-collar occupations; 

- the creation of jobs for secondary earners, people who do not want to give priority to 
paid work at the expense of other life interests; and 

- the increasing importance of attitudes, values and personal preferences in the lifestyle 
choices of affluent modern societies. 

 
 



 
2. Women are heterogeneous in their preferences and priorities on the conflict between 

family and employment. In the new scenario they are therefore heterogeneous also in 
their employment patterns and work histories. These preferences are set out, as ideal 
types, in Table 2. The size of the three groups varies in rich modern societies because 
public policies usually favour one or another group, as shown in Table 3. 

 
3. The heterogeneity of women’s preferences and priorities creates conflicting interests 

between groups of women; sometimes between home-centred women and work-centred 
women, sometimes between the middle group of adaptive women and women who have 
one firm priority (whether for family work or employment). The conflicting interests of 
women have given a great advantage to men, whose interests are comparatively 
homogeneous; this is one cause of patriarchy and its disproportionate success. 
 

4. Women’s heterogeneity is the main cause of women’s variable responses to social 
engineering policies in the new scenario of modern societies. This variability of response 
has been less evident in the past, but it has still impeded attempts to predict women’s 
fertility and employment patterns. Policy research and future predictions of women’s 
choices will be more successful in future if they adopt the Preference Theory perspective 
and first establish the distribution of preferences between family work and employment 
in each society. 
    
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

___________________________________________________________________________ 

Source: Hakim, Work-Lifestyle Choices in the 21st Century, Oxford University Press 2000, p 7. 
  

 
 



Table 2    Classification of women’s work-lifestyle preferences in the 21st century    
___________________________________________________________________________ 
Home-centred  Adaptive   Work-centred 
 
20% of women:  60% of women:  20% of women: 
varies 10% - 30%  varies 40% - 80%  varies 10% - 30% 
 
Family life and children This group is most diverse Childless women are concentrated  
are the main priorities  and includes women who  here. Main priority in life is  
throughout life.   want to combine work and employment or equivalent 
    family, plus drifters and activities in the public arena:  
    unplanned careers.   politics, sport, art etc. 
 
Prefer not to work.   Want to work, but not   Committed to work or equivalent 
    totally committed to work activities. 
    career. 
 
Qualifications obtained Qualifications obtained Large investment in qualifications/  
as cultural capital.   with the intention of   training for employment/other  
    working.    activities. 
 
Number of children is  This group is very responsive Responsive to economic  
affected by government  to government social policy, opportunity, political opportunity, 
social policy, family wealth, employment policy, equal artistic opportunity etc.  
etc.     opportunities policy /   Not responsive to social/family 
Not responsive to  propaganda, economic  policy.  
employment policy.   cycle/recession/growth etc. 
        Including –   
    income tax and social welfare 
    benefits; 
    educational policies; 
    school timetables; 
    child care services; 
    public attitude towards  
    working women; 
    legislation promoting female 
    employment; 
    trade union attitudes to  
    working women; 
    availability of part-time work 
    and similar work flexibility; 
    economic growth and prosperity 
    and institutional factors generally. 
 
Family values:  Compromise between two Marketplace values: 
caring, sharing,   conflicting sets of values competitive rivalry   
non-competitive,      achievement orientation 
communal,       individualism 
focus on cohesion       excellence 
___________________________________________________________________________ 
Source: Hakim, Work-Lifestyle Choices in the 21st Century, Oxford University Press 2000, Table 6.1 updated. 

 
 



Table 3    National distributions of lifestyle preferences among women and men (%)       
___________________________________________________________________________ 

    Family   Adaptive  Work 
centred     centred 

Britain 
all women aged 16+  17   69   14 
women in full-time work 14   62   24 
women in part-time work   8   84     8 
 
all men aged 16+    ?              <48   52 
men in full-time work    ?   <50   50 
men in part-time work    ?   <66   34 
 
Spain 
all women aged 18+  17   70   13 
women in full-time work   4   63   33 
women in part-time work   7   79   14 
 
all men aged 18+    ?              <60   40 
men in full-time work    ?   <56   44 
 
Belgium-Flanders    
all women   10   75   15 
women with partners  12   75   13 
all men      2   23   75 
men with partners    1   22   77 
 
Germany 
women    14   65   21 
men      ?   33   67 
 
Czech Republic 
all women aged 20-40  17   70   13 
women in employment  14   69   17 
wives aged 20-40  14   75   11 
 
Sweden 
women in 1955 birth cohort: 
actual lifestyle choices 
by age 43 (1998)    4   64   32 
 
Japan 
ideal life course of  
unmarried women  1987 37   55     8 
   2002 21   69   10 
   2005 20   70   10 
Source: Data for Britain and Spain, 1999, extracted from Tables 3.14 and 3.15 in C. Hakim (2003: 85, 87). Models of 
the Family in Modern Societies: Ideals and Realities, Ashgate. Data for other countries from a variety of sources, reported 
in C. Hakim (2007) ‘Dancing with the Devil?’, British Journal of Sociology, 58: 123-132. 
 
 

 
 



THE EVIDENCE SHOWING THAT ‘IMPROVING’ GENDER DIVERSITY ON 
BOARDS WILL LEAD TO DECLINES IN CORPORATE PERFORMANCE 
 

1. We’ve publicly challenged dozens of organisations and hundreds of individuals to 
provided evidence for the positive causal link they claim (or infer) between ‘improved’ 
gender diversity on boards and enhanced corporate financial performance. No evidence has 
been provided. They include: 

 
Rt Hon David Cameron MP 
Rt Hon Vince Cable MP 
Rt Hon Theresa May MP 
Viviane Reding, European Commission Vice-President in charge of Justice,     

Fundamental  Rights and Citizenship 
30% club (Helena Morrissey) 
CBI 
Equality and Human Rights Commission – no evidence provided in a poor response to 

our FoI request, we’ve asked for an internal review 
Department for Business, Innovation and Skill (Helen Whitehead) – no evidence 

provided in a poor response to our FoI request, we’ve asked for an internal review 
Cranfield International Centre for Women Leaders (Professor Susan Vinnicombe, Dr 

Ruth Sealy) – this organisation no longer claims corporate financial benefits result from 
more women on boards (see below)  

Institute of Equality and Diversity Practitioners 
Professional Boards Forum 
Catalyst – an American campaigning organisation, the source of many of the most highly 

publicised claims about corporate financial benefits resulting from more women on 
boards, but which no longer makes such claims (see below)       

 
2. In recent times proponents of ‘improved’ gender diversity on boards have been 

distancing themselves from claims that corporate performance can be expected to 
improve. An example from Professor Susan Vinnicombe, in her testimony to a House of 
Lords select committee on 16 July 2012: 

 
‘There has been quite a push in the past – indeed, we ourselves have engaged 
in such research – to look at the relationship between having women on 
corporate boards and financial performance. We do not subscribe to this 
research. We have shared it with chairmen and they do not think that it makes 
sense. We agree that it does not make sense. You cannot correlate two or three 
women on a massive corporate board with a return on investment, return on 
equity, turnover or profits. We have dropped such research in the past five 
years and I am pleased to say that Catalyst, which claims to have done a 
ground-breaking study on this in the US, officially dropped this line of 
argument last September.’ 

 
 

 
 



This extract from Professor Vinnicombe’s testimony is on page 5 of the following: 
 
http://c4mb.files.wordpress.com/2012/07/120716-house-of-lords-sub-committee-meeting-
minutes.pdf 

 
3. A book published in May 2012, Women on Corporate Boards and in Top Management (Palgrave 

Macmillan), was described as ‘authoritative’ by the Equality and Human Rights 
Commission in a recent letter to us, in response to our Freedom of Information Act 
enquiry. The book was assembled and co-edited by Colette Fagan, Maria C. Gonzaléz 
Menédez and Silvia Gómez Ansón, and includes the following admissions, which are 
remarkable given that the book was clearly written to promote increased representation 
of women in boardrooms: 
 

‘Overall, the existing empirical evidence about the business case for gender 
diversity on corporate decision-making bodies does not yield a clear cut 
answer.’ (p.27). 
 
‘The results from empirical studies are inconclusive about the link between 
women’s presence at board level and firm performance. The education, 
professional experience and background of board members, and boardroom 
dynamics, are likely to be more important than gender …’ (p.255).  

 
4. It must be stressed that these conclusions drawn by proponents of more women in boardrooms 

are nothing less than a conclusion that merit, experience and education are important 
with respect to board composition but gender is not important. Since we have already 
pointed out that it is a rather fundamental error to equate unequal distributions with 
inequality and injustice, we can see no reason why firms should be forced by quotas – or 
the threat of quotas – to increase representation of women in boards. When the 
proportion of women capable and experienced enough to be included in boardrooms 
increases relative to the proportion of equally qualified men, the share of women on 
boards will increase because, as pointed out in the quote above, it’s education, 
experience, and merit which qualify candidates to become board members, not gender. 
Let’s put in another way. Whoever demands quotas for women, and whoever forces 
women quotas upon firms, will ensure that inexperienced and undeserving people enter 
boardrooms. S/he will ensure that the respective firms’ performance will decline, and in 
turn the economy will decline, leaving most of us worse off. 

 
5. In 2010, before the Davies Report was published, only 13% of new FTSE100 board 

directors were women, presumably on the grounds of merit. One of the Davies Report 
recommendations was that legalised quotas for women on FTSE100 boards could be 
introduced if these companies didn’t ‘voluntarily’ achieve 25% female representation on 
their boards by 2015. Ominously, according to the Davies Report, the 25% figure is ‘a 
major milestone in a longer journey’. This is a clear indicator of the ideological basis of 
the report’s analysis and recommendations. 

 

 
 



6. The predictable response of FTSE100 companies to the quota threat has been to take 
the lowest risk ‘solution’, appointing women as non-executive directors. In 2010 13% of 
new FTSE100 board directors were women, in 2011 30%, while the latest data (March – 
August 2012) show a figure of 55%. In 2012 all the new female director appointments 
were as non-executives, while all 18 new executive directors were men. We couldn’t 
possibly ask for better evidence that women are being appointed to FTSE100 boards on 
grounds other than merit. Norwegian publicly-listed companies adopted the same 
‘solution’ to legislated quotas, and we know from a study published by the University of 
Michigan that quotas in Norway led to declines in corporate performance. This study, 
along with three others showing that ‘improving’ gender diversity on boards leads to 
declines in corporate performance,  are now covered: 

 
7. The Changing of the Boards: The Impact on Firm Valuation of Mandated Female Board 

Representation (2011) 
 
Professor Kenneth R. Ahern (University of Southern California – Marshall School 
of Business), Professor Amy K. Dittmar (University of Michigan – Stephen M. Ross 
School of Business)  
The paper’s full Abstract:   

In 2003, a new law required that 40 percent of Norwegian firms’ directors be 
women – at the time only nine percent of directors were women. We use the 
pre-quota cross-sectional variation in female board representation to 
instrument for exogenous changes to corporate boards following the quota. 
We find that the constraint imposed by the quota caused a significant drop in 
the stock price at the announcement of the law and a large decline in Tobin’s 
Q over the following years, consistent with the idea that firms choose boards 
to maximize value. The quota led to younger and less experienced boards, 
increases in leverage and acquisitions, and deterioration in operating 
performance, consistent with less capable boards. 

 
Link to this paper: 
 
http://papers.ssrn.com/sol3/papers.cfm?abstract_id=1364470 
 

8. Women in the Boardroom and Their Impact on Governance and Performance (2008) 
 

Professor Daniel Ferreira (London School of Economics), Renée B. Adams 
(University of New South Wales)  
 
The paper’s full Abstract: 
       

We show that female directors have a significant impact on board inputs and 
firm outcomes. In a sample of US firms, we find that female directors have 
better attendance records than male directors, male directors have fewer 
attendance problems the more gender-diverse the board is, and women are 

 
 



more likely to join monitoring committees. These results suggest that gender-
diverse boards allocate more effort to monitoring. Accordingly, we find that 
CEO turnover is more sensitive to stock performance and directors receive 
more equity-based compensation in firms with more gender-diverse boards. 
However, the average effect of gender diversity on firm performance is 
negative. This negative effect is driven by companies with fewer takeover 
defences. Our results suggest that mandating gender quotas for directors can 
reduce firm value for well-governed firms.  

 
Link to this paper: 
 
http://papers.ssrn.com/sol3/papers.cfm?abstract_id=1733385 
 

9. Governance and Politics: Regulating Independence and Diversity in the Board Room (2010) 
 

Professor Øyvind Bøhren (Norwegian School of Management), Professor R Øystein 
Strøm (Oslo and Akershus University College) 
 
The paper’s full Abstract: 
 

This paper analyses the economic rationale for board regulation in place and 
for introducing new regulation in the future. We relate the value of the firm to 
the use of employee directors, board independence, directors with multiple 
seats, and to gender diversity. Our evidence shows that the firm creates more 
value for its owners when the board has no employee directors, when its 
directors have strong links to other boards, and when gender diversity is low. 
We find no relationship between firm performance and board independence. 
These characteristics of value-creating boards support neither popular opinion 
nor the current politics of corporate governance.  

 
Link to this paper: 
 
http://papers.ssrn.com/sol3/papers.cfm?abstract_id=1733385 
 

10. Executive board composition and bank risk taking (2012) 
(Deutsche Bundesbank Discussion Paper, 03/2012) 
 
Professor Allen N. Berger (University of South Carolina, Wharton Financial 
Institutions Center and Tilburg University), Thomas Kick (Deutsche Bundesbank), 
Professor Klaus Schaeck (Bangor University) 
The researchers studied German banks over 1994-2010. The report’s full Abstract: 
 

Little is known about how socio-economic characteristics of executive teams 
affect corporate governance in banking. Exploiting a unique dataset, we show 
how age, gender, and education composition of executive teams affect risk 

 
 



taking of financial institutions. First, we establish that age, gender, and 
education jointly affect the variability of bank performance. Second, we use 
difference-in-difference estimations that focus exclusively on mandatory 
executive retirements and find that younger executive teams increase risk 
taking, as do board changes that result in a higher proportion of female 
executives. In contrast, if board changes increase the representation of 
executives holding Ph.D. degrees, risk taking declines.     

 
Link to this paper: 
 
http://www.bundesbank.de/Redaktion/EN/Downloads/Publications/Discussion_Paper_1/2012/2
012_03_06_dkp_03.pdf?__blob=publicationFile 

 
 
 
  

 
 



RECOMMENDATIONS FOR ACTION BY THE GOVERNMENT OR OTHERS WHICH 
THE SUBMITTER WOULD LIKE THE COMMITTEE TO CONSIDER FOR 
INCLUSION IN ITS REPORT TO THE HOUSE 
 
Considerations leading to our recommendations 
 

1. There is, ironically, a lack of diversity in the pool of people from which the government 
takes advice on diversity issues. Neither scientists who are renowned for their ability to 
handle quantitative data, nor scientists who are well-known for their theoretical 
reasoning, are among those advising the government. This is the only explanation for the 
most astonishing omission so far – not a single scientist in favour of increasing female 
representation on boards has found it necessary to make a theoretical case. Usually 
science starts with questions asking ‘why?’ or ‘what?’ Why should more women make a 
positive difference to a company board? What is the foundation of the positive difference 
that women are supposed to make? Usually, the next step would be to produce 
theoretical reasoning by making use of the existing body of theory.  
 
For example, it would be possible to argue that women make a difference because of 
differences in socialisation which give them perspectives different to those men possess, 
and that has a positive impact on firm performance. Another possible theory could 
assume biological differences between men and women which make women more 
capable of performing business transactions and producing beneficial results for the firm 
than men. Once the theoretical reasoning has been accomplished, hypotheses need to be 
formulated and empirically tested. This is the most important role of science, to test 
hypotheses. However, proponents of quotas don’t provide us with theoretical reasoning, 
and they most certainly don’t provide us with hypotheses which can be tested, let alone 
hypotheses which have been tested. They declare that unequal distributions are the result 
of discrimination, and make all kinds of suggestions and draw all kinds of assumptions 
based upon their unproven statements. This is not science. 

 
2. From the website of Peter Saunders, Emeritus Professor of Sociology, Sussex University,  

http://petersaunders.org.uk: 
 

‘In our universities, where there should be open debate and pluralism, there is 
political orthodoxy and intellectual conformity. Nine out of 10 UK sociology 
professors describe their politics as left-wing and just 3% vote Conservative1. 
This ideological uniformity underpins the social policy advice academic 
‘experts’ offer to politicians and the public. My aim as an independent 
researcher is to subject the claims of the academic establishment to critical 
scrutiny. Offering an alternative perspective based in classical liberal values of 
individual responsibility and personal liberty, I am interested in exploring 
practical solutions to pressing social problems that do not entail more 
government spending, or more control of our lives by the state.’  
 
1 Survey of sociology professors reported in A. H. Halsey, A History of Sociology in Britain (2004) 

 
 



3. There are a number of groups and institutions reluctant to engage in open debates about 
gender differences in general, and in the workplace in particular, for a variety of reasons:  

 
a) politicians fearful of being charged with misogyny and/or sexism, with possible 

impacts on their electoral prospects. This fear invariably trumps the need for 
them to speak openly and fearlessly on gender-related matters. 

b) newspaper and magazine editors, fearful of possible repercussions on sales if their 
publications were charged with misogyny and/or sexism 

c) journalists including business / financial journalists 
d) academics concerned with possible professional repercussions 
e) business people concerned with possible professional repercussions, and possible 

orchestrated campaigns by women’s groups, urging women to boycott these 
companies’ products and/or services 

 
4. The leading representative organisation for major employers, the CBI, continues to 

promote ‘improved’ gender diversity on boardrooms, even in the face of clear evidence 
we’ve provided to them showing the initiative can be expected to harm UK plc. In 
December 2010 the CBI published a report, ‘Room at the top: Improving gender 
diversity on UK boards’. The report acknowledged ‘with special thanks’ the 14 members 
of the ‘CBI task and finish group on board gender diversity’. On page 3 of the report we 
note that members of this group are ‘strong advocates of gender diversity’. Nine of the 
14 members of the group were women, including the president of the CBI at the time, 
Helen Alexander. 

The five men – the chairmen of Centrica, Lloyds Banking Group, Royal Bank of 
Scotland, BT Group and Shell UK – were all on record as supporting ‘improved’ gender 
diversity on boards before the report was written. One of them, Sir Roger Carr, the chairman 
of Centrica, is currently the president of the CBI. 

The report also thanked four ‘experts’ who contributed to the report. All were women.  
 
Recommendations for action  
 

1. The government should immediately and publicly announce the suspension of its threats 
of legislated quotas for women on boards if FTSE100 companies haven’t ‘voluntarily’ 
achieved 25% female representation on their boards by 2015. The threat of legislated 
quotas leaves firms with only the choice to comply. There is nothing ‘voluntary’ about 
the more than fourfold increase in the proportion of new FTSE100 female directors in 
the space of just two years Every firm, whether it has ‘voluntarily’ adopted a quota for 
women, or not done so, will be forced to adopt whatever quota is deemed the ‘correct’ 
one. And we know from the Davies Report that 25% is only ‘a major milestone on a 
longer journey’, which points clearly to the ideological basis of this initiative. It’s difficult 
to imagine that the final ‘destination’ on the journey could be less than 50%, regardless of 
the damage this would cause to UK plc. 
 

2. The government should suspend its support for all ‘improved’ gender diversity in 
boardrooms initiatives until and unless it has a solid evidence base to support its claim 

 
 



that this ‘improvement’ can be expected to result in enhanced corporate performance – 
in plain English, that a positive link has been shown to exist, i.e. that there is enough 
evidence to assume that increased representation of women on boards is beneficial to a 
firm’s financial and overall performance. We’ve shown in this memorandum that no such 
evidence currently exists. The only links reported in sound academic studies clearly show 
that corporate performance declines following ‘improved’ female representation on 
boards. 
 

3. Government departments and commissions – including the Department of Business, 
Innovation and Skills, the Equality and Human Rights Commission, the Equalities Office 
– should engage with a broader range of advisors and researchers, as should all publicly-
funded organisations working to promote or enable ‘improved’ gender diversity in 
boardrooms, including the Cranfield International Centre for Women Leaders. A 
number of organisations and individuals could dramatically improve the quality of the 
government’s deliberations which lead to policy decisions and legislation. They include a 
number of think tanks. We would suggest as a minimum: 

 
Institute of Economic Affairs 
Adam Smith Institute 
Civitas 
Centre for Policy Studies 
Dr Catherine Hakim, sociologist 
Michael Klein, scientific consultant & adviser 
The academics who conducted the studies cited in this memorandum 
Peter Saunders, Emeritus Professor of Sociology, Sussex University 
Glenn Wilson, Visiting Professor of Psychology, Gresham College, London 
Cristina Odone, author and journalist 
Melanie Phillips, author and journalist 
Swayne O’Pie, author 
Steve Moxon, independent researcher and author 
Campaign for Merit in Business  
 
There has been no informed debate about the effects of ‘improved’ gender diversity in 
boardrooms, nor the different attitudes of men and women to paid employment. 
Proponents of the initiative have been making their case virtually unchallenged. This has 
resulted partly from the government and its institutions drawing upon the work and 
advice of a shallow pool of ideologically-motivated academics. The development of 
knowledge requires a competition of ideas, and it requires a weighing of evidence. The 
current climate within science and politics allows for neither of these requirements with 
respect to the genders in the workplace. The limited debate has been mired in 
‘groupthink’ and governed by people who are either unable to think differently, or 
unwilling to do so, because they want to use their public dominance to their own 
advantage. If it is the goal of this Select Committee to make sound recommendations, it 
must assemble evidence which supports (or contradicts) the theories that women are 

 
 



disadvantaged in the workplace, and that ‘improved’ gender diversity on corporate 
boards leads to enhanced corporate performance.    
 

4. All the bodies which suggest a measure for an ‘improvement’ of a particular situation 
should be required to back their suggestion with theoretical reasoning and empirical 
evidence, if available. They should also be compelled to formulate a measurable 
condition which, if it is to occur, signals that whatever regulation has been taken based 
on their suggestion has failed, and therefore has to be discarded. 
 

5. An independent body should assess whether publicly-funded bodies have consulted 
sufficiently widely, and taken reasonable account of those consultations in their reports 
and proposed policies and legislation. In the event of a failure in this regard, public 
funding should be withdrawn from the bodies. 
 

6. The government should ask the CBI to engage with researchers and organisations 
arguing against ‘improving’ gender diversity on boards – including Campaign for Merit in 
Business – so as to better understand the evidence that the CBI’s current policy direction 
will harm the business sector. 

 
  

 
 



THE GENDER DIVERSITY DELUSION 
(Article published online by the IEA, 24 April 2012) 

 
For the article and associated links: 

http://www.iea.org.uk/blog/the-gender-diversity-delusion 
 
It’s frequently and confidently asserted (and inferred) by proponents of ‘improved’ gender 
diversity in the boardroom – henceforth ‘GDITB’ – that there exists a demonstrable and positive 
causal link between GDITB and improved corporate performance. What’s the evidence for such 
a link? A 2007 McKinsey report, ‘Women Matter’, is frequently cited by proponents. It’s 
available online and we find the following statement in it: 
 

The statistically significant studies show that companies with a higher proportion of 
women on their management committees are also the companies that have the best 
performance. While these studies do not demonstrate a causal link [my emphasis] they do, 
however, give us a factual snapshot that can only argue in favour of greater gender 
diversity. 

 
In 2010 David Cameron appointed the Labour peer Lord Davies of Abersoch to report on 
GDITB. The outcome was the Davies Report ‘Women on Boards’ published in February 2011. 
In the Executive Summary we find a confident reference to the McKinsey report, and then a 
clear inference of a causal relationship between GDITB and corporate performance: 
 

Evidence suggests that companies with a strong female representation at board and top 

management level perform better than those without
1 

and that gender-diverse boards 

have a positive impact on performance.
2 
 

 
1 ‘Women Matter’, McKinsey & Company, 2007 
2 

 
The report shows the superscript – 2 – at the base of the page but no reference source for the 
assertion is provided. 
 
Only two independent studies show a causal relationship between GDITB and corporate 
performance, and in both cases it’s a negative one. The first study was carried out by two 
academics at the University of Michigan, Kenneth Ahern and Amy Dittmar, and the latest draft3 
was published in May 2011. The report’s full Abstract: 

 
In 2003, a new law required that 40 percent of Norwegian firms’ directors be women – 
at the time only nine percent of directors were women. We use the pre-quota cross-
sectional variation in female board representation to instrument for exogenous changes 
to corporate boards following the quota. We find that the constraint imposed by the 
quota caused a significant drop in the stock price at the announcement of the law and a 
large decline in Tobin’s Q over the following years, consistent with the idea that firms 

 
 



choose boards to maximize value. The quota led to younger and less experienced 
boards, increases in leverage and acquisitions, and deterioration in operating 
performance, consistent with less capable boards. 

 
Proponents of GDITB have claimed that the negative effect of legislated quotas on Norwegian 
businesses reflects only the effect of inexperienced directors, rather than any gender effect. So 
what do we find when organisations voluntarily ‘improve’ GDITB, appointing more female 
directors on the grounds of perceived merit? We turn to a discussion paper prepared for 
Deutsche Bundesbank earlier this year4 titled ‘Executive board composition and bank risk 
taking’. The researchers studied German banks over 1994-2010. The report’s full Abstract: 
 

Little is known about how socio-economic characteristics of executive teams affect 
corporate governance in banking. Exploiting a unique dataset, we show how age, 
gender, and education composition of executive teams affect risk taking of financial 
institutions. First, we establish that age, gender, and education jointly affect the 
variability of bank performance. Second, we use difference-in-difference estimations 
that focus exclusively on mandatory executive retirements and find that younger 
executive teams increase risk taking, as do board changes that result in a higher proportion of 
female executives [my emphasis]. In contrast, if board changes increase the representation 
of executives holding Ph.D. degrees, risk taking declines.     

 
The British business community is, I contend, suffering from a collective delusion about 
GDITB. The multiple explanations for this delusion merit another article in themselves.    
 
3http://papers.ssrn.com/sol3/papers.cfm?abstract_id=1364470 
 

4http://www.bundesbank.de/Redaktion/EN/Downloads/Publications/Discussion_Paper_1/2012/2012_03_06_d
kp_03.pdf?__blob=publicationFile 
 
  

 
 



SOCIALISM’S TROJAN HORSE: 
‘IMPROVED’ GENDER DIVERSITY IN THE BOARDROOM 

 
(Article published by The Commentator, 23 September 2012) 

 
For the article and associated links: 

http://www.thecommentator.com/article/1503/socialism_s_trojan_horse_improved_gender_diversity_in_the_boardroom 
 
Few trends could so thoroughly undermine the very foundations of our free society as the 
acceptance by corporate officials of a social responsibility other than to make as much money for 
their stockholders as possible. 
Milton Friedman Nobel Prize-winning economist 
Capitalism and Freedom (1962) 
 
The freedom of companies to appoint directors solely on the basis of merit is a cornerstone of 
capitalism. That cornerstone is slowly but surely being removed in the name of an innocuous-
sounding initiative, ‘improved’ gender diversity in the boardroom (‘GDITB’). The British 
government continues to bully major companies into appointing more women to their boards 
with threats of legislated quotas if they don’t do so ‘voluntarily’. The following shows the 
proportion of newly-appointed FTSE100 directors who are women: 
 
2010 – 13% 
2011 – 30% 
2012 to date – 44%1      
 
The vast majority of these women are non-executive directors, the least risky appointments for 
companies. The government justifies its continuing threats of quotas by arguing that corporate 
performance will improve as a result of GDITB. An example of this viewpoint may be found in 
a recent article by Vince Cable, Business Secretary, in the Evening Standard (16 July 2012): 
 

‘Having more women on boards isn’t just good for the culture of business, it’s also good 
for business. A growing body of evidence shows clear links between diversity, financial 
performance and stock market growth. Recent research by Catalyst found that 
companies with more women on their boards outperformed rivals with a 42 per cent 
higher return in sales, 66 per cent higher return on capital and 53 per cent higher return 
on equity.’ 

 
Campaign for Merit in Business has publicly challenged Vince Cable (and many other individuals 
and organisations supporting GDITB, including David Cameron) to provide evidence of the 
causal links they claim between GDITB and enhanced performance. No evidence has ever been 
forthcoming. Proponents of GDITB – at least those with some integrity – are increasingly 
distancing themselves from claims of enhanced performance. Professor Susan Vinnicombe of 
the Cranfield International Centre for Women Leaders made the following statement to a House 
of Lords sub-committee investigating ‘Women on Boards’ on 16 July 2012: 
 

 
 



‘… there has been quite a push in the past – indeed, we ourselves have engaged in such 
research – to look at the relationship between having women on corporate boards and 
financial performance. We do not subscribe to this research. We have shared it with 
chairmen and they do not think that it makes sense. We agree that it does not make 
sense. You cannot correlate two or three women on a massive corporate board with a 
return on investment, return on equity, turnover or profits. We have dropped such 
research in the past five years and I am pleased to say that Catalyst, which claims to have 
done a ground-breaking study on this in the US, officially dropped this line of argument 
last September.’ 

 
Studies and reports cited as showing a positive causal link only show, upon close inspection, 
correlation. A more plausible explanation for that correlation is surely that companies with 
strong underlying performance can better afford social engineering initiatives such as the 
appointment of more women onto their boards. It also gives them a good public relations story. 

We would justifiably be concerned if research indicated that appointing more women onto 
boards not only failed to enhance corporate performance but impaired it, given that this would 
inevitably result in reduced corporation tax receipts for the government and reduced private 
sector employment – and reduced income tax receipts in turn. So what does the available 
research tell us? Only two independent studies show a causal link between GDITB and 
corporate performance, and in both cases the link is negative. The first study2 was carried out by 
two academics at the University of Michigan, Kenneth Ahern and Amy Dittmar, and the latest 
draft was published in May 2011. The report’s full Abstract: 

 
In 2003, a new law required that 40 percent of Norwegian firms’ directors be women – 
at the time only nine percent of directors were women. We use the pre-quota cross-
sectional variation in female board representation to instrument for exogenous changes 
to corporate boards following the quota. We find that the constraint imposed by the 
quota caused a significant drop in the stock price at the announcement of the law and a 
large decline in Tobin’s Q over the following years, consistent with the idea that firms 
choose boards to maximize value. The quota led to younger and less experienced 
boards, increases in leverage and acquisitions, and deterioration in operating 
performance, consistent with less capable boards. 
  

Proponents of GDITB have claimed that the negative effect of legislated quotas on Norwegian 
businesses reflects only the effect of inexperienced directors, rather than any gender effect. So 
what do we find when organisations voluntarily ‘improve’ GDITB, appointing more female 
directors on the grounds of perceived merit? We turn to a discussion paper prepared for 
Deutsche Bundesbank earlier this year3 titled ‘Executive board composition and bank risk 
taking’. The researchers studied German banks over 1994-2010. The report’s full Abstract: 
 

Little is known about how socio-economic characteristics of executive teams affect 
corporate governance in banking. Exploiting a unique dataset, we show how age, 
gender, and education composition of executive teams affect risk taking of financial 
institutions. First, we establish that age, gender, and education jointly affect the 
variability of bank performance. Second, we use difference-in-difference estimations 

 
 



 
 

that focus exclusively on mandatory executive retirements and find that younger 
executive teams increase risk taking, as do board changes that result in a higher proportion of 
female executives [my emphasis]. In contrast, if board changes increase the representation 
of executives holding Ph.D. degrees, risk taking declines.     

  
We have the remarkable scenario of a Conservative-led coalition bullying major companies into 
recruiting more female directors, when the independent evidence shows that the initiative will 
damage those companies. How has this sorry state of affairs come about? Supporters of GDITB 
have stifled any meaningful debate, and politicians of all parties have been complicit. A few 
examples should illustrate the point: 
 

- David Cameron appointed a Labour peer, Lord Davies of Abersoch, to report on gender 
diversity in boardrooms, knowing that Davies’s final report would inevitably argue for 
more women on boards; 

- a 2010 CBI report on gender diversity in boardrooms, ‘Room at the Top’, had 14 co-
signatories. Nine were women, and the five men – all ‘captains of industry’ – were 
already on record as supporting GDITB before the report was written; 

- you could read the minutes of all the recent House of Lords select committee meetings 
investigating ‘Women on Boards’ without finding evidence of even one of the 11 peers 
arguing against ‘improving’ the number of women on boards. The primary focus of the 
discussions was the mechanisms for doing so, in particular the advisability (or otherwise) of 
EU-legislated quotas. All the committee’s witnesses were supporters of GDITB, many of 
them professionally employed (usually at taxpayers’ expense) in the fight for GDITB.   

 
‘Improving’ gender balance in boardrooms removes the freedom of companies to appoint 
directors solely on the grounds of merit. If allowed to continue, the result will be inevitable – the 
steady decline of the business sector. Not without reason has the initiative been called socialism’s 
Trojan Horse.    
 
1 The figure for March – August 2012 is 55%. 
 
2 http://papers.ssrn.com/sol3/papers.cfm?abstract_id=1364470 
 

3http://www.bundesbank.de/Redaktion/EN/Downloads/Publications/Discussion_Paper_1/2012/2012_03_06_d
kp_03.pdf?__blob=publicationFile 
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Supplementary written evidence submitted by 
Campaign for Merit in Business 

 
 
 
‘Improving’ gender diversity on boards leads to a decline in corporate 
performance: the evidence 
 
When asked for the evidence supporting our assertion that ‘improving’ gender diversity in the 
boardroom (‘GDITB’) leads to declines in corporate performance, we respond: 
 

1. Leading proponents of GDITB no longer claim a positive causal link with enhanced 
corporate performance. Examples include EC Commissioner Viviane Reding, Professor 
Susan Vinnicombe (Cranfield) and Catalyst (the American campaigning organisation 
which was the source of a number of studies still cited by some proponents of GDITB). 
A strongly pro-GDITB report (published 9 November 2012) following a House of Lords 
inquiry into ‘Women on Boards’ concluded, ‘We did not find proven the argument that 
there is a causal link between more gender diversity on boards and stronger financial 
performance’. 

2. We’ve challenged dozens of organisations which are proponents of GDITB, and 
hundreds of individuals, to supply robust evidence of the positive link they regularly and 
confidently claim. They’ve collectively provided us with nothing. 

3. We’ve given considerable publicity to five studies showing the negative impacts of 
GDITB on corporate performance, and challenged many proponents of GDITB to 
either refute the studies, or highlight any weaknesses in them. All have failed to do so. 

 
The evidence that GDITB leads to a decline in corporate performance is overwhelming. Details of 
the five studies we cite are detailed below. The first three studies relate to the impact of the 
imposition of quotas on Norwegian companies. 
 
1. The Changing of the Boards: The Impact on Firm Valuation of Mandated Female 

Board Representation (2011) 
 
Professor Kenneth R. Ahern (University of Southern California, Marshall School of Business), 
Professor Amy K. Dittmar (University of Michigan, Stephen M. Ross School of Business).  
The paper’s full Abstract: 

  
In 2003, a new law required that 40 percent of Norwegian firms’ directors be women – at the 
time only nine percent of directors were women. We use the pre-quota cross-sectional variation 



in female board representation to instrument for exogenous changes to corporate boards 
following the quota. We find that the constraint imposed by the quota caused a significant drop 
in the stock price at the announcement of the law and a large decline in Tobin’s Q over the 
following years, consistent with the idea that firms choose boards to maximize value. The quota 
led to younger and less experienced boards, increases in leverage and acquisitions, and deterioration in operating 
performance, consistent with less capable boards [my emphasis]. 

 
Link to this paper: http://papers.ssrn.com/sol3/papers.cfm?abstract_id=1364470 
 
2. Governance and Politics: Regulating Independence and Diversity in the Board Room 

(2010) 
 

Professor Øyvind Bøhren (Norwegian School of Management), Professor R Øystein Strøm 
(Oslo and Akershus University College). The paper’s full Abstract: 
 

This paper analyses the economic rationale for board regulation in place and for introducing 
new regulation in the future. We relate the value of the firm to the use of employee directors, 
board independence, directors with multiple seats, and to gender diversity. Our evidence shows 
that the firm creates more value for its owners when the board has no employee directors, when 
its directors have strong links to other boards, and when gender diversity is low [my emphasis]. We 
find no relationship between firm performance and board independence. These characteristics 
of value-creating boards support neither popular opinion nor the current politics of corporate 
governance.  

 
Link to this paper: http://papers.ssrn.com/sol3/papers.cfm?abstract_id=1733385 
 
3. A Female Style in Corporate Leadership? Evidence from Quotas (2011) 
 
Professor David A Matsa (Northwestern University, Kellogg School of Management), Professor 
Amalia R Miller (University of Virginia). The paper’s full Abstract: 
 

This paper studies the impact of gender quotas for corporate board seats on corporate policy 
decisions. We examine the introduction of Norway’s 2006 quota, comparing affected firms to 
other Scandinavian companies, public and private, that were unaffected by the rule. Based on 
differences-in-differences and triple-difference models, we find that firms affected by the quota 
undertook fewer workforce reductions than comparison firms, increasing relative labor costs 
and employment levels and reducing short-term profits [my emphasis]. The effects are strongest 
among firms that had no female board members before the quota was introduced and present 
even for boards with older and more experienced members. The boards appear to be affecting 
corporate strategy in part by selecting like-minded executives. 

 
Link to this paper: http://papers.ssrn.com/sol3/papers.cfm?abstract_id=1636047 
 
4. Women in the Boardroom and Their Impact on Governance and Performance (2008) 
 
Professor Daniel Ferreira (London School of Economics), Renée B. Adams (University of New 
South Wales). The paper’s full Abstract: 
       

We show that female directors have a significant impact on board inputs and firm outcomes. In 
a sample of US firms, we find that female directors have better attendance records than male 



directors, male directors have fewer attendance problems the more gender-diverse the board is, 
and women are more likely to join monitoring committees. These results suggest that gender-
diverse boards allocate more effort to monitoring. Accordingly, we find that CEO turnover is 
more sensitive to stock performance and directors receive more equity-based compensation in 
firms with more gender-diverse boards. However, the average effect of gender diversity on firm 
performance is negative [my emphasis]. This negative effect is driven by companies with fewer 
takeover defences. Our results suggest that mandating gender quotas for directors can reduce 
firm value for well-governed firms.  

 
Link to this paper: http://papers.ssrn.com/sol3/papers.cfm?abstract_id=1733385 
 
5. Executive board composition and bank risk taking (2012) 

(Deutsche Bundesbank Discussion Paper, 03/2012) 
 
Professor Allen N. Berger (University of South Carolina, Wharton Financial Institutions Center 
and Tilburg University), Thomas Kick (Deutsche Bundesbank), Professor Klaus Schaeck 
(Bangor University). The researchers studied German banks over 1994-2010. The paper’s full 
Abstract: 
 

Little is known about how socio-economic characteristics of executive teams affect corporate 
governance in banking. Exploiting a unique dataset, we show how age, gender, and education 
composition of executive teams affect risk taking of financial institutions. First, we establish that 
age, gender, and education jointly affect the variability of bank performance. Second, we use 
difference-in-difference estimations that focus exclusively on mandatory executive retirements 
and find that younger executive teams increase risk taking, as do board changes that result in a higher 
proportion of female executives [my emphasis]. In contrast, if board changes increase the 
representation of executives holding Ph.D. degrees, risk taking declines.     

 
Link to this paper: 
 
http://www.bundesbank.de/Redaktion/EN/Downloads/Publications/Discussion_Paper_1/2012/2012_03_06_dk
p_03.pdf?__blob=publicationFile 
 
11 November 2012 
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Written evidence submitted by Catalyst 

 

 
Catalyst appreciates the opportunity to submit written evidence to the UK’s House of 
Commons Business, Innovation and Skills Committee regarding its inquiry on women 
in the workplace. Our organization is the leading nonprofit research organization 
expanding opportunities for women and business. With offices in Europe, the United 
States, Canada, and India, and more than 500 preeminent corporations as members, 
Catalyst is the trusted resource for research, information, and advice about women at 
work. 
 
Given Catalyst’s extensive background and work in these areas, we have provided 
comments in response to the following questions: 
 
• How should the gender stereotyping prevalent in particular occupations, for 
example in engineering, banking, construction, and the beauty industry, be 
tackled? 
 
• Why are there still so few women in senior positions on boards, and what are 
the benefits of having a greater number? 
 
At Catalyst, we believe that gender stereotyping is one of the most persistent and 
pernicious obstacles to women’s advancement in the workplace. Because 
stereotypes create an invisible barrier, they are often difficult to combat or even 
detect. In our 50-year history we have discovered and documented previously 
unrecognized examples of gender stereotyping, including but not limited to the 
following:  

1. The misconception that men and women should behave in ways that are 
gender-consistent. The prescriptive nature of gender stereotypes prevents 
change by making it difficult for women and men to counter certain norms 
for fear of social judgment and/or rejection, e.g.: 
a. Women in the workplace are often viewed as either too tough or too 

soft, but rarely just right. 
b. Women are expected to perform at a higher level than their male 

counterparts—and for lower rewards. 
c. Women are often seen as competent but unlikable, or likable but 

incompetent; they are rarely perceived as both good at their jobs and 
pleasant to work with.i  
 

 



 
 

2. Perpetuation of inaccurate assumptions about what a successful leader 
“looks like.” 

3. Talent management systems and company practices which often 
unconsciously reward traits more commonly associated with men and 
devalue those commonly associated with women.  

4. Furthermore, Catalyst has found that gender stereotyping varies by region 
and cultural context. Global companies must bear these differences in 
mind when identifying leadership potential and developing employees 
across regions: 
a. Catalyst research shows that in most Western European and North 

American cultures, male leaders perceive that women do not possess 
the most highly valued leadership traits but are proficient in 
demonstrating less valued leadership behaviors.ii  

Catalyst recommends that organizations interested in counteracting systemic gender 
biases do the following: 

5. Educate leaders about how stereotypes can negatively influence job 
assignments and performance appraisals. 

6.  Examine current talent management systems for the presence of gender-
stereotypic language and expectations. 

7. Develop programs that target the needs of each business unit while taking 
into account the various forms gender stereotyping can take. 

8. Train employees at all levels to recognize effective gender-neutral 
leadership characteristics. 

9. Create opportunities for senior leaders and employees to engage in talent 
management dialogues. 

10. Review best practices from other companies and create strategies that 
increase development and advancement opportunities for women. 

As for women on boards, Catalyst believes that the number of women board 
members remains low in part due to the persistence of the kind of gender 
stereotyping identified above. We also believe that the Committee on Business, 
Innovation and Skills should and must promote gender diversity on boards, for the 
reasons outlined below:  
 
The business case for gender diversity on boards is stronger than ever. Our 
research suggests that gender diversity leads to diversity of thought, generates 
innovative ideas, and increases board efficacy and corporate competitiveness.  
 
Catalyst has studied the relationship between the representation of women on 
corporate boards and corporate financial performance. Our research on Fortune 500 
companies finds a clear and positive correlation between women board directors and 
enhanced corporate financial performance, particularly when a company sustains its 
commitment to gender diversity over time: 

 

 



 
 

 

 

11. Companies with the highest percentages of women board directors, on 
average, outperformed those with the lowest. 

12. Companies that sustained board gender diversity (3 or more women in at 
least 4 of 5 years) outperformed those with non-gender diverse boards by 
a wide margin: their return on sales was 84% higher; return on invested 
capital was 60% higher; and return on equity was 46% higher.iii 

Gender diversity on corporate boards is good for companies, and it’s good 
for society. 

13. Diverse boards can provide more than just financial benefits. Our research 
demonstrates a positive correlation between women board directors and 
the gender diversity of a company’s senior leadership team—there is a 
predictive link between a company having more women board directors 
and that same company having more women executive officers, five years 
later. And our research shows that advancing more women to senior 
leadership roles benefits everyone.iv 

14. Gender and Corporate Social Responsibility: It’s a Matter of Sustainability, 
a study Catalyst conducted with researchers from Harvard Business 
School, found that companies with more women board members and 
executive officers are, on average, more committed to practicing corporate 
social responsibility and tend to create higher-quality programs in service 
to that goal.  

15. According to our research, in 2007, companies with gender-diverse boards 
made annual corporate donations 28 times higher than those without. A 
company’s annual philanthropic giving increased by $2.3 million for each 
additional woman board member.v 

Leaders of diverse backgrounds bring different and fresh perspectives, foster 
innovation and creativity, and ensure independence of thought, which is a 
crucial characteristic of good governance. Gender diversity in a company’s 
boardroom can signal to employees that the company’s leadership is 
inclusive and respectful of differences among its employees and customers, 
as well as its shareholders and investors.vi  
 
For all of the reasons above, Catalyst believes that by eliminating gender 
stereotyping and cultivating gender-diverse boards, companies will be able to 
compete more effectively in today’s increasingly complex global marketplace. 
 
We appreciate the opportunity to provide written comments on these pressing 
matters and we hope you will contact us with any further questions. We would be 
happy to submit further documentation in support of the above claims should the 
Committee wish to review it.  
 
20 December 2012 
 



 
 

 

 

                                                      

 

i The Double Bind Dilemma. http://catalyst.org/knowledge/double-bind-dilemma-women-
leadership-damned-if-you-do-doomed-if-you-don%E2%80%99t-0   

ii Catalyst, Different Cultures, Similar Realities: Stereotyping of Western European Business 
Leaders. http://catalyst.org/knowledge/different-cultures-similar-perceptions-stereotyping-
western-european-business-leaders  

iii The Bottom Line. http://catalyst.org/knowledge/bottom-line  

iv Catalyst, Advancing Women Leaders: The Connection between Women Board Directors and 
Women Corporate Officers. http://catalyst.org/knowledge/advancing-women-leaders-
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Written evidence submitted by the Chartered Management Institute 

 
 
 
Introduction 
 
The Chartered Management Institute (CMI) welcomes the opportunity to submit evidence to the Business, 
Innovation and Skills Committee in its inquiry into Women in the Workplace. CMI is the UK’s only 
chartered professional body for management and leadership. With over 90,000 members across the UK 
at all management levels and sectors, we are dedicated to promoting the highest standards in 
management and leadership excellence. 
 
CMI believes that while progress has been made, issues persist regarding both pay and career 
progression for women. More needs to be done to change corporate cultures and we agree more 
transparency would help encourage the worst offenders to take action. Research shows that companies 
who embrace gender diversity and have one or more women on their board perform better compared to 
those who do not. However, for lasting progress to be made, efforts should not focus solely at the board 
level, but also on creating a strong talent pipeline of women at all levels in the workplace. Ann Francke, 
Chief Executive of CMI, has warned that “A lot of businesses have been focused on getting more women 
on boards but we’ve still got a lot to do on equal pay and equal representation in top executive roles. 
Women make up almost three out of four at the bottom of the ladder but only one out of four at the top.” 
 
Managers have a significant role to play in helping combat unequal pay and representation, whether it be 
through effectively implementing flexible working or through supporting those at junior levels to help them 
progress through the talent pipeline. The latter is particularly pertinent in industries where strong gender 
stereotypes still prevail, such as engineering or construction. 
 
CMI supporting women in management 
 
CMI actively supports women in management and leadership, with 32 per cent of our membership being 
female. This is proportionate with UKCES data showing that 32 per cent of positions in the managers, 
directors and senior officials occupational group are held by women1. However for both members under 
30, and members registered within the 12 months up to November 2012, the percentage that are women 
is over 35, showing that the proportion of women in CMI’s membership will continue to rise. 
 
A number of CMI initiatives work towards this agenda, including the Women in Management (WiM) 
Network. The WiM Network works nationally to help address key challenges currently affecting women 
managers, including opening up opportunities for career progression. As well as offering a supportive 
environment for managers at all levels and in all sectors, it provides impartial career advice and a wide 
range of networking opportunities. 
 
CMI has also grouped together practical resources and support for women, available at 
www.managers.org.uk/paygap. The toolkit contains advice for women on issues including mentoring and 
coaching, implementing flexible working hours and, critically, how to develop skills to improve your 
negotiation skills in business. 
 

                                            
1 Wilson, R.A., Homenidou, K., (2012) Working Futures 2010-2020, The UK Commission for Employment and Skills 
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CMI works to promote the debate among managers about gender issues, for example through the 
National Management Salary Survey, with Xpert HR. Ann Francke, CEO, and Petra Wilton, Director of 
Strategy and External Relations, have both appeared on Sky News to highlight the issues. An event was 
also held in partnership with the WiM Network on 7 November on the ‘Women in Management’ debate at 
the Institute of Engineering and Technology, with over 200 guests in attendance. 
 
We would be happy to discuss these initiatives in more detail with the Committee and how, as a 
professional body, we may be able to further promote the adoption of good practice among our 
membership. 
 
1. Gender pay gap 

 
1.1 Evidence 
 
In November, CMI released data on the gender pay gap that was collected through the National 
Management Salary Survey (NMSS)2, by XpertHR. The unique survey, now in its 39th year, covered the 
period between August 2011 and August 2012, with data collected from 38,843 employees working in 
executive positions in UK organisations, through from junior levels to those on the board. 
 
The figures reveal the average female executive suffers a lifetime earnings gap of £423,390 when 
compared to a male worker with a similar career path. The average male in an executive role earned a 
basic salary of £40,325 over the 12 months to August 2012, compared to £30,265 for a female in the 
same type of role. Although female junior executives earn marginally more (£363) than males at junior 
levels for the second year running (£21,491 compared to £21,128), the gender pay gap remains 
substantial at the opposite end of the executive career ladder. Female directors earn an average basic 
salary of £127,257 – £14,689 less than the male director average of £141,946.  
 
The figures also show that the gap extends to annual rewards. Women receive less than half of what men 
are awarded in monetary terms – the average bonus for a male executive was £7,496, compared to 
£3,726 for a female executive. This picture gets worse as women and men progress in their careers with 
50 per cent of males at director level receiving bonuses compared to 36 per cent of females. At £65,000, 
the average bonus paid to a male director was £7,000 more than that awarded to a female director. 
 
Data taken from the NMSS in previous years shows the impact of the recession on both employment 
levels and salaries for managers by gender. 
 

 2012 2011 2010 2009 2008 2007 2006 2005 
Female 3.1 2.4 2.8 4.9 3.2 5.1 5.3 5.4 

Male 3.0 2.1 2.3 4.9 3.8 4.5 5.4 4.7 
Table 1 Increase in salary (%) by year, National Management Salary Survey – XpertHR/CMI 
 
As Table 1 shows, women have experienced a greater rate of salary increase than men in most years 
since 2005. However, smaller increases in recent years seem to have slowed the rate at which the pay 
gap is closing.   
 
1.2 Policy recommendations 
 
Requiring all companies to publish pay data in the effort of reducing inequality could create an 
unnecessary burden on businesses. However, we feel that those companies found to have transgressed 
should be required to publish aggregated pay data at all levels within the business. By doing this, those 
organisations that are perpetuating inequality can be pressured into acting. 
 

                                            
2 (2012) National Management Salary Survey, Chartered Management Institute & Xpert HR 
 

 
 



We support the enabling of tribunals to order pay audits of firms found guilty of fuelling the pay gap, as 
outlined by Minister for Women and Equalities Jo Swinson: 

 
"We have implemented measures in the Equality Act to make pay secrecy clauses unlawful and 
we are taking through legislation which would give tribunals power to order that employers 
conduct a pay audit where they have been found to discriminate over pay." 

 
We believe that the transparency required of the public sector in terms of requirements to publish senior 
management salaries is a useful example. This greater openness about pay levels alongside more 
structured pay bands appears to have gone a long way towards redressing pay inequalities on the basis 
of gender. NMSS data for different sectors shows that the public sector is found to have the lowest 
average salary difference, at £5,813, compared to gaps of £20,125 in IT and £11,005 in manufacturing at 
the other end of the scale. In addition, at the Function Head level the gender gap is under £500 in basic 
salary, compared to £22,404 for IT. 
 
2. Women in management 
 
2.1 Employment levels 
 
The UKCES report, Working Futures 2010-20203, provides data and future projections on the workforce, 
split by gender and occupation. While female representation in the overall workforce stands at just over 
47 per cent, this proportion falls to 32 per cent in the managers, directors and senior officials category. 
Furthermore, the report states that men will “get the lion’s share of jobs” from future growth in this 
category. 
 
The NMSS data shows that women are under-represented at senior levels despite better representation 
at junior management levels.4 It is positive that at the junior level, 69 per cent of the executive workforce 
is now female. However, a much smaller percentage have made it into top roles – just 40 per cent of 
department heads are female and only one in four chief executives (24 per cent). This shows the problem 
is not getting women into the workforce or junior management roles, but ensuring these women are 
supported through their careers to senior positions. 
 
The recent resignations of two of the very few female CEOs in the FTSE 100 are a reminder of the 
continued under-representation of women in the UK's top businesses. As the Women on Boards 2012 
report showed, while there has been significant progress, only 15.6 per cent of all directorships in the 
FTSE 100 are held by women5. We very much welcome and support continued monitoring and reporting 
of this area as one indicator of women's status in the workplace, but it should not be the only measure 
debated: as our data suggests, the issue of women's progression to senior management roles extends 
well beyond the FTSE 100.    
 
2.2 Female job security 
 
Labour turnover data collected in the NMSS shows that more women than men fell foul of job cuts in the 
12 month period between August 2011 and August 2012: 4.3 per cent of female executives were made 
redundant compared to 3.2 per cent of male executives. This difference in redundancies grows as women 
move up the ranks: twice as many female directors were made redundant as male directors (7.4 per cent 
compared to 3.1 per cent).  
 
The number of women made redundant has almost doubled from the 2011 figure of 2.2 per cent, 
mirroring the trend in 2008, when redundancies rose from 1.9 per cent to 3.4 per cent in the space of 12 
months.  

                                            
3 Wilson, R.A., Homenidou, K., (2012) Working Futures 2010-2020, The UK Commission for Employment and Skills 
4 (2012) National Management Salary Survey, Chartered Management Institute & Xpert HR 
5 Lord Davies of Abersoch CBE, (2012) Women on Boards March 2012 
 

 
 



 
 2012 2011 2010 2009 2008 2007 2006 2005 

Female 4.3 2.2 4.5 1.3 3.4 1.9 1.4 2.9 
Male 3.2 2.2 3.0 1.3 2.7 1.1 1.5 2.2 
Total 3.8 2.2 3.6 1.3 3.0 1.4 1.4 2.4 

Table 2 Redundancies (%) by year, National Management Salary Survey – XpertHR/CMI 
 
In contrast to redundancy figures, more men than women left their jobs of their own volition – 14.2 per 
cent of men resigned from positions in the 12-month period compared to 12.2 per cent of women.  
 

 2012 2011 2010 2009 2008 2007 2006 2005 
Female 12.2 4.2 5.6 4.3 7.2 7.8 4.0 3.9 

Male 14.2 3.6 4.1 4.8 5.9 6.4 5.7 2.5 
Total 13.1 3.9 4.7 4.5 6.5 7.0 4.6 3.0 

Table 3 Resignations (%) by year, National Management Salary Survey – XpertHR/CMI 
 
This also reflects findings from CMI’s latest Economic Outlook report6, which found a stark contrast 
between men and women in their perceptions of job security. Sixty-one per cent of female managers 
reported feeling insecure in their job compared to only 40 per cent of men. It is concerning that the NMSS 
data suggests this may have a real grounding in reality and is not just a product of male 'bullishness' 
about their prospects. 
 
2.3 Aspiration gap 
 
Findings from CMI’s research report, Management Recruitment: understanding routes to greater 
diversity7, showed noticeable differences in the career aspirations held by male and female managers. 
The report surveyed 1,398 managers and examined recruitment trends among female, ethnic minority 
and disabled managers with the aim of informing ways of attracting more diverse talent in the workplace. 
 
Asked about their long-term goals, higher proportions of male managers said that they would like to 
become a CEO (31 per cent compared with 21 per cent for female managers); a board director (30 per 
cent compared with 20 per cent); or a non-executive director (23 per cent compared with 17 per cent). 
Men were also more likely than women to be actively looking for a more senior managerial position (60 
per cent compared to 49 per cent). Women also seemed more likely than males to mention downshifting 
for their long-term ambition (15 per cent compared with 11 per cent). 
 
These differences in long-term aspirations were striking when compared to relatively small differences in 
ambitions for the next three years. Male respondents were more likely to see themselves being promoted 
within their current organisation (41 per cent compared to 39 per cent) or setting up their own businesses 
(20 per cent compared to 15 per cent). In contrast, a higher percentage of women saw themselves in a 
similar position either in their current or another organisation (13 per cent compared to 11 per cent). In 
addition, more women than men saw themselves switching to part-time work (7 per cent compared to 4 
per cent). 
 
2.4 Modern Workplaces 
 
CMI recently welcomed the Government's decisions to extend the right to request flexible working to all 
employees and reform the rules on parental leave.  
 

                                            
6 Woodman, P., (2012) Economic Outlook Issue 7, Chartered Management Institute 
7 Wilton, P., (2008) Management Recruitment: understanding routes to greater diversity, The Chartered Management Institute 
 

 
 



Flexible working can have huge benefits for employers and employees alike, which is why CMI’s 
members have consistently supported the extension of the right to request by around two to one.8 In 
addition, around one in five female managers (22 per cent) cite family commitments as a barrier to 
progression, while they are also more likely than men to mention ‘work-life balance’ when asked what 
would attract them to a new job.9 CMI’s annual Future Forecast report surveys our members on their 
preferred policy options for the year ahead. Sixty-two per cent of respondents supported extending the 
right to flexible working10, however this rises to seventy-five per cent when looking at female respondents, 
although it only ranked tenth for male managers (59 per cent in favour). Despite this difference, the 
figures clearly show this is a popular measure among managers. 
 
Our research also shows that people are both working harder and putting in longer hours since the 
recession. It is therefore no surprise that the most popular employee benefits are those which give people 
more control over their time.11 Flexible working is highly valued by staff and can make a real difference to 
their lives. As a result it generates a lot of goodwill and enthusiasm for the company. That alone is of huge 
benefit to employers.  
 
We would emphasise that managers have a pivotal role to play in making flexible working a success – as, 
for example, noted by the recent report from the Recruitment and Employment Confederation’s (REC) 
Flexible Work Commission12. To get the most from flexible working, managers must be able to manage 
based on results and not hours spent at a desk. However, with at most one in five managers thought to 
have had had formal management training or development, too many are still unprepared to contemplate 
offering more flexibility, not only to meet individual employees' needs, but also to get the most out of their 
teams and ultimately to support growth. 
 
We also welcome the reform of parental leave that will allow both parents to share up to a year’s leave to 
look after their new-born children. This will enable real cultural change around parenting and women’s 
participation in the workforce, which offers benefits for employers and the chance to help combat the 
under-representation of women at senior management levels. Similar to flexible working, reforms to 
parental leave are popular among managers; supported by 72 per cent of women and 60 per cent of 
men.13 
 
2.5 Development Routes 
 
Findings from a CMI report in February, The Business Benefits of Management and Leadership 
Development14, showed that women reported different types of development as being most effective 
compared to their male counterparts.  
 
Rank Females Males 

1 Business school qualification Business school qualification 
2 Professional bodies’ qualification Chartered Manager 
3 Coaching by line manager Management Apprenticeship 
4 Management/leadership programme Professional bodies’ qualification 
5 Coaching by external practitioner Short course on management/leadership 

Table 4 Top 5 development activities by gender15 
 

                                            
8 Musgrave, B. & Woodman, P., (2012) Future Forecast: Expectations for 2013, Chartered Management Institute 
9 Wilton, P., (2008) Management Recruitment: understanding routes to greater diversity, Chartered Management Institute 
10 Woodman, P., (2012) Future Forecast: Expectations for 2013, Chartered Management Institute Musgrave, B. & 
11 Cooper, C. & Worrall, L., (2012) The Quality of Working Life 2012, Chartered Management Institute & SimplyHealth 
12 (2012) REC Flexible Work Commission Report, Recruitment & Employment Confederation 
13 Musgrave, B. & Woodman, P., (2012) Future Forecast: Expectations for 2013, Chartered Management Institute 
 
14 McBain, R. & Ghobadian, A., (2012) The Business Benefits of Management and Leadership Development, Chartered 
Management Institute & Penna 
15 McBain, R. & Ghobadian, A., (2012) The Business Benefits of Management and Leadership Development, Chartered 
Management Institute & Penna 

 
 



When asked to rank the effectiveness of different Management and Leadership Development (MLD) 
activities, coaching – either by the line manager or external practitioners – appears in the top five most 
effective types of MLD for women but not for men. While both groups rank Professional bodies’ and 
business school qualifications in the top five, overall men appear to favour more formal activities, such as 
achieving Chartered Manager, management apprenticeships and short courses on 
management/leadership. 
 
To support mentoring for women, Women in Management (WiM) has recently developed a programme 
called Horizons. Designed to provide support, guidance and encouragement to members, based on the 
knowledge, life and experience of their fellow members, it provides a two way learning experience for 
both the mentor and mentee. It was launched in 2011 and has so far delivered mentoring for 60 pairs of 
mentees and voluntary mentors. Pairs are matched according to their needs, skills, experience and 
strengths, and undertake a one day induction which includes training on how to get the best from the 
Mentoring relationship, what makes a good mentor and how to be a good mentee. It is at this session that 
mentors/mentees are introduced to their partner, conduct their first session together and set the boundary 
for their relationship.  The mentoring relationship runs for a six month period ending with a celebration 
and evaluation event. 
 
2.6 Policy recommendations 
 
Just as we support greater transparency to help close the gender pay gap, we also urge the Government 
to address the issues of women's career progression by requiring greater transparency from employers 
about the level of female representation at different management levels. This would make sure 
organisations are not solely focussing on pay but also on giving female managers the opportunity to 
progress to more senior levels, ensuring there is a strong 'talent pipeline'. Introducing a requirement for 
companies to report on gender diversity at senior management level was strongly supported, particularly 
by female managers, in a recent survey of CMI members, with 76 per cent of women in favour16. While 
male managers were less uniformly supportive (50 per cent in favour), it is clear that overall opinion is in 
support of representation transparency. 
 
However, the issue is unlikely to be fully resolved through legislation alone. Employers need to take 
action to change corporate cultures and promote development opportunities such as mentoring and 
qualifications, which have been proven to be highly successful in helping women build the confidence and 
skills needed to realise their potential. 
 
However, we welcome the recent news that the EU Commission has opted against the introduction of 
quotas for the number of women on company boards in large organisations. While we agree the under-
representation of women in British boardrooms needs urgent attention, women managers want 
opportunities based on merit, not legal requirements. Our most recent poll of CMI members to address 
the area found that a small majority – 55 per cent – are opposed to mandatory quotas for women on 
boards. 
 
CMI therefore supports the EU Commission and the work of Lord Davies in improving the representation 
of women in the boardroom. We also support the recommendations in the ‘Think, Act, Report’ framework 
from the Government equalities office, towards reporting on gender equality in organisations, including on 
the gender pay gap. 
 
2.6.1 Developing girls' management skills 
 
Although the Committee is focused on women in the workplace, we strongly believe that increasing the 
representation of women in management positions also requires a focus on developing the skills and 
aspirations of girls at a younger age, which may help translate girls' academic success into better career 

                                            
16 Musgrave, B. & Woodman, P., (2012) Future Forecast: Expectations for 2013, Chartered Management Institute 
 

 
 



 
 

                                           

outcomes. CMI is increasingly active in working with schools to provide opportunities to develop young 
people's management and leadership skills. 
 
The need to develop management and leadership skills at an early age was highlighted by Lord Heseltine 
in his recent report, ‘No Stone Unturned in Pursuit of Growth’. We support his recommendation that this 
should be integrated into the education and skills system at every level, giving individuals opportunities to 
develop their management and leadership capabilities early on in life.17 
 
To that end, CMI launched Campus CMI in March 2011, a voluntary programme that helps build 
management and leadership skills in 14-21 year olds. Campus CMI helps to inspire young people, create 
confidence in their abilities and provide early recognition of their management and leadership skills. 
These skills are vital to ensure that pupils are well equipped for the future world of work. 
 
We hope that the Government will act on Lord Heseltine's recommendation and that it will also encourage 
more businesses to work with their local schools: not only because of the benefits of equipping young 
people with management and leadership skills, but because we believe it will help to develop young 
women's confidence and increase young women's understanding of the opportunities that exist in the 
world of work. We believe this will help translate the high performance of girls, particularly in technical 
subjects, into increased representation in industries where gender stereotyping still persists.  
 
20 December 2012 

 
17 Heseltine, Rt Hon., (2012) No Stone Unturned in Pursuit of Growth 
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Written evidence jointly submitted by Computershare Voucher Services, 
Edenred, Grass Roots Group and Sodexo Motivation Solutions 

 
 
Executive Summary: 
 
– This submission is made on behalf of the four largest providers of childcare vouchers in the 

UK: 
o Computershare Voucher Services, Edenred, Grass Roots Group and Sodexo 

Motivation Solutions. 
– Our comments are focussed on issues pertaining to childcare, and how improving the access 

and affordability of formal childcare can help reduce gender inequalities in the workplace.  
– Childcare remains an enormous obstacle for women, who typically share the greater burden of 

caring responsibilities.    
– The submission argues for the extension, promotion and enhancement of the childcare 

voucher scheme, so as to best aid women in their chosen careers.  
– We make clear the negative impact of an increasing affordability gap in the childcare market, 

and how this is dissuading women from either seeking employment or furthering their 
opportunities. 

– The submission demonstrates how greater promotion of the childcare voucher scheme would 
encourage women to re-enter the workplace, and how extending the parameters of the scheme 
to the self-employed could foster increased economic activity and entrepreneurship amongst 
women.  

– We recommend the Committee calls on Her Majesty’s Treasury, the Department for Education 
and the Department for Work and Pensions to adopt the recommendations for enhancing the 
childcare voucher scheme that we outline in this submission.  

 
1. Introduction to childcare vouchers: 
– Childcare vouchers are a salary-sacrificed employee benefit, enabling working parents to 

sacrifice up to £55 per week (for basic tax rate payers) towards the cost of their childcare.  
– For the average two-parent working family, childcare vouchers can help provide support with 

the cost of childcare worth up to £1,800 per annum. 
– Currently, approximately 550,000 individuals are benefitting from the scheme’s support.  
– The scheme operates within a closed-loop mechanism, meaning the amount sacrificed by the 

employee can only be spent on childcare facilities registered with Ofsted, or the equivalent 
organisations in Northern Ireland, Scotland and Wales. 

– This closed-loop mechanism ensures that children receive high quality care and education, 
supporting early childhood development. 

– The support from childcare vouchers can be used at all Ofsted registered breakfast clubs, after 
school clubs or holiday camps, supporting working parents with wrap-around childcare.  

 
2. The Gender Equality Duty and the Equality Act: 
– Although childcare voucher providers welcome any initiatives that are aimed at reducing 

gender inequalities in the workplace, we believe more can be done to address the social 
barriers that prevent women from achieving career parity. 

– We believe underlying issues, such as the cost and inaccessibility of childcare, exacerbate 
gender-related workplace disparities.  

– Typically, women shoulder the greatest caring responsibilities in their household.  



 
 

                                                           

– Consequently, as mothers spend more time out of the labour market than men and other 
women without children, they cannot accumulate the same level of experience and therefore 
have restricted employment opportunities.1 

– If these mothers have ease of access to high quality, affordable childcare, these obstacles may 
be mitigated, and a return to work made more attractive. 

– Similarly, although working mothers may be able to take advantage of schemes such as 
childcare vouchers, there is a widening affordability gap that is weakening the positive impact 
that these schemes can have on women and their employment opportunities. 

– For instance, with childcare vouchers, the maximum sacrifice for basic tax rate paying parents 
is £55, a number that has remained static since 2006. 

– We propose raising this figure, as childcare costs have risen by an average of 5% year-on-year 
since 2005 (the year the scheme was initiated). 

– If this were implemented, basic tax rate paying parents would be able to sacrifice £73 from their 
weekly salary, an amount we believe would have a greater impact on women’s access to high-
quality childcare. By improving the impact childcare vouchers can have, Government will be 
improving the appeal of returning to work after having children.       

– We believe Government could do more to reduce the financial burden and accessibility of 
childcare, thus enabling women to re-enter the workforce and improving workplace gender 
composition.  

 
3. Impact of the current economic crisis: 
– The current economic crisis has had an adverse impact on both male and female employment 

and wage levels.  
– However, there are a number of reasons why the on-going crisis impacts women differently 

than it does men. 
– Firstly, women are more commonly employed in part-time roles, often as a result of their child-

caring commitments, and are therefore vulnerable to changes in the economic climate.  
– Secondly, as a result of caring responsiblities, some women are less flexible in what jobs they 

can take on, and are therefore disadvantaged in an increasingly competitive employment 
market. 

– Moreover, research commissioned by the Equality and Human Rights Commission found that 
from previous recessions, evidence suggests that “women with childcare responsibilities were 
often at a greater disadvantage than either men or other women in continuous employment, 
due to restricted internal labour markets and employer perceptions of unreliability and 
flexibility.”2  

– According to recent research by the Centre for the Modern Family, women (48%) are more 
likely than men (32%) to say that the biggest challenge they face is financial.3  

– Recent research by the Joseph Rowntree Foundation shows this squeeze is a result of the 
rising costs of childcare and transport, as well as cuts to family tax credits.4   

– The difficulty of entering the employment market, compounded by wage freezes and the 
increasing cost of childcare, means women are being dissuaded from seeking jobs after 
starting a family.  

– Companies therefore need to place greater emphasis on offering employee benefits to 
increase retention rates, and ensure that women are encourage to - and indeed not dissuaded 
from – returning to the workforce. 

– By promoting the childcare voucher scheme, and ensuring relevant bodies and industries are 
kept well informed of its benefits, Government can ensure women are made aware of the 
support which can improve their work-life balance, and lessen the impact of the current 
financial crisis.  

– One way of increasing awareness of the scheme would be to require employers to offer 
childcare vouchers to their employees who have children. Given the minimal administration of 
childcare vouchers and the cost neutrality of the scheme for employers, this would be a simple 

 
1 Social Market Fund  ‘ A Better Beginning: Easing the cost of childcare’ 
2 Equality and Human Rights Commission  ‘The equality impacts of the current recession’ 
3 The Centre for the Modern Family  ‘Family Resilience’  
4 Joseph Rowntree Foundation  ‘A Minimum Income Standard for the UK in 2012’ 

http://www.equalityhumanrights.com/uploaded_files/research/47_the_equality_impacts_of_the_current_recession.pdf
http://www.centreformodernfamily.com/Portals/0/Images/pdfs/SW_Report_Resilience_SP.pdf
http://www.jrf.org.uk/sites/files/jrf/minimum-income-standards-2012-full.pdf


 
 

                                                           

change which would provide a significant support to working parents, and especially employed 
mothers. 

– Finally, the coalition Government has asserted that economic recovery should be led by private 
sector growth.  

– One way of achieving this is by encouraging innovation and enterprise through the promotion 
of entrepreneurship. 

– However, although women make up 46% of the economically active population5, they comprise 
only 26% of those who are self-employed6. 

– We believe a culmination of factors, including the cost of childcare, are inhibiting women from 
pursuing their entrepreneurial ambitions.  

– Government could help alleviate the problem, and thus encourage this untapped economic 
potential, by ensuring that self-employed persons have the same access to employee benefits 
that others have. 

– Currently, the childcare vouchers scheme does not support self-employed parents. 
– The childcare voucher providers recommend that, by adapting the current employee model, 

Government could easily extend the scheme to self-employed mothers and fathers.  
– This would ensure that self-employed women are not disadvantaged by their entrepreneurial 

ambitions, and would ensure fair access to childcare support.    
 
4. Conclusions and Recommendations: 
– In conclusion, childcare voucher providers support the Government’s desire to reduce gender 

inequalities in the workplace. However, we believe that the increasing cost of childcare and a 
lack of accessibility to high quality care remain barriers to women seeking to return to work 
after starting a family.  

 
– By enhancing schemes such as childcare vouchers, Government could mitigate some of the 

obstacles that women face when re-entering the workforce. For instance, by raising the salary-
sacrifice limit for childcare vouchers; making the scheme compulsory for employers to offer; 
and extending the initiative to self-employed parents, Government could help ensure women 
have access to the high-quality childcare the need to enter the employment market.  

 
– The childcare voucher providers would be delighted to provide more information about the 

scheme should that be required, and to provide spokespeople to submit oral evidence to a 
subsequent hearing of the Committee. 
 

3 October 2012 
 

 
5 BIS   
6 Prof. Susan Marlow, Professor of Small Business and Enterprise, De Montfort University, in Women and 
entrepreneurship, Talent Engagement Review (Vol 1, Issue 4, Summer 2011)   

http://www.bis.gov.uk/assets/biscore/enterprise/docs/b/11-515-bigger-better-business-helping-small-firms
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Written evidence submitted by Clydesdale Bank PLC 

 
 
 
Gender Breakdown 
 
Across the bank as a whole, we employ almost nine and a half thousand people.  
The majority (62%) of these are women. 
 
For our middle management population, the gender split is 56% men to 44% women. 
 
In 2010, on International Women’s Day, te National Austrail Bank (of which we are 
part) set a target of having women in 33% of its top three levels of management by 
2015. 
 
In the UK, we are approaching that target and currently one in four people in our top 
three management layers are women. 
 
We do not operate quotas, but we have aspirational targets and our progress against 
them is monitored annually. 
 
Our Group CEO personally chairs our Group Diversity Forum which tracks progress 
in meeting the target. 
 
 
Talent Development Programme 
 
To help support the career progression of women in the bank, we operate a Talent 
Development programme and women make up a minimum of 50% of its participants. 
 
We operate a networking group specifically for women and a range of Women’s 
Business Forum events, including the Pearls Programme.  We have a formal 
mentoring programme for pre-management grade women and at its peak over 800 
women were members. Benefits include boosting confidence in their ability, provides 
career coaching and personal or professional development.  

 
Flexible working 
 

We offer part time, term time, job share, working from home, different start and finish 
times - all of these are great for women at different stages in their lives. 

Ability to request flexibility for all introduced in 2006. 

No requirement for the employee to be a carer or parent. 



Family Friendly Policies 
 

Maternity and Adoption –  Our policy is enhanced to pay 12 weeks at full pay 
followed by 6 weeks at half pay and the remaining 21 weeks at SMP rate. 

Life Event Leave – supports every employee and could be used for graduation, 
moving house, getting married, child’s first day at primary school etc.; ensures that 3 
days are paid for domestic emergencies with the possibility of unpaid leave 
afterwards or use the 2 days planned  

Fertility Leave – 10 days paid leave for treatment and appointments 

Career Break – up to 2 years; employee has to effectively resign from post with a 
break in service but when they wish to return we will do our best to source a role.  If 
this is not available the former employee will be entitled to a severance payment.     

 
Returning From Maternity Leave 
 

Baby Gurus – This interactive workshop focuses on assisting women to make a 
smooth transition back to the workplace following maternity leave.   

Childcare vouchers – implemented years ago, tax efficient scheme for registered 
childcare arrangements only  

Phased return – mandatory for the woman to take up, benefits for individual and 
business   

Encouraging keep in touch days – beneficial for the individual and the business, 
ensures women are aware of changes either to team, people leader, processes etc; 
feel included in decisions; do not feel isolate; their workstation is ready etc    

Our maternity leave return rate was low between 60-70% but has been steadily 
maintained at over 80%. 

3 December 2012 
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Written evidence submitted by 
Dr Hazel Conley, Queen Mary, University of London, 
Dr Susan Durbin, University of the West of England, 

Professor Sian Moore, University of the West of England and 
Dr Tessa Wright, Queen Mary, University of London 

 

Executive Summary 

• The Gender Equality Duty was more comprehensive in its approach to women’s equality 
than the EqA 2010 

• It would be another backwards step to further weaken the public sector equality duty 
• Including equality provisions in all public sector procurement would be an effective way of 

improving gender equality in both public and private sectors 
• The equal pay reporting provisions in the EqA 2010 should be implemented in full 
• There is growing and worrying evidence that low paid women are bearing the brunt of 

austerity measures in the UK 
• Some good work on breaking down gendered segregation was undertaken during the 

Olympics, but this requires momentum to carry it forward. 
• Schools and careers services have an important but as yet underdeveloped role to play in 

encouraging girls into science and engineering 
• Part‐time work is generally low status and low paid and therefore its use to encourage 

women into the workplace needs to be considered carefully 
• The voluntary nature of the recommendations in the Davies report are likely to greatly 

weaken its impact 
• Senior women on boards are not always supportive of measures that will increase the 

number of women on boards. 

Introduction 

1. We are a small group of academics who have undertaken research on women in the 
workplace.  We believe that our research is broadly representative of the majority of 
academic research in this field.  Our combined research covers women working in the full 
spectrum of the labour market. Dr. Hazel Conley is a Reader in Human Resource 
Management at the Centre for Research in Equality and Diversity, Queen Mary, University of 
London and specialises in equality legislation, particularly the gender equality duty and the 
subsequent public sector equality duty.  Dr. Tessa Wright is a Senior lecturer in Human 
Resource Management at the Centre for Research in Equality and Diversity, Queen Mary, 
University of London and specialises in labour market segregation, particularly women doing 
jobs traditionally carried out by men.  Dr. Sian Moore is a Professor in Work and 
Employment Studies at the University of the West of England and specialises in low paid 
women workers working in the care sector.  Dr. Susan Durbin is an Associate Professor in 
Employment Studies at the University of the West of England, Centre for Employment 
Studies research, and specialises in women in non‐traditional professions (engineers and 
scientists) and women managers. 



2. We are concerned that the questions covered by the inquiry seem to focus on women 
working in professional and senior jobs in the labour market.  To do this would add to the 
strong criticism that equality of opportunity measures tend to benefit only middle‐class 
women.  It is important to acknowledge the continued role of occupational and sectoral 
segregation by gender and note that the majority of women in the workplace do not hold 
and can never aspire to senior positions in their workplace.  None‐the‐less it is the low paid 
and often unacknowledged work of these women that maintain the remainder of the UK’s 
workforce, men and women, at work on a daily basis.  Furthermore it is this majority of 
women whose working conditions are under severe threat by the government’s austerity 
measures.  Therefore we believe that it is important to consider the full range of women in 
the workplace. 

Do the Gender Equality Duty and the Equality Act go far enough in tackling inequalities, such as 
the gender pay gap and job segregation, between men and women in the workplace? 

3. The gender equality duty was replaced by s.149 of the Equality Act 2010 (EqA 2010) which 
introduced the public sector equality duty (PSED).  However we believe that the gender 
equality duty was a far more comprehensive piece of legislation in relation to women in the 
workplace than its replacement in the EqA 2010.  The general duty of the gender equality 
duty required public authorities to have due regard in all of their public functions to: 
 
• eliminate unlawful discrimination and harassment  
• promote equality of opportunity between men and women.  
 

4. The specific duties provided a relatively detailed set of instructions about how public 
authorities should demonstrate that they had complied with the general duty: 
 
• To prepare and publish a gender equality scheme, showing how it will meet its general 

and specific duties and setting out its gender equality objectives.  
• In formulating its overall objectives, to consider the need to include objectives to 

address the causes of any gender pay gap.  
• To gather and use information on how the public authority's policies and practices affect 

gender equality in the workforce and in the delivery of services.  
• To consult stakeholders (i.e. employees, service users and others, including trade 

unions) and take account of relevant information in order to determine its gender 
equality objectives.  

• To assess the impact of its current and proposed policies and practices on gender 
equality.  

• To implement the actions set out in its scheme within three years, unless it is 
unreasonable or impracticable to do so.  

• To report against the scheme every year and review the scheme at least every three 
years.  

 
5. The general duty for the PSED in the EqA 2010 is more comprehensive than the gender 

equality duty because duty covers eight equality strands.  However the specific duties for 
the PSED are far more limited in England than for the gender equality duty requiring only the 
publication of information on how the authority has met the general duty on a yearly basis 
and the setting of one or more measureable and specific equality objectives (to cover eight 
equality strands) on a four yearly basis.  It is therefore possible that public authorities in 
England may no longer publish any equality objectives directly in relation to gender.  Unlike 
the gender equality duty there is no specific mention of gender pay inequality in the PSED.  



The specific duties in Wales and Scotland are more comprehensive than in England and 
follow more closely the specific duties in the separate gender, race and equality duties. 
 

6. It is our view that, whilst the gender equality duty was not implemented as well as it could 
have been by public authorities, it went much further than the EqA 2010 in its attempt to 
tackle pay and other gender inequalities in the workplace.  Some of our joint research 
(Moore, Wright and Conley, 2011) has also identified that the gender equality duty would 
have been a useful tool for trade union equality representatives to raise issues of multiple 
and cumulative forms of discrimination in the workplace that affect black and minority 
ethnic women, older/younger women and women with disabilities. In addition Conley and 
Page (2010) found that equality impact assessments required in relation to the gender 
equality duty were particularly useful for mainstreaming gender equality issues into the day‐
to‐day business of local authorities. 
 

7. There has been considerable interest among policymakers and practitioners in using public 
sector procurement processes to introduce equality requirements into contracts with 
private sector providers. This is seen as part of a public authority’s responsibilities under the 
PSED. While it is generally felt that the current general duty covers procurement processes, 
many practitioners in this field would have liked to see a specific duty covering procurement 
as had been proposed during consultations on the EqA 2010, and as has been introduced in 
Scotland and Wales. At a recent workshop of experts and practitioners on using 
procurement to promote equality, procurement was felt to be a very powerful tool for 
engaging private sector employers in equality issues relating to their workforce. Evidence 
was presented of contract requirements that increased the number of opportunities for 
women in construction through the Olympics Women into Construction project and ongoing 
work since then, and of Transport for London’s contracting for the East London Line and 
EnterpriseMouchel (Lulham, 2011, Wright, 2012). Practitioners emphasised the importance 
of monitoring and auditing by the public authorities of contractors’ compliance with equality 
requirements, as well as sanctions if they failed to comply. Procurement officers felt that 
clear legal requirements and guidance on the need to consider equality in their activities 
would extend and strengthen work in this area.  
 

8. However, perhaps the most pressing question in relation to the PSED is its future.  The PSED 
has been targeted under the government’s ‘Red Tape Challenge’ for further reform because 
it is considered to constitute a barrier to business efficiency.  It is also important to note that 
the main enforcement provisions of the PSED – the requirement of equality impact 
assessments and judicial review have been further put into doubt by the Prime Minister in 
his recent speech to the CBI (see: http://www.number10.gov.uk/news/speech-to-cbi/).  
Without the requirement for these measures it will be much more difficult for stakeholders 
to hold public authorities to account in relation to equality. 

What steps should be taken to provide greater transparency on pay and other issues, such as 
workforce composition? 

9. One of the innovative inclusions in the EqA 2010 is the provision in s. 78(1) which state: 

“Regulations may require employers to publish information relating to the pay 
of employees for the purpose of showing whether, by reference to factors of 
such description as is prescribed, there are differences in the pay of male and 
female employees.” 



It is our view that this provision would greatly improve transparency on pay.  Unfortunately 
the current government has decided not to bring forward the regulations required to bring 
this provision into effect.  We believe that a first step would therefore be to implement this 
provision in the EqA 2010. Our further view is that the exclusion in s.78(2) for businesses 
employing less than 250 people is counterproductive, given that this would prevent pay 
transparency for the majority of women workers in the UK.  It must also surely be the case 
that this is a less onerous task for small employers than for large employers. 

What has been the impact of the current economic crisis on female employment and wage levels? 

10. Clear evidence from Office for National Statistics figures is emerging that the current 
economic crisis has impacted disproportionately on women, primarily because of their 
predominance in public service employment. It is extremely worrying that research by the 
GMB Union based on ONS data indicated that a substantial number of local authorities have 
met budget cuts by making redundancies only in areas where women are employed.  It is 
difficult to see how this could occur if the gender equality duty was still in place  

(see: http://www.gmb.org.uk/newsroom/other_news/women_hit_by_job_cuts.aspx). 

11. There are also suggestions that the pressure on public finances has encouraged the further 
outsourcing of services and that commissioning processes have placed excessive pressures 
on the prices that contractors can charge, which in turn squeezes working conditions. The 
UK Homecare Association (UKHCA), which represents homecare providers from the 
independent, voluntary, not‐for‐profit and statutory sectors, has raised a number of issues 
about the impact of commissioning on workforce pay in the context of cuts to adult social 
care budgets and reduced or frozen fees (submission to Low Pay Commission, September 11 
2011). This has involved the widespread use of zero hours contracts which pay workers for 
contact time only; the social care system appears to increasingly survive on the basis of 
women’s unpaid labour time  and the quality of care they can provide is inevitably 
compromised.   

How should the gender stereotyping prevalent in particular occupations, for example in 
engineering, banking, construction, and the beauty industry, be tackled? 

12. Others have presented evidence on this complex issue and our work supports the evidence 
and recommendations submitted to this inquiry by Women into Science and Engineering 
(WISE). Specifically we wish to highlight the value of providing concrete opportunities for 
women to experience non‐traditional occupations, such as construction roles. Evidence from 
projects that have assisted women into manual trades finds no shortage of women 
interested in entering such roles, but instead barriers come from employer prejudice or 
unfamiliarity with employing women (Wright, 2011). Specific initiatives to provide 
opportunities for women in non‐traditional areas are vital to raise awareness of women in 
these roles provide valuable work opportunities and shift employer attitudes towards the 
employment of women, such as the Olympic Women into Construction project (Foster, 
2010; Thrush and Martins, 2011) or the Building Work for Women project run by Women 
and Manual Trades. However these initiatives need support, both financial and legislative, 
such as through procurement processes (see response above on the PSED and the Equality 
Act). In addition, the setting of targets for the employment of women and other 
underrepresented groups by public authorities to be met by the contractors can be a very 
effective tool for providing employment opportunities. The Women into Construction 
project has found that targets give an immediate opening with contractors to promote 
women’s employment and can result in the building of a positive relationship which can 
continue once the targets have been achieved. Targets set a level playing field for all 



contractors, making them much more amenable to engaging with ways to improve the 
gender balance of their workforce. Without targets, it can very difficult to get employers to 
consider this issue. 
 

13. Women are also not encouraged to consider entering non‐traditional occupations, such as 
engineering, by their parents and the education system. The problems associated with 
getting more young women interested in apprenticeship schemes has already been 
highlighted by expert witnesses to the Inquiry and suggestions made that schools should be 
utilised more as an avenue through which girls can explore non‐traditional careers. Recent 
research with a group of engineers, carried out by Susan Durbin, explored the factors 
affecting career choices amongst male and female engineers. She found that there is very 
little support from teachers and careers advisers for both boys and girls when making 
decisions about subjects and future careers. She also found evidence of gender 
strereotyping at this crucial stage of education from both teachers and parents – while girls 
considered a career in engineering much earlier than boys, they faced discouragement from 
and resistance to their chosen careers from both teachers and parents, who stereotype 
what is an acceptable career for boys and girls. Understanding the educational backgrounds 
of those who choose a career in engineering therefore offers insights into why men and 
women choose this career path. It also helps to explain why there are so few women in 
engineering, where cultural and gender stereotypes are played out from the critical 
formative years, when there is very little help and support from teachers and careers 
advisers, through to the workplace. Durbin’s (2010) work with female scientists also 
highlights the problems women face once they have entered a male‐dominated profession: 
a lack of female role models and mentors and a career structure that offers very little 
progression within their own organisation. 

What more should be done to promote part‐time work at all levels of the workplace and to ensure 
that both women and men have opportunities to gain senior positions within an organisation 
while working part time? 

14. Whilst part‐time working can allow men and women to balance their lives ONS statistics 
show that there is an increase in involuntary part‐time working for both. Further there is 
evidence of increased use of zero hours contracts, in areas dominated by women such as 
retail and care, which mean that workers cannot plan their working lives and where 
organisational risk is transferred to individual workers and likely to place downward 
pressure upon weekly and annual earnings. 
 

15. Part‐time working at management levels remains rare in the UK: 27% of the UK workforce 
works part‐time, of which 74% are women and just 6.5 percent of part‐time workers are 
employed in the occupational category of managers and senior officials (Labour Force Survey 
2012). Given the large numbers of women who work part‐time, compared with men, and 
their relative rarity at management levels, this has important implications for the earnings 
potential of these women.  Research by Durbin and Tomlinson (2010) demonstrates how 
women had voluntarily entered part‐time working due to pregnancy and childcare, had 
enjoyed successful careers while working full‐time but that their careers stalled once a 
transition to part‐time working was made, many voicing frustration with their employment 
prospects both in the external and internal labour markets. This lack of any further 
progression was linked to senior management being perceived, by employers, as open only 
to those who were prepared to work full‐time. Susan Durbin’s research with engineers 
identified similar problems for those who had returned after maternity leave. The women in 
the study all transferred to part‐time working with their existing employer. There remains an 
un‐tapped resource of experienced, qualified women who are under‐employed in the UK job 



market, because employers are not prepared to consider part‐time working as a serious 
option for managers. While the current economic recession has lead to some employers 
making more use of part‐time working hours to avoid redundancies, this is a temporary 
measure and leads to higher levels of involuntary part‐time working. Until employers are 
willing to seriously consider part‐time working for managers, there will continue to be a 
shortage of part‐time jobs at management levels in the external labour market. 

To what extent have the recommendations in Lord Mervyn Davies’ Report “Women on Board” 
(published in February 2011) been acted upon? 

16. The coalition government commissioned The Davies Report (2011) to explore the slow rate 
of progress on gender equality on the Boards of listed companies. This involved the 
identification of barriers that may be preventing women from reaching the boardroom, such 
as recruitment practices, including informal networks that were influential in Board 
appointments; a lack of transparency around selection criteria; and the ways executive 
search firms operate. These factors are believed to represent a significant barrier to women 
reaching boards and recommendations about how this situation could be addressed in terms 
of increasing the numbers of women on corporate boards.  The report recommends that 
FTSE 100 Boards should aim for a maximum of 25% female representation by 2015.  
 

17. An interim report, published six months after the launch of the Davies Report, states that 
the number of women holding board directorships in FTSE 100 companies has increased 
from 12.5% to 14.2%, through twenty‐one new female appointments. However, the majority 
of these new appointments were to non‐executive directorships. 
 

18. The main problem with the recommendations set out in the Davies Report are that they are 
voluntary. Each recommendation includes the wording, ‘should be required’ in relation to 
FTSE company commitment to achieve quotas of 25%, the reporting of numbers of female 
employees at all levels of the organisation, a policy on boardroom diversity, and information 
about the appointment process. All companies should report on these matters in their 
Corporate Governance Statements. Until FTSE 100 companies are required to issue 
statements with this information, a culture of secrecy and lack of transparency will continue. 
Lord Davies’ recommendations have not been heeded by the majority of FTSE companies. 
The news that the number of female FTSE CEOs will fall from three to one next year 
exacerbates the situation, with Cynthia Carroll of Anglo American and Dame Marjorie 
Scardino stepping aside. The sole woman on the list will be Burberry’s Angela Ahrendts, who 
has reiterated her opposition to quotas (People Management, December 2012). It appears 
that any progress that women have made is largely in the area of non‐executive directorship 
appointments and at the same time, their representation at the top has deteriorated. The 
quota of a 25% female representation on FTSE Boards sits uneasily with most women 
surveyed in the report who stated that they did not believe quotas where the answer.  From 
this it would appear that simply having women on boards does not guarantee greater 
support for proactive measures to increase the numbers of senior women. 

Why are there still so few women in senior positions on boards, and what are the benefits of 
having a greater number? 

19. The Davies Report is based upon the business case for increasing the numbers of women on 
the Boards of FTSE 100 companies and claims that companies with a strong female 
representation at board and top management levels perform better than those without. It is 
claimed that the presence of at least three women at board level can change boardroom 
dynamics and that between 20‐30% at board or senior management levels produce the best 



financial results, a view backed up by other research (e.g. Kanter 1977; Rosener 1990; 
Trochia et al. 2011). It has also been claimed that women tend to be placed in precarious 
leadership positions in FTSE 100 companies, are often set up to fail and are found on boards 
of companies that are perceived to be performing poorly (the glass cliff metaphor) (Haslam 
et al. 2010).   
 

20. The Davies Report highlights the business case for increasing the numbers of women on 
Boards: ‘inclusive and diverse boards are likely to be more effective, better able to 
understand their customers and stakeholder and to benefit from fresh perspectives, new 
ideas, vigorous challenge and broader experience, which in turn leads to better decision 
making’. While the business case is important, especially as it is the only argument for 
diversity to which employers will respond, it can also be argued that having more women on 
Boards is a matter of equality and social justice and offers an opportunity for women to have 
a stake in the running of some of the most important and powerful business organisations in 
the UK, as decision‐makers.  Senior management, especially at Board level, is the area where 
women have made least progress in terms of breaking the cycle of vertical job segregation 
and its related repercussions for the gender pay gap.  
 

21. The business case for increasing the numbers of women on Boards, which assumes that 
equality can be achieved through number balancing, should be complemented by a focus on 
the qualitative, everyday, lived experiences of these ‘token’ women, many of whom work in 
male‐dominated environments, having struggled to reach such senior positions in a work 
environment where their careers may be viewed differently to those of men and where 
assumptions are made about their commitments and capabilities because they are women. 
Research carried out by Susan Durbin (which complements an existing body of academic 
research) with female senior managers, analyses the experiences of women in management 
in a sample of UK public and private sector organisations. It examines their careers, 
challenges they have faced, support from mentors and role models and networking 
behaviours. Understanding these women’s challenges, develops understanding not only of 
how other women can follow their examples, but also the difficulties of obtaining and 
maintaining a position in senior management, especially at Board level. While the Davies 
Report is useful in highlighting some of the challenges faced by women and possible 
solutions to this, it offers very little insight into the lived experiences and challenges faced by 
women entering and maintaining senior positions. More qualitative research is needed in 
this area, specifically research that considers women working in different sectors. 

How successful is the voluntary code of conduct (a recommendation of the Davies Report) which 
addresses gender diversity and best practice, covering relevant search criteria and processes 
relating to FTSE board level appointments? 

22. The executive search industry has agreed a voluntary code of good practice on diversity, 
which includes a provision that search firms should ensure that at least 30 per cent of their 
lists of candidates are women. Just over twenty companies have signed up for this, since its 
launch.  Susan Durbin has found evidence that women from the private sector were head‐
hunted for very senior positions, usually only because their names had been mentioned to 
head‐hunters. It will be some time before we see any outcomes from this voluntary code of 
conduct as the appointees filter through. 
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Written evidence submitted by Construction Equality Ltd 

 

Executive summary  

The construction industry faces particular challenges when it comes to women in the 
workplace that run deeper than retention or progression issues.  

In order for the industry to overcome these challenges there needs to be a move away from 
short term initiatives that can be forced on the sector through public sector clients 
requirements. 

A joined up industry approach with a ten year plan for success needs to be implemented and 
controlled through a central trusted source.  

The approach must demonstrate an understanding of the challenges, resources and 
motivations of different organisational groups in the sector in order to achieve success.  

Construction Skills have been working on the development of a strategy to meet these aims, 
the result has been the development of the BE FaIR framework. 

Introduction  

Founded in 2007 by Chrissi McCarthy, Constructing Equality Ltd.’s aim is to improve equality 
and diversity in the construction industry. 

Before starting Constructing Equality Ltd, Chrissi McCarthy spent more than 10 years at the 
forefront of the construction industry, first as a setting out engineer and then a site manager. 

As a construction management graduate and member of the Chartered Institute of Building, 
she played an integral role in the delivery of numerous projects, including Peckham Library, 
Manchester Interchange, a range of BSF Schemes, and a school in Uganda for charity. 
Together, these projects helped Chrissi to develop a deep understanding of the day-to-day 
practical challenges faced by teams on site and at head offices around the country. 

Passionate about the social and emotional effects of the construction industry, Chrissi went 
on to complete a PGDip in equality and diversity, and is now studying for her PhD. 
Considered one of the field’s leading exponents, she went on to front the Construction Skills’ 
positive image campaign on BEBO and become an Ambassador and Board Member for the 
Chartered Institute of Building. 

 



Today, Chrissi is part of the Fairness Inclusion and Respect Strategic Group that leads the 
industry on diversity. She holds lectures on diversity and equality at Universities and 
conferences, writes for leading construction publications, contributes to Government papers, 
has spoken at the House of Lords and influences key industry figures on a regular basis.  

Commissioned by ConstructionSkills, the construction industry Sector Skills Council, to 
design and then develop the BE FaIR framework for industry, Constructing Equality Ltd is at 
the forefront of realistic, affordable and attainable equality practice in the private sector.  

In 2009 ConstructionSkills were relicensed to operate as a Sector Skills Council. Working in 
partnership with CITB-ConstructionSkills Northern Ireland and the Construction Industry 
Council, they deliver value across the industry, from the trades to professional sectors. 
 
They work to 

• reduce skills shortages 
• improve business performance 
• bring a diverse range of people into the industry 
• improve learning for apprenticeships, higher and further education 
• develop professional occupational standards 

 

Do the Gender Equality Duty and the Equality Act go far enough in tackling 
inequalities, such as gender pay gap and job segregation, between men and women 
in the workplace?  

With a view to only the construction industry the acts are rarely used by individuals suffering 
discrimination. This should not detract from the importance of their existence as they are 
required as a deterrent. 

Much of the discrimination in industry is covert and therefore unknown to organisations that 
are new to the concepts behind equality and diversity. 

The legislation needs to be reinforced by procurement requirements which reflect the longer 
term needs of the industry. These issues are not a quick fix and last far longer than any 
individual project, therefore an agreed approach to the challenges faced by the sector and 
signed up to by public (and where possible) private procurement is the only option likely to 
support real change in the sector.    

What steps should be taken to provide greater transparency on pay and other issues, 
such as workforce composition? 

Any action here in the construction sector needs to be considered and stepped in order to 
understand and work with the differing bands of organisations. Education is key to 
companies realising the importance and therefore supporting any proposed initiative.  

 

 

http://www.cskills.org/sectorskills/qualsstandards/nos/index.aspx


What has been the impact of the current economic crisis on female employment and 
wage levels?  

Some institutes such as RIBA have seen a marked drop in female memberships down from 
24% to 10% in two years. Anecdotal evidence would support that this is a wider challenge 
across the sector but I have yet to see any real analysis. 

How should the gender stereotyping prevalent in particular occupations, for example 
in engineering, banking, construction and the beauty industry, be tackled? 

The UK construction sector accounts for between 5 - 10% of GDP dependent upon source 
and supply chain consideration. Only 13.3% of the construction workforce is female with 
83% of that number in admin roles.  

In the past two years that number has been decreasing with RIBA seeing a drop in 
membership of women from 26% down to 19%. 

Research has found women to leave the sector disproportionately at various stages along 
their career, most often citing “work environment as a main cause”. With 2/3rds of women in 
industry having acknowledged experiencing sexual discrimination. 

Public sector and other client attempts at embedding the equality duties into the sector have 
historically been short term and often damaging quite often derailing longer term initiatives. 
For example, attempts to increase numbers of women on site can lead to women being 
appointed into title without responsibility, numbers of women being employed short term to 
achieve a target or numbers dressed up setting unrealistic targets for future best practice.  

The UK construction sector has a number of specific challenges it needs to consider when 
looking at underrepresentation of women in the workforce and these are often not 
appreciated by clients and consultants looking to comply with equality duties. With 60% of 
construction clients currently being public sector there is a significant opportunity to affect 
equality in the industry if the right steps are taken. 

ConstructionSkills is working on a framework for industry that will enable the public sector to 
enforce change on the private construction sector at a rate that is both reasonable and 
achievable whilst enabling the equality duties to be achieved. As experts in this area we 
believe this is the only way progression will be achieved due to the complex stereotypes, 
project based work environments, client expectations etc. that challenge the sector.  

 

What more should be done to promote part-time work at all levels of the workplace 
and to ensure that both women and men have opportunities to gain senior positions 
within an organisation while working part time? 

There needs to be more education in general around the effects of subconscious bias in the 
workplace and organisations need to be putting measures in place to overcome this. 

Positive action is poorly understood in the sector and the confusion with positive 
discrimination often leads to it not being utilised; again more education and sector specific 
examples.  

 



 

In construction the challenges are complex and a wider programme is needed to help 
organisations understand how these issues affect the entire organisation, most importantly 
encouraging them to move away from standalone initiatives.  

There is also an element of work that needs to be done to individually support women in 
construction roles. Previous programmes such as Women and Work were unable to support 
women without organisational commitment which proved a challenge for those unable to get 
time off work or the relevant employer buy in. An element of work around supporting women 
in the sector to help then negotiate the specific challenges they are likely to face is required 
in order to retain them and progress them to the next level. It is important that this training 
has an in-depth understanding of the challenges faced by women in industry, the reasons 
these challenges arise and how to overcome them appropriately to the context they are 
presented in.  

 

To what extent have the recommendations in Lord Mervyn Davies’ Report “Women on 
Board” (published in February 2011) been acted upon? 

There has been very little movement within the construction sector and anecdotal evidence 
would suggest that executive recruitment agencies, nepotistic culture and subconscious bias 
remain the greatest challenges for board recruitment.  

 

Why are there still so few women in senior positions on boards, and what are the 
benefits of having a greater number? 

Research has found that 30% is the optimal number of women on boards. A concern is that 
with so few women on boards they will still be treated as tokens, conversely it is only by 
enforcing quotas and raising the number of women that you will see a critical mass change 
that sees the women on boards being accepted as individuals.  

It has been found that women on boards are more likely to attend meetings, prepare and 
arrive on time. Importantly this behaviour positively affects that of the other board members.  

Women have also be found to be more likely to take social risks, for example being willing to 
challenge points for the good of the organisation even where there is a risk of personal 
detriment. 

21 December 2012 
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Written evidence submitted by Directors UK 
 
 

 
Directors UK is the professional association for film, television and all moving image directors in the 
UK.  With over 4,500 members it represents the overwhelming majority of working film and 
television directors in the UK, and as part of the British Creative Sector, plays a significant role in 
representing individuals contributing to 3% of UK Gross Value Added ‐ about £36billion of the UK's 
economy. 
 
We would welcome the opportunity to present oral submissions to the inquiry. 

 
EXECUTIVE SUMMARY 
 

1. Directors UK is concerned about the low number of female film and TV directors in the UK and the 
imbalance in their employment across certain genres. 

 
2. Directors UK is working with employers in the sector to identify reasons for the imbalance and 

exploring ways to increase the ratio of female film and TV directors on British productions and to 
address gender stereotyping.  

 
3. We would welcome better transparency about workforce composition and pay among the 

freelance directing community (for both men and women) from industry employers.  
 
4. Directors UK is keen to ensure that both men and women from all backgrounds have fair access to 

and awareness of available work and training opportunities.  
 
5. We would welcome government support to incentivise employers in the film and television sectors 

to recognise and meet the challenges faced by freelancers, particularly those with childcare 
obligations.  

 
6. We would also welcome government support for working parents through providing additional 

childcare support for those who have to work outside normal office hours, including evenings and 
weekends, and on short contracts. 

 
 
INTRODUCTION   
 
7. Directors UK is the professional association for film, television and all moving image directors in the 

UK. The organisation is both a collecting society for the distribution of secondary rights payments to 
directors and the professional association providing services and support to its members.  

 
8. Directors UK also acts as a lobbying and campaigning organisation on behalf of directors.  It seeks to 



 

protect and enhance the creative, economic and contractual rights of directors in the UK and works 
closely with organisations in the UK, Europe and around the world to champion directors’ rights 
and concerns. With over 4,500 members it represents the overwhelming majority of working film 
and television directors in the UK. 

 
9. Directors UK welcomes the opportunity to submit comments to the Business, Innovation and Skills 

Committee inquiry into Women in the Workplace.    
 

The Creative Sector 
 

10. Film and Television are a key part of a thriving British Creative Sector.   As a whole the creative 
industries in the UK employ about 1.5 million people and are worth 3% of UK Gross Value Added 
‐ about £36 billion to the UK economy1.   It is vital that the creative industries are included in the 
work of the Government when considering employment practices.  

 
11. Creative Skillset published a report In September 2010 which looked at the role of women in the 

creative industries.  It found that 42% of the creative media industry’s workforce is female, 
compared with 46% of the workforce across the wider economy. 2 

 
12. The report also showed that there had been a large drop in the numbers of women in some 

sectors from 2006 to 2009, including independent television production which fell from 46% to 
38%. It also showed that a higher proportion of employees (38%) compared to freelancers (34%) 
are women. 

 
13. According to the latest figures from the BFI, of the films released in cinemas in the UK in 2011 

only 15% of the directors were women3.  Figures for the number of women directors working in 
the television sector has been less readily available.  

 
Women Directors 
 

14. In 2012 Directors UK established a Women Directors Working Group to explore the issues 
affecting our female members, and particularly the sense that the representation of female 
television directors was low.  While there appeared to be much anecdotal evidence regarding the 
low numbers of female directors in the UK there was a lack of hard data to support this.  

 
15. Directors UK undertook a research project, using the information in our database which 

comprehensively gathers data on the works of our 4,500 members for collection and remuneration 
purposes.  We looked at the output of works by our members by age and gender, and compared 
the representation of women and men working as directors on a sample of long running TV 
production strands across a variety of genres.  Our findings showed that (Directors UK data):  
15.1.   27% of our members (professional film and television directors) are women.    

15.2.   There is a general drop off in work output for both male and female directors after 
    the age of 55, but a greater drop off among women directors in the 35‐55 age range (see 
    graph below). 

                                                 
1 DCMS Creative Industries Economic Estimates, December 2011 
2 Women in the Creative Media Industries, September 2010 
3 BFI Statistical Yearbook 2012 

 



 

 
 

 

15.3.   There is a difference between genres in terms of how well represented female directors 
are, with drama representation falling well below the ratio of the working female 
director population which we represent:    

• Continuing drama (soaps) – on average 15% of episodes were directed by women, 
85% by men.  On some series the % of episodes directed by women falls below 3%. 
These are often seen as entry pathways for drama directors.  

• Drama series and serials – on average 9% of episodes were directed by women, 
91% by men. On some series the % of episodes directed by women falls well below 
3%. The findings also suggest some gender stereotyping in drama with science 
fiction, action and detective dramas showing particularly low representation of 
women, in some cases as low as 0%. 

• Factual and factual entertainment programmes – on average 36% of episodes were 
directed by women, 64% by men.  

 
16. We have recently taken our findings to the BBC, ITV and Pact (the trade association for 

independent production companies).  Reaction to the material we have presented has been 
surprise and shock, but there appears to be a willingness to work with us to understand and 
address this disparity and to explore ways of putting it right.   We would however welcome any 
support from the government and relevant industry bodies to support this. 

 
17. Without a more detailed understanding it is hard to know whether the causes of this disparity 

derive from very specific circumstances on particular television productions or from more 
generic/structural factors, or a combination of both.  Our preferred course of action at this point 
is to work with the television companies to identify the causes behind the low levels of 
employment of women directors on specific shows (and indeed to understand why on others it 
has been possible to achieve much higher levels).  Armed with that understanding we believe we 
would all be better placed to determine the right course of action to rectify the problems directly 
and to apply good practice more widely. 

 

 



 

18. We believe better gender representation is not just about fair employment opportunities, but 
also about ensuring a proper representation of female voices as storytellers and social and 
cultural commentators.  

  

Q1:  Do the Gender Equality Duty and the Equality Act go far enough in tackling inequalities, such as 
gender pay gap and job segregation, between men and women in the workplace? 

19. As the majority of film and TV directors are freelance it is harder to assess the impact of the 
Gender Equality Duty and Equality Act on them.   However, as highlighted in our research 
referenced above (Para 15) there is a considerable difference between the volume of work being 
carried out by male and female directors for UK broadcasters and independent TV production 
companies.   Our findings indicate that this is a trend that has changed very little in recent years 
and in some cases, such as some dramas, appears to be getting worse with the volume of work 
directed by women in some areas decreasing in the last 3 years.  

 
20. Regarding pay, there is an absence of hard data on pay in the film and television industry.  

However, there are a number of creative industry surveys which have attempted to track pay in 
the sector.  For example, Creative Skillset’s report (2010) highlighted that in 2009 the average 
salary for a woman working in the TV industry was £32,341 compared to £38,930 for a man4. 
However, this is an average salary across the whole workforce in the sector, and does not 
provide a breakdown by role e.g. director.   It is not possible to assess whether this disparity 
between pay for men and women in the TV sector has changed since the introduction of the 
Equality Act 2010 as the data is yet to be made available. We understand that the next Creative 
Skillset survey is due to be published shortly.   

 
21. The Televisual Annual Pay Survey, which looks at the average pay of respondents across a range 

of roles in the television sector also reports a disparity of pay between the genders:  In its latest 
report the average salary for male respondents in 2011 was £56,000 compared to £49,000 for 
women. It does not explore the possible reasons for this gap5.  

 

Q2: What steps should be taken to provide greater transparency on pay and other issues, such as 
workforce composition? 

 
22. Directors UK believes that transparency by employers is key to addressing equality in both 

workforce composition and pay.   
 

23. This is particularly important within the creative sector where many creative individuals, such as 
directors, are freelancers and are therefore operating outside a typical employment structure.  
As such this data is not traditionally captured and monitored in the same way as data for other 
staff employees.  Indeed we strongly suspect that the monitoring of freelance directors’ 
employment often takes place outside the purview of HR departments – in many TV companies 
directors are classified as “talent” rather than employees.  Away from the surveillance of 
conventional HR experts there may be a false impression that “everything is fine”. 

 
24. Our recent work, presenting our research findings on gender representation of TV directors to 

                                                 
4 Women in the Creative Media Industries, September 2010, www.creativeskillset.org 
5 Televisual TV Pay Survey, May 2012 

 



 

broadcasters and production companies, has highlighted how limited the monitoring of actual 
employment rates of women in a predominantly freelance industry has been.   

 
25. We would like to see industry employers in the creative sectors monitor their hiring practices for 

freelancers more closely in order to provide greater transparency and to ensure better gender 
representation.   We are working with the main UK broadcasters to highlight the need for this for 
directors. 

 
26. With regards pay, we acknowledge that transparency may be harder to achieve, particularly in a 

largely freelance sector where the workforce is more fragmented and pay is often dependent on 
an individual’s ability to negotiate.  Remuneration and benefit levels can vary dependent on a 
variety of factors such as the nature of the hiring company, the type of contract issued, the 
terms of the contract and the individual’s previous experience.  
 

27. As highlighted in paras 20 and 21 above, in the absence of any specific industry data on pay there 
is a tendency to rely on surveys, which are only as a reliable and representative as the data 
gathered and the sample responding.  We are about to initiate a project with the BBC to capture 
real data about freelance directors pay as a first step in addressing this and to allow a more 
accurate review of pay to be made and to identify whether there is any gender pay disparity.  

 

Q3:  What has been the impact of the current economic crisis on female employment and wage 
levels? 

 
28. Directors UK is not in a position to comment on the impact of the current economic crisis on 

female director employment and pay.  
 

Q4:  How should the gender stereotyping prevalent in particular occupations, for example in 
engineering, banking and construction, and the beauty industry, be tackled? 

 
29. Gender stereotyping is an issue which affects a wide variety of occupations, including the 

television and film production sectors.   
 
30. According to the Creative Skillset Consensus (2009) women tend to be more highly represented 

in areas such as costume and wardrobe (68%) and make‐up and hair (52%) and less in more 
technical roles such as engineering & transmission (7%), editing (14%) or audio/music/sound 
(11%).6 

 
31. As highlighted in para 15, our research has shown 27% of directors in Directors UK’s membership 

are female. There does appear to be some gender stereotyping in work undertaken, particularly 
in drama where the number of drama episodes directed by women averages at 9% of output and 
in many instances falls much lower.  We found that women are less likely to be appointed to 
direct science fiction, action and detective dramas.  

 
32. One concern is that with a similarly low representation of female writers (BFI stats showing that 

                                                 
6 Stand up and be counted – the 7th Creative Skillset consensus of the Creative Media Industries – July 2009 

 



 

only 19% of feature film writers are women7) the cultural value of the female storytelling voice is 
under‐represented. 

 
33. For television and film directors, our members believe that some of the factors affecting the 

employment opportunities for women directors include: 
 

33.1 Women’s CVs are often called ‘eclectic’ which is generally meant as a negative code for 
not as focused or ‘straight line’ ‐ women often have to move sideways, due to fewer 
opportunities to pursue a more directional career path through one or two specialisations 

33.2 Women are seen as a risk by some producers, in an increasingly risk‐averse industry. We 
believe this is due to: 

• A perceived incompatibility of the director’s role with having children 
• Perception that women may not be able to fully control a largely male crew  

• Some male lead cast don’t like being directed by women 

33.3 There is gender stereotyping in certain production areas, e.g. action adventure; sci‐fi etc 
tend to be directed by men.   

 
34. Our research evidence suggests that there is no fundamental reason why women can’t and 

aren’t able to direct programmes in any genre.   There are numerous examples of successful 
female directors who are doing so at the top of their profession, e.g.  Television drama: S.J. 
Clarkson (Hunted, Dexter, House, Life on Mars, Hustle); Susanna White (Parades End, Generation 
Kill, Boardwalk Empire, Bleak House); Aisling Walsh (Wallander, Room at the Top); Factual: Kim 
Longinotto (Rough Aunties, Sisters in Law); Ursula MacFarlane (The Life and loss of Karen Woo, 
Abortion Choice); Penny Woolcock (On the Street); Entertainment Nikki Parson’s (Strictly Come 
Dancing, The Voice, So You Think You Can Dance); Feature film: Lynne Ramsay, (We Need to Talk 
About Kevin); Phyllida Lloyd (The Iron Lady); Andrea Arnold (Wuthering Heights, Fish Tank) and 
not forgetting US director Katherine Bigelow who won the first Oscar as a female director for The 
Hurt Locker.  

 
35. Directors UK believe that a key way to tackle gender stereotyping is by highlighting positive 

examples of women who are doing the work thereby removing the misconception that they are 
not able to or can’t work in a given area or field.    

 
36. We are currently working with our membership, the BBC, ITV and Pact to understand the 

reasons for the low number of women directors in some genres and to find solutions to address 
this.  

 
37. We also believe it is important to ensure that both men and women from all backgrounds have 

fair access to and awareness of available work and training opportunities.  
 
38. Directors UK’s women directors working group is currently exploring ways of providing role 

models and mentor opportunities for women directors to help develop and progress their 
careers. 

   
39. We also believe that it is important to challenge and expose misconceptions and false 

assumptions about the employability of women directors and to tackle the lack of awareness of 
women directors.  Potentially discriminatory employment and recruitment practices should also 
be challenged directly, such as “approved lists” with few women on them, inappropriate 
assessment of CVs etc. 

                                                 
7 BFI Statistical Yearbook 2012 

 



 

 

Q5:  What more should be done to promote part‐time work at all levels of the workplace and to 
ensure that both women and men have opportunities to gain senior positions within an organisation 
while working part‐time? 

 
40. Directing is a profession which does not naturally lend itself to part‐time working.  However, 

exploring opportunities for enabling part‐time work is an area we hope to pursue with industry 
employers.  

 
41. Additional support for childcare is a key way in which the Government could support parents in 

the sector.  Television and film production, and particularly directing, often involves working 
long, unpredictable hours, sometimes away from home, on contracts that are often offered at 
short notice.  This can make it extremely difficult for parents – both men and women – to make 
suitable and affordable childcare arrangements, particularly where these fall outside regular 
working hours and are short term and/or last minute in nature. 

 
42. Directors UK would welcome any support to improve the flexibility, cost and availability of 

childcare for working parents, and particularly for those working as freelancers / outside normal 
employment structures.  Measures that incentivise employers in the film and television sectors 
to recognise and meet the challenges faced by freelancers with childcare obligations would be 
especially welcome. 

 
43. We therefore welcome the recent announcement from Secretary of State Maria Miller, as 

Women and Equalities Minister, that £2million in grants is being made available to assist those 
wanting to set up child‐minding businesses.  We hope that support for flexible childcare 
provision will be included as part of this investment.   

 
44. It is also important that training is available to both men and women working in the sector in 

order to ensure they have equal opportunities for skills development and career progression.  A 
recent survey by BAFTA found that females are more likely to be put off a career in film and 
television than men, particularly at a young age.8   The casualisation of the workforce has 
fragmented access to training opportunities for our largely freelance British talent base.  We also 
have a concern that a skills and training strategy that focuses on the perceived needs of 
employers will not always match the needs and expectations of freelance creative individuals 
who want and need to develop their professional skills.   

 
45. We believe a strategy for the development of the whole careers of creators, and not just discrete 

skills training, is required.  We also believe that individual creative talent would be best‐served if 
training strategy and funding focused more on the delivery of career development through 
professional associations who are tuned in to the needs of their members.    

 
46. We are ready to work with Creative Skillset to identify these gaps and needs and to deliver the 

necessary training to ensure that there is no shortage of talented, world‐class British directors 
creating innovative British content. 

 

                                                 
8 The Bafta Career Pathways Survey – November 2012 

 



 

47. Finally, the vast majority of creators and authors are freelance i.e. pursuing their careers outside 
a company/staff employment structure, with fewer employment rights and protection and with 
limited support.   Their careers are often characterised by long periods where they are not paid. 
This time can be used productively to develop and research new projects, but at their own risk.  
We note the moves that the Government has already made to alter certain aspects of the 
corporate tax regime in the UK with a view to incentivising spend on R&D.  We would like the 
government to explore the possibility of extending similar ideas to individual creators through 
the personal tax system so that authors are incentivised to invest their time between periods of 
“paid work” in the development of strong and innovative creative ideas. 

 

Q6:  To what extent have the recommendations in lord Mervyn Davies’ Report “Women on Board” 
(published Feb 2011) been acted upon? 

 
48. Directors UK is not in a position to comment on the status of women on the boards of FTSE 

companies or any changes to this as a result of the recommendations detailed in Lord Davies’ 
report.  

 
49. We do support the recommendation not to introduce quotas for female employment and the 

recommendation to introduce voluntary measures to improve transparency regarding senior‐
level employment. 

 

Q7: To what extent should investors take into account the percentage of women on boards, when 
considering company reporting and appointments to the board? 

 
50. We believe that consideration should be given to a number of factors including the range, 

expertise, knowledge and experience of board members.    
 

Q8:  Why are there still so few women in senior positions on boards, and what are the benefits of 
having a greater number? 

 
51. At Directors UK our board is made up of elected representatives from within the membership.  In 

order to ensure that the board is truly representative of our membership in terms of diversity 
and genres of work we are also able to co‐opt members to the board.   

 
52. Directors UK currently has 20 board members, 7 of whom (35%) are female.  Of the 5 

committees which currently operate within Directors UK’s committee structure there are 3 
female chairs.  

 
53. We believe that having a strong presence of female film and TV directors on our board is an 

excellent way of providing inspiration and positive role models for women directors, and 
reaffirms that women can and are working across all genres in the production industries.  

 
54. For professional bodies such as ours it is essential that the composition of the board reflects the 

diversity of the membership and thus encourages inclusiveness.  This does not always happen 
where board seats are decided by elections and where the majority can dominate all minorities. 

 

Q9:  How successful is the voluntary code of conduct (a recommendation of the Davies Report) 

 



 

 

which addresses gender diversity and best practice, covering relevant search criteria and processes 
relating to FTSE board level appointments? 

 
55. We support that appointments should be made based on business needs, skills and ability.  

 
56. In order to ensure that there are more women represented at senior level and to improve 

gender diversity across all sectors, we believe that fair access and opportunity for all is key.    
 

19 December 2012     
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Introduction 
 
1. The Discrimination Law Association (‘DLA’), a registered charity, is a membership 

organisation established to promote good community relations by the advancement 
of education in the field of anti-discrimination law and practice. It achieves this by, 
among other things, the promotion and dissemination of advice and information; the 
development and co-ordination of contacts with discrimination law practitioners and 
similar people and organisations in the UK and internationally. The DLA is 
concerned with achieving an understanding of the needs of victims of discrimination 
amongst lawyers, law-makers and others and of the necessity for a complainant-
centred approach to anti-discrimination law and practice. With this in mind the DLA 
seeks to secure improvements in discrimination law and practice in the United 
Kingdom, Europe and at an international level.  

 
2. The DLA is a national association with a wide and diverse membership. The 

membership currently consists of some 300 members. Membership is open to any 
lawyer, legal or advice worker or other person substantially engaged or interested in 
discrimination law and any organisation, firm, company or other body engaged or 
interested in discrimination law. The membership comprises, in the main, persons 
concerned with discrimination law from a complainant perspective. 

 
Question 1: Do the Public Sector Equality Duty and the Equality Act go far enough in tackling 
inequalities, such as gender pay gap and job segregation, between men and women in the workplace? 
 
3. In theory, the provisions of both the PSED and EA address these issues.  The DLA 

acknowledges and welcomes the provisions of s77 of the Equality Act 2010, which 
prevent pay secrecy clauses from being enforced in the workplace.  By ensuring that 
contractual terms seeking to restrict the discussion of pay scales at work are 
ineffective, the Act has provided greater opportunity for employees to identify wage 
inequality and/or discrimination in the workplace.   
 

4. Despite this, the DLA is concerned that the Government has yet to implement 
mandatory pay audits for employers of more than 250 employees (as contained 
within s78 of the 2010 Act). Instead, a self-regulatory approach has been adopted 
for equal pay reporting; the “Think, Act, Report”1 initiative, which “encourages 

 progress in promoting gender equality, and the framework companies to share their

                                                        
1 “Think, Act, Report” http://homeoffice.gov.uk/equalities/women/women-work/gender-equality-
reporting/ 



suggests data that could be made public”.2  Given that many of the signatories for 
the initiative (BT, Eversheds, Tescos) are those with established HR and equality; 
there is a concern that the up-take figures emphasised by the government mask the 
fact that organisations who are more prone to discriminate against women will ‘slip 
through the net’.  The DLA is however encouraged by Government proposals 
contained within the “Modern Workplaces Consultation”3, giving Employment 
Tribunals the power to impose pay audits on employers who are found to have 
discriminated because of gender in pay matters (and also to impose a civil financial 
penalty for non-compliance). 
 

5. The DLA is concerned by the fact that the new “Public Authority Equality Duty,” 
which came in to force in April 2011 elevated the need to reduce bureaucracy over 
that of ensuring “effective compliance with the important aims in s.149 of the 
Equality Act.”  By introducing the new Public Authority Equality Duty without 
initially implementing ‘specific duties’ to replace those made under the race, 
disability and gender equality duties, the Government appeared to act contrary to its 
own “Equality Strategy”.4   
 

6. The Government’s failure to impose stringent requirements on public authorities 
under s153 may give the impression of a “light touch” approach to s149(1).  For 
example, under regulation 3(2) the removal of the requirement that information 
provided by public authorities in fulfilment of their duty under s149(1) be 
“sufficient”, the Government have removed a standard against which members of 
the public could measure an authority’s performance.  Such an approach creates a 
“real risk that some public authorities may be misled to thinking that their duty 
under s.149(1) of the Equality Act has been reduced”.5  Furthermore, the 
Government’s decision to revise the specific duties under s153 is contrary to the 
2009 research report by Schneider-Ross6 (which looked at the old individual equality 
duties), which emphasized that by changing the requirements placed upon public 
authorities, the Government would undermine the learning that had gone on to 
date.  Despite the majority of responses to the Schneider-Ross consultation noting 
that the guidance within the specific duties was helpful and assisted them with the 
implementation of the general equality duty, the Government chose to instead leave 
local authorities without the more detailed guidance they sought when the final 
version of the specific duties was introduced in September 2011. 

 
7. The clear majority of responses to the Schneider-Ross report identified that 

monitoring and training in relation to diversity, producing equality schemes and 
setting equality targets, were all effective measures in tackling diversity issues within 
their organisations.  The logic of keeping such measures in place would seem to 
follow on from this and other research carried out in the area.  Instead, the Home 
Office, on 12 May 2012 is now consulting on further alteration – and possible repeal 

                                                        
2 ibid 
3 http://www.homeoffice.gov.uk/publications/equalities/womens-equality/modern-workplaces-
consultation/government-response?view=Binary 
4 http://www.discriminationlaw.org.uk/system/files/DLA++-+specific+duties+-+April+2011.pdf 
5 Ibid, p.2 
6 ‘Equality Duties: Assessing the cost and cost effectiveness of the specific race, disability and gender 
duties’ June 2009, pages 49-50 http://www.edf.org.uk/blog/wp-
content/uploads/2011/02/finalreport11.06.092.pdf 

 

http://www.edf.org.uk/blog/wp-content/uploads/2011/02/finalreport11.06.092.pdf
http://www.edf.org.uk/blog/wp-content/uploads/2011/02/finalreport11.06.092.pdf


– of the PSED7.  Such a step – without significant and substantial alternative 
provisions being put in place – can not be anything other than a retrograde step in 
the move towards tackling inequalities. 

 
8. The DLA applauds the sentiment of trying to alter attitudes without cumbersome 

regulatory and legislative burdens.  However the attitudes they seek to change are 
deeply and fundamentally held by – probably – the majority of the population, albeit 
subconsciously.  So if the Government was willing to fund a publicity campaign in 
relation to the need for equal pay, and retention of women in the workplace to the 
same order as the last Conservative Government’s AIDs campaign in the 1980s8, 
this might possibly be effective. However, given that the resources for such a 
campaign are unlikely to be found by Government, repealing the existing regulatory 
and legislative framework without replacing it would be a retrograde step. 

 
Question 2: What has been the impact of the current economic crisis on female employment and wage 
levels? 
 
Austerity measures compound rising female unemployment  
 
9. Women’s unemployment is currently at its highest level for 25 years, sitting at 

approximately 1.2 million, having risen by 18% since October 2009.  In contrast, 
male unemployment has risen by just 1% during the same period.9   
 

10. The general tendency for fiscal austerity measures to impact disproportionately on 
females has been well documented over recent years. In November 2010 The 
Women’s Budget Group, a voluntary organization composed of academics and 
activists, published “The Impact on Women of the Coalition Spending Review 
2010” which concluded that the 2010 budget package would ‘impact 
disproportionately on women’s incomes, jobs and the public services they use’.10 
The Budget Gender Audit (July, 2010) commissioned by the Labour equalities 
spokeswomen Yvette Cooper MP estimated women would pay for 72% of the cuts 
introduced by the emergency budget; in areas such as housing, child benefits and the 
CPI uprating of the additional state pension and public sector pension.11 
   

11. Despite the potentially wide-ranging impact of budget cuts for women the 
Treasury’s “Equalities Impact Assessment of the Comprehensive Spending Review” 
provided little quantative analysis as to the disproportionate effect of the reduction 
in public spending.12  The Women’s Budget Group with disappointment noted in 
it’s report that the Equality Impact Assessment contained “inadequate analysis” with 
“no high level oversight being applied to secure consistency, showing how little 
value the government places on gender impact assessment and by implication, on 

ality.”the need to promote equ
                                                       

13   
 

7http://www.publications.parliament.uk/pa/cm201213/cmhansrd/cm120515/wmstext/120515m0001.ht
m#12051577000007 
8 http://www.bbc.co.uk/news/magazine-15886670 
9 http://www.fawcettsociety.org.uk/index.asp?PageID=1264 
10 The Impact on Women of the Coalition Spending Review 2010, November 2010  (Women’s Budget Group) 
http://wbg.org.uk/RRB_Reports_4_1653541019.pdf 
11 http://www.poverty.ac.uk/analysis-government-cuts-gender-welfare-tax-government-policy-uk/women-
lose-out-government-cuts 
12 http://cdn.hm-treasury.gov.uk/sr2010_equalities.pdf 
13 http://wbg.org.uk/RRB_Reports_4_1653541019.pdf, p.3 
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12. The gender specific consequences of recession have been exacerbated by the fact 

that women’s employment is concentrated in the public sector, which is currently 
facing actual and projected job losses for 700,000.14  Women make up approximately 
two thirds of all public sector workers in the UK; 98% of workers within primary 
education (98%); approximately 70% of the educational workforce overall; four 
fifths of healthcare workers and two thirds of local authority workforces.15  For 
example, research conducted by the GMB highlights that women accounted for 
68.2% of the fall in numbers employed by the 375 Councils across England and 
Wales since the General Election of 2010.  In 2011, there were 19 councils where 
the drop in the number of women employed accounted for 100% of the decline in 
staff numbers.16  Roles in the public sector are often attractive to women because 
such employers are likely to provide flexibility necessary for the many women who 
have caring responsibilities.  Private employers are unlikely to be as flexible, and are 
less attractive to women for the further reason that the gender pay gap is greater 
than in the public sector (20.8% private sector, 11.6% in the public sector)17. 

 
13. Many of these themes have been explored further in the Women’s Budget Group 

response to the report responds to the Coalition Government's Budget 2011: ‘The 
Impact on Women of Budget 2011’18.  It is disheartening to note that, for example, 
the Office of Budget Responsibility’s statistics does not include an equality impact 
assessment. Although a certain amount of information is available on the gender 
disparity in the impact of tax measures,19 the Women’s Budget Group report on the 
2011 Budget details a number of examples where such information is incomplete or 
inadequate to genuinely assess the disparate impact20. 

 
14. What is abundantly clear from all of the evidence cited above is that women have 

suffered disproportionately in the current economic climate and that the 
Government’s fiscal measures are compounding this effect rather than alleviating it.  
The Government has produced no statistical or empirically verifiable information to 
the contrary. The obvious conclusion to be drawn is that Government has decided 
to downgrade the equality agenda and ignore the obvious benefits to individuals and 
the wider economy of encouraging the retention and recruitment of more women 
into the workforce. 

 
Interrelationship Age and Gender 

 
15. The gender specific impact of the fiscal crisis is best understood in the light of 

broader equality issues. Recessional trends for female employment have most 
severely affected women with protected characteristics such as age, maternity and 
disability.   
 

                                                        
14 (Economic and Social Data Service, Quarterly Labour Force Survey Household Dataset, April - June, 
2010) 
15 ONS, 2011 
16 http://www.gmb.org.uk/default.aspx?page=2897 
17 Office of National Statistics, 2009 Annual survey of hours and earnings.   
18 http://www.wbg.org.uk/index_7_282363355.pdf 
19 MRC & HM Treasury, Overview of Tax Legislation and Ra es, 23 March 2011 

p://www.hmrc.gov.uk/budget2011/overview.pdf). p. A5   

 

H t
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20 http://www.wbg.org.uk/index_7_282363355.pdf, p.4-5 
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16. Recent analysis of data obtained from the House of Commons library shows that 
unemployment amongst women aged 50-64 has risen by 39% during the period 
2010-2012, and was 15% higher than males of the same age during 2011.21  Females 
aged 50-59 experience a gender pay gap of 10% and make up just 8% of managerial 
positions (compared to their male counterparts at 16%).22 The combination of fiscal 
crisis and the austerity measures imposed by the government have thus sought to 
enhance the traditional discrepancies amongst males and females in the workforce.  
According to the Home Office, the pay gap between full time median earnings 
between the sexes is currently 10% (with the overall gap when comparing the pay of 
all those in work standing at 20.2%).23  
 

17. The reduction in funds allocated to further and higher education institutions will 
also impact heavily on women from backgrounds without a family history of 
university attendance; primarily those from ethnic minorities women and 
disadvantaged backgrounds.  Without the opportunity to attain degree or vocational 
qualifications, such groups may find their earning potential and job prospects greatly 
reduced. Cuts to language courses provided to those on benefits; “English for 
Speakers of Other Languages” (ESOL) have also made entering the labour market 
more difficult for BAME females in particular.24 

 
Legal-Aid Cuts 
 
18. Recent reforms to the Employment Tribunal system and legal aid cuts have 

compounded the impact of the Government’s austerity measures upon the female 
workforce. The closure of the UK Women’s National Commission, the Wales 
Women’s National Coalition, and funding cuts to the Equality and Human Rights 
Commission (EHRC), risk creating a situation where women who face discrimination 
or unequal pay scales are unable to access legal assistance or redress. Many providers 
of Legal Help receive funding from local government, charitable donations and the 
EHRC.  Budget cuts have meant that the survival of many providers is therefore in 
doubt, even before considering the impact of LASPO.25 
 

19. Proposed changes to the Employment Tribunal System, such as the introduction of 
fees, may also are also reducing women’s access to legal redress.26 The DLA has 
emphasized that the Government’s suggestion of imposing a blanket policy of higher 
fees for discrimination claims, could itself be discriminatory, as “not every 
discrimination case is complex or massively time consuming, factors which may 
justify a higher fee”.27 Some discrimination cases are of low value and not as complex 
as some unfair dismissal cases (for example, those involving TUPE).  

 
Question 3: How should the gender stereotyping prevalent in particular occupations, for example in 
engineering, banking, construction and the beauty industry, be tackled? 
 
                                                        
21 ONS (2012) 
22 http://www.fawcettsociety.org.uk/index.asp?PageID=1264 
23 http://www.homeoffice.gov.uk/equalities/women/women-work/ 
24 2
25 ttp://www.discriminationlaw.org.uk/system/files/DLA+Response+to+MoJ+consultation+

+Legal+Aid+Reforms+-+14+02+11.pdf 

http://www.bbc.co.uk/news/education-1 478909 
h

on
26 http://www.xperthr.co.uk/article/107972/employment-tribunal-system-to-be- 
27http://www.discriminationlaw.org.uk/system/files/Tribunal+fees+March+2012.pdf 

 



20. The Government has already noted the existence of the ‘gender talent gap’28 and is 
aware that several aspects of gender stereotyping need to be tackled in order to 
encourage gender equality in many different types of workplace.  The question 
posed above is interesting as it seeks to address areas of traditional bias against men 
as well as women.   There are a host of different factors that might deter men from 
taking up traditionally ‘female’ roles, but one of the key issues is likely to be pay.  
The history of equal pay claims over the past 10 years or so has taught us that many 
jobs carried out predominantly by women are rated as equivalent to roles 
traditionally carried out by men, but carry a lower wage.  It is hardly surprising that 
men do not take on the challenge of tackling gender and social stereotyping by 
applying for a lower paid role, when they could more easily take another higher paid 
role that fits the male stereotype. Millions of women, on the other hand, have to 
take on that challenge every working day. 

 
21. Taking steps to address gender stereotyping in particular occupations would need to 

involve a wrap-around change to policies relating to education, the economy and 
business/employment regulation. 
a) Lead by Example 
 From the higher levels of government in particular the message should be 

conveyed that gender stereotyping of roles is unacceptable.  This should be 
followed through in government appointments. 

  
b) Embed in Education and Media 
 Peremptory initiatives need to be introduced to address role stereotyping 

from an early age, and particularly in careers advice. 
 
c) Regulation and Guidance for Business 
 A balanced combination of regulation and guidance is needed to encourage 

individuals to question, and businesses to address, gender imbalance where it 
arises, by looking at the positive business case for encouraging recruitment 
and retention of employees who do not fit the stereotypical mould.   

 
a) Leading by Example 
 

22. The Government has, sadly, not led by example in this area to date.  Although the 
right noises are made and headline grabbing announcements are made about 
wanting to promote the position of women and equality, this is not always followed 
through by its actions which sometimes contradict the rhetoric.  For example, the 
Red Tape Challenge invited individuals and businesses to voice their criticism of the 
concept of equality by putting the Equality Act – a piece of legislation crafted 
carefully over a 10 year period involving input from all sectors – on the agenda of 
legislation that could potentially be repealed.  The clear message conveyed by this 
measure was, quite simply, that equality is not important.  A second example is the 
move of the Government Equalities Office in the recent reshuffle from the Home 
Office under Theresa May MP to where it now falls, under the remit of the Minister 
for ‘Culture, Media and Sports’, Maria Miller MP, the Government has given the 
unfortunate implied message that working towards equality is now an optional 

an a governmental imperative.  The reshuffle also led to a leisure activity rather th

                                                        
28 See presentation by Jonathan Rees, GEO ‘The Government’s Approach to Equality and Diversity’, 18 
September 2012 quoting ‘Your Loss: How to Win Back your Female Talent’, Ioannidis and Walther 2010 

 



decrease in numbers of women holding Government posts from 17.1% to 16.2%29.  
Not a huge decrease but still below the average number of women MPs in total 
(22.3%). 

 
23. The Equal Opportunities Review (EOR) regularly features articles on organisations 

that have embedded good practice on equalities and which have a good gender mix 
of employees.  These articles show that a common thread running through most of 
the organisations featured is the espousal by senior employees of the concept of 
equality and the promotion by them of initiatives that encourage the recruitment and 
retention of women, e.g. flexible working at American Express30.  It is not 
unreasonable to assume that were the Government itself to genuinely and visibly 
espouse the principle of equality more thoroughly by its conduct and policies, 
business leaders and employers would themselves value more highly the concept of 
equality and the presence of women in the workplace. 

 
b) Embed in Education and the Media 
 

24. Women are currently under-represented in sectors such as science, engineering and 
technology; with a survey by the Science Council reporting that in 2011 men 
comprised 96% of those working in the manufacturing industry.  Various studies 
have emphasized that encouraging diversity in such sectors would benefit the UK’s 
current “skill set deficiency.”31 The DLA is of the view that gender inequality will 
not be eradicated merely by monitoring/regulating the pay mechanisms by which 
stereotypes manifest themselves in the workplace. It is of vital importance that 
Government led initiatives seek to actively alter gender stereotypes to reflect 
changing social norms.  The approach identified as Step 3 above seeks to achieve 
this by encouraging young women to develop career aspirations outside the confines 
of traditionally “feminine” roles.  
 

25. The DLA welcomes the funding announced from the Department of Business, 
Innovation and Skills in June 2012 to the Royal Society to fund programmes aimed 
at increasing diversity in the scientific workforce32, similarly the parallel scheme 
being funded by BIS with the Royal Academy of Engineering.  The plan to provide 
an integrated diversity programme for the Science Technology, Engineering and 
Maths workforce is laudable, although the funding of £700,000 over the four years 
for each project is exceptionally small when compared to the potential benefits to be 
derived were the aim of the programmes to be achieved. 
 

26. In 2011, Ofsted inspectors visited 16 primary schools, 25 secondary schools and 10 
further education colleges to conduct a survey on the choices of courses and careers 
made by girls and young women at various stages in their education and training.33 
Key findings identified by their report included: 
 

                                                        
29 Equal Opportunities Review, Diary, Issue 229 (September 2012) 
30 Equal Opportunities Review, ‘American Express: Establishing a leader led flexible culture’, Issue 217 
(September 2011) 
31 Closing the gender skills gap, National Skills Forum, February 2009; 
www.policyconnect.org.uk/nsfapsg/research. 
32 http://royalsociety.org/news/more-diverse-scientific-workforce/ 

 

33 http://www.ofsted.gov.uk/resources/girls-career-aspirations  

http://www.policyconnect.org.uk/nsfapsg/research


1) From an early age, the girls surveyed had held conventionally 
stereotypical views about jobs for men and women. They retained those 
views throughout their schooling despite being taught about equality of 
opportunity and knowing their rights to access any kind of future career.  
 

2) Programmes for careers education and work-related learning, and the 
provision of information, advice and guidance in the schools visited, were 
not focused sufficiently on the knowledge, understanding and skills that 
girls and young women needed in order to deal with factors such as 
career breaks and the roles they might wish to play as future parents. 
 

3) A narrow range of gender-stereotypical work placements dominated 
choices in almost all the settings seen.  

 
 Ofsted found that almost all of those interviewed that the careers advice offered at 

school had little impact on their choice of career and failed to identify jobs that were 
‘unusual’ or traditionally undertaken by men. Girls predominantly elected subjects 
such as dance, art, textiles, sociology, health and social care, biology, English and 
psychology and of the 1,725 examples of work placements for young women, 
collected from records, only 164 represented “non stereotypical” experiences. 

 
27. The DLA believes that the examples of “good practice” in schools identified by 

Ofsted’s report would help to encourage the aspirational shift necessary to prevent 
younger generations re-enacting the gender stereotypes found in the work place 
today.  The 2009 report ‘Closing the gender skills gap’34 takes a broader perspective to 
the issue looking at potential measures outside education. Some of these ideas, that 
DLA would endorse, include the following: - 

1) Using the Science, Technology, Engineering and Mathematics (STEM) 
programme to devise activities involving teachers, students, outside 
agencies and local companies.35  

 
2) Evaluate the programmes being run by the Royal Society, and the Royal 

Academy of Engineering to ascertain their effectiveness, and set out now 
– at an early stage – to see whether other relevant professional bodies or 
industry sectors could learn from the methodologies employed. 

3) Develop further the Young Enterprise initiative with employers,36  using 
it to introduce volunteers from the local business community who 
occupy non-stereotypically gendered roles, such as female engineers and 
male nurses, to inspire young people to consider non-stereotypical 
careers. 

4) Provide incentives to industries to take on non-stereotypical apprentices. 

                                                        
34 ante 
35 For further information on the STEM programme, see: www.dcsf.gov.uk/stem/.  

 

36 For further information on Young Enterprise Volunteers, see: www.young-
enterprise.org.uk/case_studies/volunteers. 
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5) Increase the prominence of the role of careers adviser in Ofsted 
inspections; set standards and diversity goals specifically in relation to 
what is being told to children making career choices. 

6) Work with the media.  Many children’s views of the range of careers open 
to them are already entrenched before they reach the point where they 
need to make career-specific choices and decisions.  Encouraging a wider 
representation of individuals in non-stereotypical roles – extending 
beyond tokenism – in programming and advertising would assist in 
‘normalising’, for example, female consultants, construction workers and 
engineers.  The importance of gender stereotyping in the media can not 
be overestimated. 
 

b) Regulation and Guidance for Business 
 
 

28. The DLA’s view overall is that the effect of the Government’s present policies 
represent a move away from encouraging businesses to recruit or retain women (the 
differential impact upon women of two successive austerity budgets have 
demonstrated this) in the face of a clear need on the part of both individual women 
and the wider economy to remain economically active.   Time and time again reports 
on success stories in relation to diverse workforces and flexible working policies are 
publicised and organisations, such as the CBI recognise the business case for the 
involvement of more women at senior levels37.  Adopting some of the measures 
suggested above would assist in helping deliver this message through to the wider 
business community and various sectors where female employees are 
underrepresented. 

 
29. As a proposed first step, the DLA supports the retention of the PSED in full, 

similarly the role of the EHRC in promoting the position of women in the 
workplace.  Although individual organisations conduct research and consultations 
and produce reports, without the EHRC there is the lack of an authoritative and 
consistent voice to give advice to employers and support to women.  Even 
employers who wish to take positive steps would find difficulty in finding advice as 
to how to overcome the prejudices of their own stakeholders.  Without a strong 
legislative and regulatory framework backed by a well funded, non-partisan advisory 
body, any initiative to address low numbers of women in the workplace is likely to 
fail. 

 
Question 4: What more should be done to promote part-time work at all levels of the workplace and to 
ensure that both men and women have opportunities to gain senior positions within an organisation 
whilst working part time? 
 
30. The right to make a request to work flexibly has been in place for those caring for 

younger children since 2002, and for those caring for older children or disabled 
children or adults since 200738.  Women are far more likely to fall into the category 

, and to take on more responsibility for running the homeof carer than men

                                                       

39.  The 

 
37  ‘CBI response to Consultation on Gender imbalance in corporate boards in the EU’, May 2012 
38 s.80F – 80H Employment Rights Act 1996 
39 Demos Survey: The Home Front (2011) p.114-5 http://www.demos.co.uk/files/Home_Front_-
_web.pdf?1295005094 

 



right to ask to work flexibly is just that: there is no right to work flexibly, just a right 
to ask.  Time and time again queries come up on website ‘mumsnet’ about a failure 
to allow flexible working and what the mother can do about it.  At the moment, the 
short answer is ‘nothing’.  The employer is given a wide range of possible reasons as 
to why the request can be refused (s.50G), that could – if the employer so chose – 
be used easily to mask a discriminatory reason for refusal. 

31. Women are more likely than men to work flexibly or part time, and earnings for part 
time work are, per hour, lower than for full time work40. Essentially, part-time work 
is pigeon-holed as being women’s work, and less valuable.  This is an issue of 
perception, not fact. A number of organisations, for example American Express41, 
have successfully introduced flexible working policy that is available to all and which 
a significant number of men and senior employees have chosen to take up.  Similar 
initiatives reported in EOR usually report an increase in productivity of employees 
as a result of the introduction of the flexible working policies.  The availability of 
part-time work for women returning to the workplace is now common-place, but 
part-time working is still stigmatised and some employers will only allow women 
back to work with the trade off that they have to transfer to a less prominent role. 

 
 
32. The DLA is of the view that this problem should be tackled firstly by placing pay 

differentials between part time and full time workers on the same footing as the 
gender pay gap in relation to s.77.  Secondly, commissioning a study calling for 
evidence on the specific issue of flexible working; asking for examples of successful 
schemes and widely publicising the report would assist.  Similarly, there is little 
research into the responses that employers actually give under s.80F of the 
Employment Rights Act when refusing applications to work flexibly.  Undertaking 
such research would give information about what concerns employers have about 
allowing employees to work flexibly.  Anecdotally, much of the concern of 
employers is a fear of loss of business.  The argument runs that where there is a 
client facing role, the part-time employee’s relationship with clients will suffer as a 
result of their part-time status, and this in turn will cause the business to suffer.  
However this ignores the fact that a large – and increasing - number of their clients 
will be working part-time as well, and will not necessarily be put off by knowing that 
the employee they are speaking to is a part-timer.  Once more is known about the 
reasons employers give for refusing requests, a comprehensive approach can be 
planned to tackle employers’ prejudices. 

 
 

Question 5: To what extent have the recommendations in Lord Mervyn Davies’ Report “Women on 
Board” (published in February 2011) been acted upon? 

 
a) To what extent should investors take into account the percentage of women on boards, when 
considering company reporting and appointments to the board? 

 
33. Lord Mervyn Davies’ 2011 report recommended that the Financial Reporting 

Council should amend the UK Corporate Governance Code to require listed 
companies to establish a policy concerning boardroom diversity, including 

ives for implementing the policy, and disclose annually a summary measurable object

                                                        
40 ONS Annual Survey of Household Earnings, 2011 
41 ante 

 



of the policy and the progress made in achieving the objectives.    The FRC duly 
consulted and announced amendments to the Code in October 2011.  Companies 
now have to explain in their annual reports what their diversity policy is, and how it 
is implemented.  As a result, investors will have at least some information to hand in 
relation to diversity at board level of the companies they chose to invest in. 
 

34. It is, of course, a matter for individual and corporate investors to decide how much 
attention they wish to pay to diversity targets and progress on the boards of the 
companies they invest in.  It may be that like CSR, organisations will learn to 
appreciate that diversity on a board is good news, not just from an outward facing, 
PR perspective but also because of the beneficial effect it is likely to have on 
business performance as a whole. 
 
Executive Nomination Process  

 
35. A recent study by the International Centre for Women Leaders at Cranfield 

University identified a distinctly “Anglo Saxon” board structure, dominating 
companies in the UK and USA; “a unitary corporate Board and a mix of executive 
directors (inside) and NEDs (outside directors)”.42 Empirical studies of the 
nomination process have highlighted the extent to which the system of 
appointments of Non-Executive Directors on FTSE 350 companies was a 
“traditional process dominated by the Chairman and/or the CEO with token 
consultation of the full Board” (Gay, 2001).   
 

36. If diversity within the boardroom is to be achieved, the nominations process must 
seek to escape the “old boys network” identified by Cranfield University.43 The 
literature surveyed by the report suggests that although Nomination Committees are 
in place in many FTSE-listed organisations, they are the least developed of the 
Board’s committees, meeting irregularly without a clear understanding of their role 
in the appointment process. Further, the Chairman, as recommended by the 
Combined Code (2003), is the Chair of the Nomination Committee and remains a 
dominant influence on who actually gets appointed to the Board (Pye, 2000). Some 
have argued that the increased use of Nomination Committees has had little effect in 
seeking to broaden the talent pool targeted for new appointments. 
 

37. The Cranfield Report arises that The Board appointment process is often driven by 
a homogeneous elite group of individuals at the top of the FTSE 100 companies. As 
the corporate elite, they restrict access to those individuals who do not fit with the 
values, norms, and behaviours of the existing members. The social psychological 
process of fit seems central in the appointment process, yet it remains an elusive 
concept likely to trigger exclusionary practices. 
 

38. The six month’s monitoring report following the Davies Review found that 73 per 
cent of FTSE 100 and 60 per cent of FTSE 250 firms reported in their Annual 
Reports that they used executive search firms in their Board appointment process 
(Sealy et al., 2011). Despite the fact that ESFs have become institutionalised risk-
management agents in the Board appointment process (Faulconbridge et al., 2008), 
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there is limited academic evidence on how ESFs impact the process of corporate 
Board appointment and the resulting consequences for women. 

 
Education  

 
39.  In this respect, the DLA notes the recommendations of Professor Didier Cossin, 

who argues that “the role of the board and individuals and board dynamics are 
matters of education in a wide sense”.  In order to fully appreciate the benefits 
offered by to a company by diversity in the board room, members of the 
nomination committee must be educated in a manner that is “tailored to the specific 
remit of the board, rather than taking its lead from executive education.”44 

 
Quotas 
 

40. Supplementing the education of senior executives on the commercial benefits of 
diversity within the board-room should be a system of quotas.  Although there has 
been debate about the efficacy and validity of quotas, the DLA would support the 
inclusion of a requirement for quotas in the UK Corporate Governance Code. One 
recent example of the introduction of a quota system is the Norwegian Companies 
Act 2003, which requires a 40% female quota for the boards of public listed 
companies and was amended in 2010 to apply to all publicly owned enterprises 
(state-owned limited liability and public limited companies, state-owned enterprises, 
companies incorporated by special legislation and inter-municipal companies), and 
public limited companies in the private sector.   
 

41. Since the legislative scheme became mandatory in 2006 sanctions for non-
compliance with the statute have been applied severely with forced dissolution being 
the ultimate penalty.  Despite facing vehement criticism from political and media 
circles as to the theoretical validity of the scheme it has proved extremely successful.  
Since the introduction of the quota the number of women on Norwegian public 
limited company boards has risen from 2% in 2002 to 40% by 2009.45  The statutory 
scheme has also encouraged the development of national databases by state 
directorates and employee associations, which aim to publicise women’s skills by 
registering their CVs for companies to browse.   
 

42. In their study of Norwegian gender diversity initiatives, Storvik and Teigen state: 
“no quotas, no success.”46  The fact that females on Norwegian company boards 
increased by just 4% during the years 2003-2006 (when the scheme was voluntary) 
demonstrates that quotas are a key method of encouraging organisations to prioritise 
the equality agenda, where otherwise it might be neglected as a costly, time 
consuming process.  

 
b)      Why are there still so few women in senior positions on boards, and what are the benefits of having 
a greater number? 
 

                                                        
44 http://www.icsaglobal.com/governance-and-compliance/features/march-2012-in-the-know 
45 http://library.fes.de/pdf-files/id/ipa/07309.pdf 
46 Ibid. 

 



43. The Institute of Leadership and Management has undertaken research (‘Ambition 
and Gender at Work’, Feb 11) 47 into the dearth of women in management.  This 
demonstrated that three quarters (73%) of women believe there are barriers 
preventing them from progressing to top management. Women tend to have less 
idea of career direction than men at the outset of their career, and fewer women 
than men expected to rise to take managerial positions (50% vs 62%).  This is in part 
explained by women’s lower confidence levels and their reluctance to put themselves 
forward for a promotion where they only partially meet a job description (men 20%; 
women 14%).  The decision of whether to continue at work – and climb the career 
ladder in the vital 30-40 age bracket – is a crucial one, and there is little by way of 
incentive for women who know that even if they do return, they are unlikely to 
achieve the same level of seniority within the workplace as their male counterparts. 

 
44. The benefit of having more women in board positions has been analysed in a 

number of studies. Erhardt, Werbel and Shrader (2003) in their study of 112 
American Fortune listed companies considered the effect or diversity (25% non-
whites and females) on boards, and found a clear positive impact on ROA and ROI 
suggesting that board diversity has positive impact on company performance. 

 
45. This result was repeated in another U.S. study by Carter, Smith et al. (2006) of 797 

Fortune 1000 firms. They found that even after controlling for other characteristics, 
having women in senior and board positions is likely to be an indicator of improved 
company performance overall 
 

46. The above studies have echoed others over recent years that have evidenced a 
positive relationship between gender diversity in the boardroom and increased 
company profitability.48 One of the biggest surveys in this field, conducted in 2007 
by the US think tank Catalyst49, concluded that firms with the greatest proportion of 
women board members showed significantly higher return on investment, return on 
equity, and return on invested capital than those with the smallest proportion of 
women.   

 
47. There is some evidence that the benefits offered by diversity are not confined to 

company profits.  In a study of English firms, Ryan and Haslam (2005) found that 
when a female director is appointed to a board during a recessionary period the 
company’s share price tends to increase, even if economic performance does not 
change.  However, the literature on this topic has produced varying results. A recent 
study using British data suggested that an increased number of women in the board 
room bore a negative relationship with subjective measures of company 
performance, such as stock price, but not on objectively established measures, such 
as profitability.50 

  
48. Scholars have de
                                                       

veloped theories to explain this causal relationship based on 
 

47 http://www.i-l-m.com/downloads/resources/centres/communications-and-
marketing/ILM_Ambition_and_Gender_report_0211.pdf 
48 See, for example, David A. Carter et al., The Gender and Ethnic Diversity of US Boards and Board 
Committees and Firm Financial Performance, 18 CORP. GOVERNANCE 396, 410–11 (2010) 
49 2007 Census: Board Directors, CATALYST, 1 (2007), 
http://www.catalyst.org/file/322/census_board_final.pdf 
50 Alexander Haslem et al., Investing with Prejudice: The Relationship Between Women’s Presence on 
Company Boards and Objective and Subjective Measures of Company Performance, 21 BRIT. J. MGMT. 
484, 492 (2010). 

 



 

                                                       

theories of social psychology and group decision-making processes.  In essence, 
diverse boardrooms (both in terms of gender and race) tend to make decisions both 
better and faster, by fostering enhanced network connections, resources, creativity, 
and innovation.51 These arguments – ‘the business case for diversity’ - suggest the 
idea that women’s presence on corporate boards increases market understanding 
and subsequently “enriches the talent pipeline”52, producing financial benefits for 
shareholders.  It is acknowledged that there has been some academic criticism of 
such theories; positing that in many of the studies undertaken the relationship 
between diversity and profitability can be explained away by “tokenism.”  It is 
argued that companies recruiting more women are generally high profile, multi-
national organisations that are under greater pressure to promote a diversity 
agenda.53  However in opposition to this argument it could be said that this criticism 
is self defeating as presumably, low profile, smaller companies would wish to 
emulate larger, more successful companies. If recruiting and promoting women 
forms part of the formula that has made such companies successful, it follows that it 
would be good ‘business sense’ to adopt that formula.  The DLA is of therefore of 
the opinion that such criticism does not undermine the argument that boardroom 
diversity will ultimately benefit companies, not least because those companies that 
choose to adopt strong diversity policies are able to impress an aura of “innovation” 
upon shareholders, market rivals and other stakeholders. 
 

 
c) Success of Voluntary Code recommended by the Davies Report 
 
49. That the call for a voluntary code of conduct for ESF’s has been successful has been 

documented in Review of Lord Davies’ review issued in March 2012 (page 12) and 
reported upon at length in the EHRC study ‘Gender Diversity on Boards: the 
Appointment Process and the Role of Executive Search Firms’ (Spring 2012)54.  The 
DLA endorses the findings of those reports and the recommendations made within 
them.  
 
 
Sophie Garner, Barrister, St Philips Chambers 
Nicola Atkins, Research Assistant 
 
19 October 2012 

 

 
51 See generally Nancy Di Tomaso et al., Workforce Diversity and Inequality: Power, Status, and Numbers, 
33 ANN. REV. SOC. 473 (2007) 
52 https://gsbapps.stanford.edu/researchpapers/library/RP2098.pdf (Burgess & Tharenou, 2002; Fields & 
Keys, 2003; Robinson & Dechant, 1997; van der Walt & Ingley, 2003) 
53 In 2001 Farrell and Hersch examined a sample of 300 Fortune 500 firms between 1990 and 1999, 
showing that firms with strong profits are more likely to appoint female directors but that female directors 
do not affect subsequent performance. http://papers.ssrn.com/sol3/papers.cfm?abstract_id=292281 
54 Dolder, Vinnicombe, Gaughan, Cranfield University 

https://gsbapps.stanford.edu/researchpapers/library/RP2098.pdf
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Written evidence submitted by Charlotte Dunford 
 
 
 
The UKRC has informed me of your request for evidence regarding gender equality in the 
workplace.  The only evidence I can give is the anecdotal evidence of my own experience.  I 
hope this short note being submitted without the requested formatting is not an issue. 
 
I am female and an engineer.  Starting in the final years of secondary school and continuing 
until now my education and work life has been dominated by men.  It feels normal to me now 
to be the only woman in a team, I get excited when I get a chance to work with another 
female!  I have always felt like I was treated as an equal by my male colleagues and they 
have been open about the need to encourage more women to enter the profession.  I am not 
far along enough in my career to have any experience yet of the glass ceiling people talk 
about. 
 
In my experience the barrier to women being in the technical professions is that many 
women do not choose my career not that they are barred from it or are not felt welcome by 
others once they have chosen it.  I do not know why that is, maybe being an engineer really 
is more of a male-thing.  I can tell you why I chose it as a career. 
 
My father is an engineer.  I played with engineering and scientific toys as a child.  I was 
encouraged to take technical and science subjects at school.  It was my academic success 
in maths and science subjects and my love of machine shop that made me decide to be an 
engineer.  I was the only girl in my machine shop class and one of only a handful of girls in 
my advanced science and maths classes.  How can women fall in love with these 
professions or realise they are capable of them if they never try them? 
 
I think more focus should be given to the gender stereotyping of technical toys, which I know 
in the case of lego has got worse over the years, and encouraging more girls to give male 
dominated skills a try at school. 
 
I hope this account of my experience helps you in your work. 
 
8 November 2012 
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Written evidence submitted by the Electrical Contractors’ Association 
 
 
 

ABOUT ECA 
 

The  ECA  is  the UK’s  largest  trade  association  representing  electrical  engineering  and  contracting 
companies. The electrical contracting  industry employs 350,000 operatives and 6,000 apprentices. 
Our  3,000 members  range  from  local  electricians  to  national  companies  with  several  branches 
employing thousands. Our members carry out a range of work, from domestic heating and  lighting 
to cutting edge temperature control technology.  

 
 

SUMMARY 
 

• The evidence submitted by the ECA focuses only on question four: How should the gender 
stereotyping  prevalent  in  particular  occupations,  for  example  in  engineering,  banking, 
construction and the beauty industry, be tackled? 

• At  present,  less  than  1%  of  qualified  operatives  in  electrical  contracting  are  female.  The 
ECA’s Skills Ambassador and  the  first  female president of  the ECA  in  its 111 year history, 
Diane Johnson, made it her goal to find a suitable pathway for women to find their way into 
the electrical contracting industry.  

• In  seeking  to  increase  representation  of women  in  the  electrical  contracting  industry,  in 
2011 the ECA joined forces with principal partner, L&Q Housing Association to deliver a self‐
funded  two year pilot  to  train 12 women  to work competently and safely  in  the domestic 
environment. Unemployed residents living in L&Q housing stock were given the opportunity 
to participate in the course. Further information about the scheme and its clear benefits are 
provided below. 

 
How should the gender stereotyping prevalent in particular occupations, for example in engineering, 
banking, construction, and the beauty industry, be tackled? 
 
1.1  In the electrical contracting industry whilst we estimate that there are approximately 6,000 

apprentices in training at any one time, too few of these are women.   
1.2  In response to this, and the fact that only 1% of the qualified workforce  in the  industry are 

women1, the ECA joined forces with principal partner, L&Q Housing Association to deliver a 
self‐funded  two  year  pilot  to  train  12  women  to  work  competently  and  safely  in  the 
domestic environment. We hope that the initiative will break down barriers and perceptions 
and  promote  an  increase  in  the  number  of women  entering  the  industry  and  potentially 
going  on  to  take  higher  qualifications  that  allow  them  to  work  in  the  commercial  and 
industrial sector, where there is a looming skills crisis within our industry.  

1.3  The  ECA  believes  that  this  pilot  serves  as  a  blueprint  for  success  for  other  like‐minded 
organisations. We are working hard to share our concept as we would like to see the scheme 
upscaled and replicated as  it offers multiple benefits such as the opportunity to gain a skill 

                                                 
1 SummitSkills AACS LMI report (June 2010) 



for  life,  increases  the number of women  in  the workplace, and aids  social mobility. Once 
accredited, we believe  that  schemes  like  this  should be  eligible  to  receive  an  element of 
public  funding  so  that  they  can be  applied  in other  key  vocational  trades,  as well  as  the 
construction industry because we believe they offer good value for public money. The ECA is 
engaged with the Skills Funding Agency to see how it can support funding.  

1.4  The  course officially began  in  September 2011.  The participants,  all of whom  live  in  L&Q 
housing stock and were unemployed prior to beginning the course, receive a mix of flexible 
work‐based  and  theoretical  training  delivered  around  term‐time  and  school  runs with  a 
heavy focus on pastoral care. 

1.5   Work  based  training  began  in March  2012  and  the  participants  have  been  placed  with 
several electrical contracting firms – Axis Europe, Mulalley, Smith and Byford – who maintain 
L&Q housing stock, as well as carry out other work. This serves as a good example of how 
organisations  could,  in  future,  use  their  procurement  processes  to  help  promote  social 
outcomes. 

1.6  Working together with  the ECA, SummitSkills  (the sector skills council  for Building Services 
Engineering) has developed two  new NVQ Level 3 domestic electrician qualifications which 
should receive accreditation shortly, making them available for use in this pilot. We believe 
that going forward, these qualifications will be particularly attractive to women, given that 
they are more likely to be interested in entering the domestic sector first, as opposed to the 
construction site based commercial and industrial sector.  

1.7  The programme  is not  just  focused on producing electricians, but on developing electrical 
contractors and employers of  the  future. At  the end of  the  two year programme,  the ECA 
will help the women to secure employment, or provide support and mentoring to those who 
wish to start a business of their own. It  is also anticipated that we will take those able and 
willing through to the higher qualification, to demonstrate the clear progression route. 

1.8  There  are  a  number  of  benefits  for women  undertaking  this  scheme:  it  gives women  an 
opportunity  in  an  industry  that  is  male‐dominated;  it  breaks  down  the  barriers  and 
perceptions of  the  industry;  it promotes  the development of a defined qualification  in  the 
domestic sector and acts as a stepping stone  into further higher qualifications which allow 
for career development; and  it helps to tackle unemployment by giving women of all ages 
and educational levels an opportunity to learn a skill for life, develop a potential career and a 
chance to begin their own business. 

 
5 October 2012 
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Written evidence submitted by Employers Network for Equality and 
Inclusion 

 

About us 

Incorporating the Employers Forum on Age, Employers Forum on Belief and Employers 4 
Fathers, the Employers Network for Equality & Inclusion (enei) is the UK's leading employer 
network covering all aspects of equality and inclusion issues in the workplace. Our 
members1, primarily larger public and private sector employers, are drawn from a diverse 
range of sectors. 

In addition to providing practical advice and guidance to our members and encouraging 
best practice we are working with them to develop thinking across six cross-cutting strategic 
themes: access to opportunities, agile working, the global marketplace, inclusive leadership, 
workforce representation and unconscious bias. A number of these themes impact on 
women in the workplace. 

Our response 

We do not intend in this submission to the Committee to duplicate the cogent and well-
researched evidence – the majority of which we endorse and commend – given by 
organisations such as the Employment Lawyers Association, the Discrimination Lawyers 
Association, the 30 percent Club and Opportunity Now, but simply to highlight what we 
believe to be some of the key issues raised by the questions the Committee poses. We also 
take the opportunity to refer to more recent developments in a number of areas that were 
not available at the time earlier submissions were made. 

Do the Gender Equality Duty and the Equality Act go far enough in tackling 
inequalities, such as the gender pay gap and job segregation, between men and 
women in the workplace? 

The Equality Act 2010 provides, we believe, a sound legislative framework outlawing 
discrimination in the workplace because of sex or any of the other protected characteristics, 
but even good law does not necessarily ensure the broader aspirational outcomes that 

                                                            
1 http://www.enei.org.uk/pages/our‐members.html  



 
 

society may desire. One of these is equal pay, but although the latest ONS data2 suggests 
that the gender pay gap based on median gross hourly earnings (excluding overtime) for 
full-time employees decreased to 9.6% from 10.5% in 2011, it is stubbornly persistent, given 
that the Equal Pay Act was introduced in 1970. 

There is rarely a “smoking gun” nowadays in cases of direct discrimination so it seems clear 
that other factors such as prejudice, stereotyping and unconscious bias are at play. Research 
conducted for us by Dr Pete Jones of Shire Professional Chartered Psychologists showed that 
although across a large sample of managers and staff members 3 in 4 exhibited low levels of 
bias in various tests on a number of characteristics including gender which were unlikely to 
affect behaviour, 21.2 per cent were in the Mid-range category predictive of biased 
behaviours and 4.2 per cent were in the High and Elevated categories. And there is a wide 
variety of biases involving more than one characteristic (eg lesbian woman): this may in part 
be linked with some types of job segregation.  

What steps should be taken to provide greater transparency on pay and other issues, 
such as workforce composition? 

The Government decided not to implement mandatory mandatory pay audits for private 
sector employers under s78 of the 2010 Act. Instead, a self-regulatory approach has been 
adopted for equal pay reporting: GEO’s "Think, Act, Report" initiative. We have been working 
with GEO to increase understanding of the benefits of the framework and many of our 
members are signatories; but larger companies, already spurred to action by their own CSR 
triggers, the Davies report and changes in the Corporate Governance Code provide only a 
limited part of the picture. We suspect that private sector SMEs are uninformed and probably 
unsupportive. The Government’s implementation of a string of Red Tape Challenge 
deregulatory initiatives in the employment sphere will possibly give SMEs the impression 
that equality itself is regarded as burdensome rather than imperative. 

In the public sector we expect that, under the specific public sector equality duties in their 
present form, most public bodies will report adequately on gender pay issues and workforce 
composition but would be concerned if the outcome of the current review of the PSED were 
to be further dilution of the specific duties. The EHRC has published a new report3 in which it 
examines how public authorities have met their transparency obligations on equality. The 
report reveals that only half of the public authorities assessed were responding fully to the 
requirements of the specific duty regulations to publish equality information such as the 
diversity of their staff and people who use their services. 

Whilst over three quarters of authorities had taken some steps to publish equality 
information, 16 per cent of public authorities had either published out of date or undated 
information, and 6 per cent hadn’t published any information at all. There are wide 
differences between different types of public authority and between sectors. 

                                                            
2 http://www.ons.gov.uk/ons/rel/ashe/annual‐survey‐of‐hours‐and‐earnings/2012‐provisional‐results/stb‐
ashe‐statistical‐bulletin‐2012.html  
3 http://www.equalityhumanrights.com/uploaded_files/PSD/publishing_equality_information_final.pdf  



 
 

What has been the impact of the current economic crisis on female employment and 
wage levels?  

Female employment has been disproportionately affected by the continued reduction in 
public sector employment. There has also been a large increase in the number of women in 
part-time work, and ONS has recently estimated that underemployment – people in work, 
but wanting more hours – has increased by a million since 2008, and now stands at 3.05 
million4. Part-time workers are four times more likely to be underemployed than full-time 
workers and underemployment is particularly high for the lowest paid and youngest workers 

How should the gender stereotyping prevalent in particular occupations, for example 
in engineering, banking, construction, and the beauty industry, be tackled? 

Larger employers are increasingly recognising the need to train managers on the potentially 
damaging effects of unconscious bias in employment decision making, but much of this 
gender stereotyping is related to influences from early years and education. Women’s low 
participation in some sectors can be largely linked to low academic pursuit rates for STEM 
subjects.   

What more should be done to promote part-time work at all levels of the workplace 
and to ensure that both women and men have opportunities to gain senior positions 
within an organisation while working part time? 

Many of our members offer flexible working to all employees, and we welcome the 
Government’s commitment to legislate in this area. The extension of the right to request 
flexible working to all qualifying employees will transform the perception that this is 
principally a “female issue”. It remains true that part-time working is the most common 
flexible working solution agreed, but there is increasing interest in the variety of solutions 
possible in organisations that can leverage communications technology to enable Agile 
Working, including extensive home or remote working. 

Organisations that are making efforts to enable career progression into senior roles for those 
who wish to work flexibly frequently cite the value of role models, mentoring schemes and 
workplace networks such as women’s networks or work/life balance groups. 

To what extent have the recommendations in Lord Mervyn Davies’ Report “Women on 
Board” been acted upon?  

Most of the recommendations have been acted upon, and at a company level progress has 
been made in moving towards the Davies targets on female representation at Board level. 

However focus on a this single objective and success in getting more women NEDs distracts 
from the more important issue of the female share of executive Board appointments and the 
crucial talent pipeline needed to improve this. Women’s chances of progression through 

                                                            
4 http://www.ons.gov.uk/ons/dcp171776_289024.pdf  



 
 

middle management and towards the boardroom are still too often diminished by the need 
to maintain work/life balance, especially when they have family commitments. 

Why are there still so few women in senior positions on boards, and what are the 
benefits of having a greater number? 

The Catalyst and McKinsey research, along with a number of studies, have shown a 
correlation between the level of female board representation and a number of measures of 
business performance such as RoE. There is, however, little evidence of any causal link. This is 
on top of other benefits (eg improved/more balanced decision-making) that are associated 
with greater diversity in a task-orientated group. 

Despite recent progress in improving female Board representation – most notably for NEDS 
– substantial barriers still exist in many organisations which have been unsuccessful in 
devising ways to enable women to resolve a satisfactory work/life balance compromise.  

How successful is the voluntary code of conduct which addresses gender diversity and 
best practice, covering relevant search criteria and processes relating to FTSE board 
level appointments?  

We consider that the voluntary code has been fairly successful in a limited way, but note that 
the BIS Secretary of State last month called on the headhunting firms which find candidates 
for boardroom roles to publish the number of women and men they place in top jobs in an 
effort to establish if they are prepared to "fish in a bigger pond". 

The complexity of the issues about women in the workplace are emphasised in his remarks 
that: 

"The great majority of business leaders I meet with now recognise the economic case for 
gender balance and are actively working with us to increase the number of women on their 
boards and executive committees. But we must also challenge the paternalistic culture and 
silent assumptions about women's priorities that are ultimately keeping the glass ceiling in 
place."  

20 December 2012 
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Written evidence submitted by Employment Lawyers Association 

 

Introduction 

The Employment Lawyers Association ("ELA") is a non‐political group of specialists in the field of 
employment law and includes those who represent employees and employers in the Courts and 
Employment Tribunals. It is, therefore, not ELA's role to comment on the political merits or otherwise 
of proposed legislation, rather to make observations from a legal standpoint.  ELA's Legislative and 
Policy Committee is made up of both barristers and solicitors who meet regularly for a number of 
purposes, including  to consider and respond to proposed new legislation. 
 
An ELA sub‐committee responded to: 

(1) the Public Consultation on Gender Imbalance in Corporate Boards in the EU on 28 May 2012; 
and  

(2) the House of Lords Call for Evidence on the EU Women on Board Proposals on 10 July 2012 
under the chairmanship of Brona Reeves, Barclays Bank plc.   

 
A new sub‐committee was set up by the Legislative and Policy Committee of the ELA under the 
chairmanship of Jemima Coleman, Herbert Smith Freehills LLP, to respond to the House of Commons 
select committee inquiry into Women in the Workplace.  A full list of the members of the sub‐
committee is annexed to the report. 
 
Summary of Response: 

1. The statistical evidence and the anecdotal evidence from our members is consistent and clear: 
the Gender Equality Duty and the Equality Act 2010, have not yet successfully tackled the 
gender pay gap, prevented sex discrimination within employment nor eradicated job 
segregation.   

2. Personal career choice and broader societal factors clearly influence the representation of 
women in the workplace.  The law alone cannot be a panacea for gender imbalance across 
sectors nor achieve absolute parity of pay between the sexes.  Arguably the legal emphasis 
should be on equality of opportunity, equality of access and eliminating unlawful sex 
discrimination as regards terms and conditions of employment (including pay) and treatment 
at work.   

3. However, if it is the government's objective to tackle existing inequalities in relation to pay, 
ELA's view is that minor reforms of the existing legislation are unlikely either to achieve those 
goals or even materially to accelerate this result.   

  



 

4. ELA provides comment and practical suggestions for legislative and non‐legislative measures 
to tackle gender inequality in the workplace in response to questions 2, 4, 5 and 8. The role of 
investors is discussed in response to question 7.   

5. Transparency can be a powerful driver of change. ELA's response includes a discussion on: 

a. the merits of enacting section 78 of the Equality Act (a requirement for employers of 
more than 250 employees and public sector employers to publish information on the 
pay gap between men and women in their organisation);   

b. the perceived inadequacy of the government's proposal to empower tribunals to 
require employers who lose gender pay claims to undertake compulsory equal pay 
audits.  The effects of this are likely to be limited: the tribunal will not make an order 
in many instances eg where the employer can show good reason why it would not be 
useful; companies may choose to settle claims to avoid this outcome; and success 
relies on individual employees enforcing their rights in the first place which inevitably 
produces an imperfect result; 

c. the potentially counter‐productive result of the government's proposal to remove the 
statutory discrimination questionnaires under s.138 of the Equality Act; 

d. the limited impact of section 77 of the Equality Act in driving greater pay transparency 
in the workplace (pay secrecy clauses are unenforceable if a disclosure is made to 
determine whether there is a connection between pay and a protected characteristic); 
in ELA's experience, despite the law, many employers retain such clauses in the hope 
that they will operate as a deterrent to frank discussions about pay;  

e. the restrictive nature of the positive action provisions (sections 158 – 159 of the 
Equality Act); the provisions are narrow in scope and difficult to apply in practice, in 
particular only very limited assistance is provided in relation to recruitment  given the 
difficulty of applying the "as qualified as" test; 

f. (on a more positive note), the anticipated benefits of recent and proposed changes in 
relation to corporate governance (including changes to the UK Corporate Governance 
Code and proposed changes to the Narrative Reporting Requirements ). 

6. In response to questions 5 and 8, ELA identifies practical steps which could be taken to 
promote part‐time work including:  

a. confirmation that the right to request flexible working will be extended to all 
employees (there is currently no date scheduled for implementation); 

b. consideration of ways to incentivise private sector employers to embrace the benefits 
of part‐time work; and  

c. the possibility of a voluntary code of practice to establish best practice in relation to 
the provision of quality part‐time work.   

  



 

7. Further, ELA highlights key factors which can operate to change societal attitudes to women in 
the workplace and play a part in achieving true equality of access to senior roles: 

a. female attitudes and expectations towards leadership; this should be addressed at a 
much earlier stage in the education system; 

b. the existence of quality part‐time work and access to flexible working opportunities; 

c. more widespread organisational and sector networks for people working part‐time or 
flexibly;  

d. targeted training programmes or grants to incentivise employers to pay for additional 
costs involved in job sharing;  

e. systematic programmes to tackle unconscious bias within organisations;  

f. a review of the impact of the long‐hours business culture on female retention rates; 
and 

g. better mentoring and coaching opportunities.  

In time, such changes could do more to address the gender pay gap and job segregation than 
legislation alone. 

  



 

Our Response: 

1. Do the Gender Equality Duty and the Equality Act go far enough in tackling inequalities, such as 
gender pay gap and job segregation, between men and women in the workplace?   

1.1. No.   

1.2. ELA  takes  no  political  view  on  the  importance  of  these  objectives,  nor  the  timescale  over 
which  it  is  thought  they  should  be  achieved.    However,  the  statistical  evidence,  plus  the 
anecdotal evidence from our members, is consistent and clear: the Gender Equality Duty and 
the Equality Act 2010 have not yet succeeded.    

1.3. The gender pay gap  is defined as the relative difference  in the average gross hourly earnings 
of women and men within  the economy as a whole.   The available data varies significantly 
depending  on  the methodology  used  and  whether  it  is  adjusted  to  take  account  of  the 
number of women working part‐time, the age group, relevant sector or region.   

1.3.1. One  of  the  best  sources  of  data  on  the  gender  pay  gap  in  Europe  is  Eurostat  (the 
statistical  office  of  the  European  Union).    Eurostat  have  a  recent  publication  which 
shows  the  gender  pay  gap  in  tabular  form  over  the  period  2002  –  2010:  the  table 
suggests that, using unadjusted data, the UK gender pay gap has decreased from around 
27% ten years ago, to around 19% in 20101.   

1.3.2. However, UK data compiled by  the Fawcett Society  reports a  full‐time gender pay gap 
between women and men of 14.9%  in 2011 but notes  that  the pay gap  varies across 
sectors and regions, rising to up to 55% in the finance sector and up to 33.3% in the City 
of London2.    

1.3.3. The UK Office of National Statistics 2011 Annual Survey of Hours and Earnings reports a 
17.5% pay gap amongst full‐time workers3.   However the gap  is greater when you take 
into account that many more women work part‐time than men (on average around 41% 
of women work part‐  time, whereas 11% of men work part‐time).   Further, significant 
differentials are reported between age groups: the  largest pay gap for all employees  in 
2011 was in the 40 to 49 age group, at 27.2%, and the smallest pay gap was in the 16 to 
17 age group at 0%4.     

1.4. Care must  be  taken when  vast  quantities  of  complex  data  are  reduced  to  a  single  figure 
purporting  to  represent  the  definitive  "gender  pay  gap".    However,  the  statistics  clearly 
highlight that a significant gender pay gap continues to exist in the UK. 

                                                 
1 The unadjusted Gender Pay Gap (GPG) represents the difference between average gross hourly earnings of male paid 

employees and of female paid employees as a percentage of average gross hourly earnings of male paid employees. The 
population  consists  of  all  paid  employees  in  enterprises  with  10  employees  or  more.  
http://epp.eurostat.ec.europa.eu/tgm/table.do?tab=table&plugin=0&language=en&pcode=tsdsc340.   

2  http://www.fawcettsociety.org.uk/index.asp?PageID=321 
3  For men, median gross weekly earnings were £539 compared with £445 for women in 2011. 
4  http://www.ons.gov.uk/ons/rel/ashe/annual‐survey‐of‐hours‐and‐earnings/ashe‐results‐2011/ashe‐statistical‐bulletin‐

2011.html 
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1.5. The precursors to the Equality Act in relation to gender equality were: the Equal Pay Act 1970 
which had as its stated object  "to prevent discrimination as regards terms and conditions of 
employment between men and women" and the Sex Discrimination Act 1975 (the SDA) which 
aimed "to render unlawful certain kinds of sex discrimination" and "establish a Commission 
with  the  function of working towards  the elimination of such discrimination and promoting 
equality  of  opportunity  between  men  and  women  generally".    The  Equality  Act  mainly 
restated the earlier legislation: its preamble set out no new objectives in the field, although it 
did  envisage  for  the  first  time,  the  requirement  for  employers  to  publish  details  of  the 
differences  in  the pay of male and  female employees  (section 78 of  the Act), discussed  in 
more  detail  in  paragraph  2.4  below.    As  the  provision  is  not  yet  law,  its  effectiveness  or 
otherwise in potentially addressing the gender pay gap has not been tested.  In any event, it 
is not clear that publishing such data would necessarily bring about change, since there can 
be (although not in every case) genuine explanations for such differences, more attributable 
to  issues outside of employers’  control,  such as  career  choice decisions and other  societal 
factors.  Other tools may therefore be required to address the issue (as discussed in response 
to question 2 below).  

1.6. Section 149 of the Equality Act created a new single public sector Equality Duty, mirroring the 
previous duties  in  relation  to  sex,  race and disability.   The Gender Equality Duty has been 
embraced to a certain extent by public bodies since the introduction of the Equality Act – the 
FSA  for  example  has  been  addressing  diversity  issues within  the  financial  services  sphere.  
There  is  evidence  that  female  representation  within  the  public  sector  is  relatively  good: 
women hold 36.4% of board‐level public appointments and 34.7% of senior civil service jobs, 
according  to  recent BBC  research5.   There are, of  course, many  factors at play which may 
explain this  including, for example, workplace culture, access to flexible work, career breaks 
etc.  However, it might also be argued that the public sector equality duty has contributed to 
this  positive  outcome.  As  there  is  currently  no  corresponding  duty  on  private  employers, 
again, its effectiveness as a tool may be limited.   

1.7. The  Equal  Pay  Act  achieved  much  in  tackling  the  effects  of  long‐standing  historical  job 
segregation  and  the  undervaluing  of  jobs  traditionally  seen  as  "women's  work",  such  as 
caring, catering and cleaning roles.  In recent years, we have seen significant progress with a 
raft of successful equal pay claims relating to  local authority employment or contracted‐out 
public  services.    The  issue  of  job  segregation  is  discussed  in more  detail  in  response  to 
question 4 below. 

1.8. The Equal Pay Act and the SDA came into force over 35 years ago.   ELA's view, consistent with 
the statistical rate of progression towards the stated goals of the Acts, but based also on its 
members' experience,  is that minor reforms to the existing  legislation are unlikely either to 
achieve those goals or even materially to accelerate their achievement. 

1.9. ELA notes that the primary legislation almost exclusively only prohibits negative behaviours.  It 
was for the Equality and Human Rights Commission (the EHRC) to work towards what might 
be termed positive outcomes.  However, it is no reflection on the EHRC or its predecessor the 

                                                 
5  http://www.bbc.co.uk/news/uk‐18127469 
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Equal Opportunities Commission that  the  inequalities referred to  in the question remain so 
stark. There  is no  legislation which promotes or supports specific outcomes, apart from the 
public sector equality duty discussed above; rather, the law seeks to outlaw behaviours which 
might  hinder  those  outcomes.  If  the  goals  are  thought  worthwhile,  and  it  is  thought 
appropriate to achieve them  in a timescale measured other than  in generations,  it  is clear a 
different approach is called for.  One possibility, if it were felt that the Gender Equality Duty is 
successful in the public sector, would be to extend it to the private sector. 

1.10. In  ELA  members'  experience,  direct  sex  discrimination  is  increasingly  rare;  overt  sex 
discrimination even more so.   Members' caseloads in the field consist primarily of allegations 
of  'hidden' discrimination or conduct  that employers would deny was discriminatory at all.     
From  that,  it  seems  the  SDA  and  the  Equal  Pay Act  clearly  did  succeed,  at  least  to  some 
extent, not only in their more limited objective of 'rendering certain kinds of ... discrimination 
unlawful'  but  have  made  direct  discrimination  largely  unacceptable  as  well,  a  position 
perhaps  analogous  to  the  drink‐driving  legislation  of  similar  vintage.     Whilst  this may  be 
considered a good outcome, it clearly falls a long way short of the legislation's broader goals 
let alone the specific issues referred to in the question. 

 

2. What steps should be  taken  to provide greater  transparency on pay and other  issues, such as 
workforce composition? 

2.1. Transparency on pay  and other  issues,  such  as workforce  composition,  can be  achieved by 
legislative or non‐legislative means.    In ELA’s view,  legislation can bring about  the quickest 
results, as evidenced by the impact of gender quotas on boardroom diversity in Norway.  It is 
a decision for the Government how quickly success on transparency is to be achieved.   

2.2. Whether a legislative or non‐legislative approach is adopted it must carry effective sanctions, 
as a system of  targets or objectives without any  form or sanction  is unlikely  to achieve  the 
desired result.  Sanctions can include: 

2.2.1. fines; 

2.2.2.  ‘name and shame’ approach;  

2.2.3. company dissolution;  

2.2.4. adverse inferences in a Tribunal claim;  

2.2.5. procurement sanctions; and/or 

2.2.6.  the right for an individual to bring a legal claim.   

2.3. Whether  a  legislative  or  non‐legislative  approach  is  adopted,  it  would  be  helpful  for 
businesses to be given sufficient time to prepare prior to the introduction of any obligation.   

Legislation  

2.4. Section  78  of  the  Equality  Act  2010  requires  employers  of more  than  250  employees  and 
public sector employers to publish  information on the pay gap between men and women  in 
their organisation.  This section of the Equality Act has not yet been brought into force.  If it is 
brought  into  force,  this  provision  would  inevitably  create  transparency  on  pay  in  these 

  



 

organisations, as long as compliance is effectively enforced.  The intention was that the EHRC 
would  ‘name and  shame’  those businesses  that were non‐compliant.   However,  recent cut 
backs at EHRC may make this enforcement approach ineffective.  Limiting the requirement to 
employers  with  250  or  more  employers  and  public  sector  employees  will  not  improve 
transparency  in private SMEs.   Gender pay gap reporting  is  likely to  increase administrative 
costs for business.  Businesses may have concerns about this additional burden.  If section 78 
is brought  into force, a transitioning grace period might be  included to enable businesses to 
identify and remedy any gender pay gap prior to reporting.  N.B. If a difference in pay based 
on gender  is published,  this  is  likely  to  lead  to an  increase  in equal pay  claims, which will 
further increase costs for businesses.  Equal pay claims may be reduced if any difference can 
be explained by a genuine material  factor not  tainted by  sex  in  the published  information.  
The  information should also be published  in a way  to compare  like with  like  (i.e. part‐time 
work and seniority of roles) and be updated on a regular basis (i.e. at least annually).     

2.5. Instead of bringing  into force section 78 of the Equality Act as enacted, the Government has 
proposed  compulsory  equal  pay  audits  where  an  employer  is  found  guilty  of  gender 
discrimination  in  relation  to contractual or non‐contractual pay matters.   Tribunals will not 
order audits where an audit has been completed  in  the  last  three years,  the employer has 
transparent  pay  practices  or  the  employer  can  show  a  good  reason why  it would  not  be 
useful.  Failure  to  comply with an order will give  rise  to a  civil  financial penalty.   A  second 
consultation  will  take  place  on  the  exact  contents  of  equal  pay  audits,  publication 
requirements  (for example, whether  this will be  to  the general public or  to  staff and  staff 
bodies  only)  and  other  issues. Micro‐employers  will  be  excluded  initially.    However,  this 
places  the  burden  on women  themselves  to  prove  they  have  been  discriminated  against, 
rather than employers demonstrating compliance with equality legislation.  ELA’s view is that 
this requirement will result  in even more claims being settled prior to Tribunal Judgment to 
avoid  carrying  out  a  pay  audit.    Based  on  2011/12  Employment  Tribunal  statistics,  of  the 
23,800 equal pay claims dealt with by the Tribunal, only 32 were successful at Hearing, which 
is approximately 0.01%.  In addition, the number of claims dealt with by the Tribunal does not 
include  the unknown number of women who do not bring claims  in  the  first place  through 
fear of repercussions, impact on reputation, time, money and stress involved.  Employers are 
concerned that a minority of women may use this provision to exert pressure on employers 
to settle.  In addition, an employer could lose a gender pay discrimination claim because of a 
minor error.   Therefore,  the  requirement  to carry out a gender pay audit  should be at  the 
discretion of the Tribunal Judge. 

2.6. ELA’s  view  is  that  the  Government  Equalities  Office’s  proposal  to  remove  discrimination 
questionnaires under section 138 of the Equality Act may reduce transparency.  Although sex 
discrimination questionnaires usually impact only one individual they provide transparency at 
an early stage without the need to progress to and win a Tribunal claim prior to the employer 
revealing information on pay disparity and workforce composition.   

2.7. Section 77 of the Equality Act makes pay secrecy clauses unenforceable if a disclosure is made 
to determine whether there  is a connection between pay and a protected characteristic.   In 
practice, our members' experience is that many employers still include pay secrecy clauses in 
their  employment  agreements  without  highlighting  the  circumstances  in  which  it  is 

  



 

unenforceable  in the hope  it’s  inclusion continues to have a deterrent effect.   Therefore,  in 
ELA’s experience, this provision has had a limited impact on transparency. 

2.8. Draft  narrative  reporting  regulations,  due  to  come  into  force  in  April  2013,  propose  that 
narrative  reports  should  state  the  proportion  of  women  on  boards  and  consider  gender 
factors  in  assessing  board  effectiveness.    This  proposed  change would make  it  easier  for 
investors to determine and therefore influence positive behaviours in relation to diversity. 

Non‐legislation  

2.9. Monitoring can play a vital role. The EHRC has published proposals for ways  in which private 
sector employers can voluntarily measure and  report on any gender pay gap alongside  the 
government's  "Think,  Act,  Report"  initiative  to  encourage  companies  to  address  gender 
equality  in their workforces.   The ECHR has developed a series of equal pay resources and a 
number  of  checklists  to  assist  employers  in  undertaking  an  equal  pay  audit. Alternatively, 
employers may address pay  inequalities  in their organisation through a job evaluation study 
or job evaluation scheme (JES).  It is open to the government to give more financial and other 
support  to  companies wishing  to undertake  this  analytical procedure  for  ranking  jobs  in  a 
non‐discriminatory way  as  of  "equal  value"  as  a way  of  promoting  their  gender  equality 
objective. 

2.10. Changes  to  the  UK  Corporate  Governance  Code  will  come  into  effect 
for financial years beginning on or after 1 October 2012 which require listed companies to: (i) 
report annually on their boardroom diversity policy, including gender and on any measurable 
objectives that the board has set for implementing the policy; and (ii) consider the diversity of 
the board, including gender, when evaluating board effectiveness.  Although the Listing Rules 
do  not  require  compliance  with  the  code,  there  is  a  ‘comply  or  explain  regime’.  
Consequently,  these changes may  improve  transparency at  top  level, which may  then  flow 
through to the rest of the organisation. The rate of progress in UK corporates redressing the 
gender  imbalance of  their boards  should be  kept under  review  to determine whether  the 
current voluntary approach is effective. 

2.11. Incentives could be offered to encourage transparency  i.e. priority  in public procurement 
for those organisations who publish diversity information.  There is already some basis in the 
UK  for  using  procurement  as  a  tool  to  leverage  equality.    If  a  lighter  touch  approach  to 
regulation is adopted then this could be one potential option to consider.  

 

3. What  has  been  the  impact  of  the  current  economic  crisis  on  female  employment  and wage 
levels?   

3.1. The ELA has chosen not  to respond  to  this question  in detail as  there  is  limited data on  the 
impact of the current global economic crisis on  female employment  in developed countries 
generally, or on  the UK  specifically.   Further,  the question goes beyond our  remit  to make 
observations from a legal standpoint.   
 

3.2. There are various reports which tackle the impact of the current economic crisis on women in 
developing  countries,  for  example  the United Nations  discussion  paper  on  "Impact  of  the 

  



 

6, the United Nations Women 
Watch,  "The Gender Perspective of  the Economic Crisis"7 and  the  Impact of  the Economic 
Crisis  on  Women's  Economic  Empowerment8  and  Oxfam's  report  on  the  impact  of  the 
economic  crisis  on  women9 
 

3.3. European Working Conditions Observatory has also published a  report on  the effects of  the 
economic crisis on women in the labour market10. 
 

3.4. Further, the TUC published a report  in March 2011: Bearing the brunt,  leading the response; 
women and the global economic crisis11. 
 

4. How  should  the  gender  stereotyping  prevalent  in  particular  occupations,  for  example  in 
engineering, banking, construction, and the beauty industry, be tackled? 

4.1. There  are  clearly  broad  and  complex  cultural  and  societal  factors  underpinning  such  job 
segregation issues.  
 
4.1.1. Any  initiatives  to  increase  the  participation  of  an  underrepresented  group  in  a 

particular  industry  sector  must  address  gender  stereotyping  and  gender‐related 
differences  in  learning  from  the  early  stages  of  education  through  to  tertiary  and 
higher education.  For example, there is a direct correlation between the participation 
of  women  in  sciences,  which  reduces  from  the  ages  of  twelve  to  fourteen  and 
continues  through  higher  education,  and  the  number  of  women  working  in  the 
engineering sector. 

 
4.1.2. There will, also, be an important role for business to play in supporting the uptake and 

retention of members of an underrepresented group both at later stages of education 

                                                 
6http://www.unaids.org/en/media/unaids/contentassets/documents/document/2012/discussionpapers/JC2368_i
mpact-economic-crisis-women_en.pdf 
7 http://www.un.org/womenwatch/feature/financialcrisis/ 
8http://www.cherieblairfoundation.org/uploads/pdf/impact_of_economic_crisis_on_women_economic_empowerment
.pdf   This  research  report concludes: "The paper shows  that  the magnitude and  types of effects are context‐specific: 
they  are  likely  to  vary  across  countries,  sectors,  households  and  among  women,  depending  on  the  economic, 
demographic and social circumstances. In the short run, many women are expected to lose their jobs, particularly those 
working on  the  export  sectors  and/or holding  flexible  jobs. At  the  same  time,  a  fall  in  the  supply of micro‐credit  is 
expected  to  result  in  a decrease  in  earnings  among  self‐employed women workers  in  trade,  agriculture  and  other 
sectors. Additionally,  there will  likely be an  increase  in  the amount of unpaid work  that women do  to support  their 
families.  In  the  long‐run,  it  is  expected  that  an  increase  in  girls’ dropout  rate  from  school  to  compensate  for  their 
families’  loss of  income will deteriorate women’s  future socioeconomic opportunities.  In addition, an  increase  in  the 
level of violence against women,  combined with  limited access  to health and other  support  services as a  result of 
public  expenditure  cuts  and  lower  aid  receipts,  complete  the  dim  picture  of  the  gendered  impact  of  the  crisis  in 
developing countries." 

9  http://policy-practice.oxfam.org.uk/blog/2012/03/economic-crisis-two-years-on 
10     http://www.eurofound.europa.eu/ewco/2010/03/ES1003019I.htm 
11  http://www.tuc.org.uk/extras/TUC_Global_Women.pdf 
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and early stages of work, through for example apprenticeships, vocational training and 
work placements.  

4.1.3. Organisations with  a workforce which  is  either  predominantly male  or  female may 
exhibit gender specific corporate and cultural behaviours which discourage employees 
of a different sex  from  joining.   Addressing these cultural and corporate barriers will 
encourage  the  participation  of  the  underrepresented  groups.   Arrangements which 
encourage  wider  participation may  include:  flexibility  of  working  arrangements  to 
support balancing work and  families; effective mentoring,  training and development 
schemes; corporate  reporting of gender across  functions and  levels;  transparency of 
selection criteria and appointments; and approaches which address unconscious bias 
and  stereotyping  including  for example,  identifying positive examples  that challenge 
stereotypes and find ways to give them public influence and visibility. 

4.1.4. Looking at the legislative framework, if the government is minded to move away from 
a  voluntary  approach  to  these matters,  there  are  a  number  of  potential  legislative 
changes  which  could  help  to  tackle  occupational  gender  stereotyping  alongside 
general family‐friendly measures which also have a crucial role to play, as discussed in 
more detail below. 

 
Compulsory pay audits 

 
4.2. The Government published  its  response  to  the Consultation on Modern Workplaces earlier 

this  year.    As  discussed  at  paragraph  2.5  above,  a  power  will  be  implemented  for  the 
Employment Tribunal  to order an employer  to conduct a pay audit  if  it makes a  finding of 
unlawful gender discrimination in relation to pay matters against that employer.   
 
4.2.1. Whilst  this  is  a  useful  development  in  tackling  systemic  gender  segregation  in  the 

workplace,  the power  is  limited  in  scope.   The Tribunal will not make an order  in a 
variety of potentially broad circumstances  including where the employer can show a 
good  reason why  it would  not  be  useful.    Further,  the  power  relies  on  individual 
employees enforcing  their  rights  in  the Employment Tribunal which,  for a variety of 
reasons, they will not always choose to do.  Even where the legal process is pursued, 
some genuine claims will fail for technical reasons which may belie underlying gender 
discrimination.  

4.2.2. If  the Government wishes  to encourage broader  transparency  in pay matters  it may 
consider exercising the existing power in section 78 of the Equality Act 2010 (discussed 
at paragraph 2.4 above) for the Secretary of State to order all employers with over 250 
employees  to publish  information about gender pay gaps.   This approach would put 
the  issue on  a more neutral  footing, by  requiring  all  employers of  a  certain  size  to 
review and report on gender pay  issues annually and as a matter of course.  This can 
perhaps be contrasted with the current proposed power which treats pay audits as a 
sanction, suggesting the  issue  is relevant only to employers who have been found to 
have acted unlawfully rather than a good governance issue for any organisation. 

 
 
 

  



 

Positive action 
 
4.3. Sections  158  and  159  of  the  Equality  Act  2010  deal with  lawful  "positive  action".    These 

provisions were designed to reflect the findings of the Final Report of the Equalities Review 
that  some  inequalities  are  so  entrenched  that  merely  prohibiting  discrimination  is  not 
sufficient to address them and there is a case for much wider "balancing measures". 
 
4.3.1. On  their  face,  the  positive  action  provisions  are  a  potentially  powerful  tool  in 

industries where gender stereotyping is prevalent.  However, it is our experience that, 
due  to  uncertainties  around  the  drafting  and  scope  of  the  legislation,  many 
organisations are reluctant to make use of the positive action provisions in practice.  A 
key  issue  is  the meaning of "as qualified as"  in section 159 which, despite guidance, 
remains too uncertain for some employers to feel comfortable taking positive action in 
recruitment or promotion. 

 
4.3.2. There may be  scope  for  clarifying  sections 158 and 159 whilst  remaining within  the 

boundaries  of  European  law  allowing  certain  measures  which  "compensate  for 
disadvantages". 

 

5. What more  should be done  to promote part‐time work at all  levels of  the workplace and  to 
ensure  that  both  women  and  men  have  opportunities  to  gain  senior  positions  within  an 
organisation while working part time? 

The question deals with two issues and we have therefore addressed each point separately. 

What should be done to promote part‐time work at all levels of the workplace? 

5.1. Part‐time working is a complex issue and there is a risk that a one‐size‐fits‐all approach looking 
at all levels of the workforce will not address the different needs of those who participate at 
different  levels  of  the  workforce.  Part‐time  working  is  interlinked  with  socio‐economic 
participation  in  the  labour market. There  seems be a dichotomy between  lower paid part‐
time workers who want to work more hours but cannot secure full‐time work, and those who 
have  a  full‐time  professional  roles  or  senior  level  position who want  to work  less  hours.  
Neither group seems to have the  ideal situation ‐ there  is no right to work more hours, and 
there is no right to work less.   

5.2. According  to current  figures and press  reports  the number of people working part  time but 
who want to work more hours is at its highest since records began in 1992. Therefore, for this 
group  of  people,  the  creation  of more  part‐time  roles would  not  be  the  answer  to  their 
interest.  

5.3. There is an argument that it could be beneficial for employers to be encouraged to take steps 
to promote quality part‐time working at all levels of the workplace, rather than creating more 
low‐paid  jobs within certain sectors such as cleaning, catering and care, or at certain  lower 
levels  of  the workforce.  (For  a  definition  of  quality  part‐time work  please  see  page  8  of 
Quality part‐time work: an evaluation of the Quality Part‐Time Work Fund.) 

  



 

5.4. Promotion of quality part‐time working might be expected to take  into account the different 
needs of  groups  in  society  and  should not be  targeted  at  gender  alone.  For  example,  the 
abolition of the default retirement age and the increase in the state pension age will lead to 
an overall  increase  in the working population. The traditional‐style "nine to five, five days a 
week"  approach  may  not  be  suitable  for  every  66  year  old.  Similarly  those  with  caring 
responsibilities  including  elderly  adults or disabled  children would  also benefit  from being 
able to work part‐time. 

5.5. Increased  availability  of  good  quality  flexible  working  would  be  expected  to  improve  the 
choice of working mothers who  struggle  to  combine home  life with a  traditional model of 
working nine  to  five, which does not  take school hours or childcare  into account.   For very 
senior women, it might be helpful to move away from the necessity to work to a formalised 
part‐time working pattern (like 4 days for example) because that may be  incompatible with 
the role.  It might be better to normalise flexible working arrangements which permit remote 
working or working  from home  and which  grant higher  levels of  individual  autonomy  and 
responsibility over delivery of client service and personal contribution. 

5.6. In  relation  to measures  to promote part‐time working  the ELA would  suggest  the  following 
steps to be taken into account. 

5.6.1. Confirmation  that  the  right  to  request  flexible  working  will  be  extended  to  all 
employees – there is currently no date scheduled for implementation. 

5.6.2. Consideration of ways to incentivise private sector employers to provide further focus 
on the benefits on the benefits of part‐time work. 

5.6.3. A voluntary Code of Practice could be  issued to help employers provide quality part‐
time  work  which  would  take  into  account  some  of  the  points  highlighted  by  the 
Evaluation  of  the Quality  Part  time Work  Fund.  In  2007,  the  previous  government 
offered grants worth £500,000  to 13 employers under  their Quality Part‐Time Work 
Fund. (See Quality part‐time work: an evaluation of the Quality Part‐Time Work Fund.)  

5.7. The evaluation study made a number of conclusions regarding the promotion of quality part‐
time work and these should be considered such as;‐ 

5.7.1. Toolkits and  training  for managers on  responding  to  requests  for part‐time working 
and coping with the business impact of part‐time working were especially helpful, and  

5.7.2. Demonstrating and  selling  the business  case  for  increasing quality part‐time work  is 
crucial in getting commitment from senior management and line managers. 

What more  should be done  to  ensure  that both women and men have opportunities  to gain 
senior positions within an organisation while working part‐time? 

5.8. As a  result of  the Davies Report and  the views of  the European Commission a great deal of 
attention has focused on the number of women in the boardroom within the UK. And while 
ELA obviously supports these measures to broaden the diversity of board level appointments, 
there is a concern at large that focusing exclusively on numbers at board level might eclipse 
equally pressing matters such as the numbers of women at middle management or at senior 
management positions. 

  



 

5.9. One of the key barriers to women working  in senior roles  identified by the EHRC  in the 2011 
Sex  and  Power  survey,  was  expressed  to  be  "outdated  working  patterns  and  inflexible 
organisations."   The report further suggests that the assumption that employees must work 
long hours  in order  to advance  their careers  imposes greater penalties on women who are 
more likely to be the primary carer. The Sex and Power report also points to various talented 
women who  prefer  to  set  up  their  own  business,  or work  as  consultants  in  order  to  gain 
greater freedom, autonomy, work life balance and professional development.  

5.10. Our  thoughts  on  increasing  opportunities  for  part‐time women  and men  to move  into 
senior roles include the following steps.  

5.10.1. Any  still‐prevailing  misplaced  assumption  that  part‐time  working  means  that  an 
employee  is  less  committed  and  as  such will  be  less  interested  in  promoted  posts 
needs to be addressed ideally by leadership and an organisation's vision for part‐time 
working.  Both  HR  and  senior  management  would  need  to  actively  promote  the 
positive benefits of part‐time work. 

5.10.2. Many  organisations  may  not  even  be  aware  that  there  is  a  problem  with  career 
progression and part‐time work.  For example organisations  could be encouraged  to 
measure  the  number  of  part‐time  employees/workers  they  employ/engage  and 
segment this to look at gender and analyse time in post before achieving promotion.   

5.10.3. Mentoring and coaching schemes can also be helpful as ways to encourage part‐timers 
(normally women) to apply for senior roles.  

5.10.4. Part‐time  working  or  flexible  working  networks  can  be  set  up  internally  to  help 
organisations  see  the benefit of part‐time working, and can be used as helpful case 
studies. 

5.10.5. Again, some of the suggestions included in the analysis of the Quality Part Time Work 
Fund are helpful. These include  

5.10.5.1. Advertisements  for  senior  roles  should  state  that  jobs can be done on a  job 
share or part‐time basis rather than leaving it up to the individual to negotiate 
reduced hours. 

5.10.5.2. Targeted  training programmes or  grants  to  incentivise employers  to pay  for 
the additional costs that may be involved in job sharing.  

5.10.6. For example Royal Mail  received a £25,000 grant  from  the government,  to which  it 
added a further £30,000 to help recruit female managers in operational roles where shift 
systems had previously operated as a blocker to female applicants. After reviewing the 
roles,  the  Royal Mail  confirmed  a  number  of  the  jobs  could  have  flexible  hours  of 
between  16‐24  hours  over  three  or  five  days. Nine  female  and  eight male  part‐time 
managers were appointed. Case studies  like  this show how money, planning and good 
communications can lead to quality flexible working.  

  



 

5.11. The challenge with most of these steps  is that they are essentially voluntary concepts with 
little redress in place for those who are unable to obtain quality part‐time work, or who are 
unable  to  obtain  promotion.  Although  indirect  discrimination  claims  have  given  female 
claimants  some  rights  of  redress  in  relation  to  part‐time  work,  individual  remedies  are 
perhaps less effective at promoting wider workplace change.   

6. To what extent have the recommendations in Lord Mervyn Davies’ Report “Women on Board” 
(published in February 2011) been acted upon?   

6.1. The Davies recommendations are broadly  in  line with the prevailing view of government and 
many UK businesses that mandatory quotas would not be welcomed, and would detract from 
the hiring process being a genuine meritocracy. Instead, the recommendations (coupled with 
ongoing governance and a greater focus on how to deal with poor female retention rates at 
senior  levels)  are  seen  to  be  a  good  initial  step with  companies  seeking  to  comply  on  a 
voluntary basis without (as yet) the threat of sanctions.  

6.2. The statistics demonstrate that steady progress  is being made, with executive director roles. 
In the annual progress report published in March 2012 it was noted that the FTSE 100 board 
ratio  of men  to women  had  risen  from  87.5% men:  12.5% women  to  84.4% men:  15.6% 
women.  Furthermore,  latest  research  from  the  Professional  Boards  Forum,  indicate  that 
women account  for 17.3% of all FTSE 100 directorships at 4 September 2012 and there are 
currently  only  eight  all‐male  FTSE  100  boards12.    Further, momentum  has  picked  up with 
women winning 44% of FTSE board appointments since March 2012.  

6.3. In addition, the Davies Report recommended that UK listed companies in the FTSE 100 should 
aim for at least 25% female representation on their boards by 2015, and 17 companies have 
already reached  this  target. A  further 17 are currently between 20‐25%.  In relation  to FTSE 
250 companies, 21 have reached a target of 25% and a further 28 are between 20‐25%.  

6.4. The Davies Report also recommended that recruitment firms and headhunters take voluntary 
steps  to  improve board diversity, and a voluntary code of conduct was put  in place  in  July 
2011  for  FTSE  350  board  appointments.  The  code  encourages  nomination  committees  to 
place  significant weight  on  an  individual's  relevant  skills  and  personal  qualities,  as well  as 
their  actual  experience,  and  recommends  a  target  of  30%  of women  for  the  initial  list  of 
candidates put  forward to each client.  It also recommends that  firms should have to  justify 
any failure to meet this target.  The impact of the voluntary code is discussed in more detail 
in response to question 9 below. 

6.5. Following  the Davies Report,  the Financial Reporting Council has announced changes  to  the 
UK Corporate Governance Code applying  to  financial years beginning on or after 1 October 
2012 (discussed at paragraph 2.10 above).  

                                                 
12 BoardWatch, Professional Boards Forum, http://www.boardsforum.co.uk/boardwatch.html 
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6.6. However,  the  biggest  change  has  been  in  the  area  of  non‐executive  director  roles.  The 
Cranfield  Female  FTSE  Board  report  dated March  2012  reported  that  of  the  141 women 
holding 163 FTSE 100 board seats at the time of the report, only 20 (ie 12%) were executive 
directors compared  to 143  (88%) non‐executive director positions.   As at March 2012, only 
6.6% of FTSE 100 executive directors were women and only 4.6% of executive directors at 
FTSE  250  companies  were  women13.    Statistics  for  executive  roles  show  almost  no 
improvement, meaning  that  the  current  self‐regulation mechanism  risks  creating  a  "two‐
speed system". 

6.7. The  Financial  Times  reported  in  September  2012  that  Europe's  listed  companies  could  be 
forced  to ensure  that at  least 40% of non‐executive board positions are held by women by 
2020  or  face  fines  or  other  sanctions  under  a  legislative  proposal  being  drafted  by  the 
European Commission.   A summary of the main outcomes of the EU consultation on gender 
imbalance on corporate boards is expected imminently, together with details of a possible EU 
legislative initiative.  

6.8. In any event, the ELA considers that a range of initiatives may need to be utilised to ensure the 
progress  against  the  recommendations  is  sustained.  In  the  UK  and  in  other  countries, 
cooperative  approaches  relying  on  regulatory  coordination  between  stakeholders  have 
proved so far quite successful.  

6.9. The European Women’s Lobby emphasises that targets, deadlines and monitoring are critical 
to achieving lasting change. These measures are unlikely to be enough if a major step‐change 
is  desired  in  these  areas  and must  be  accompanied  by  softer,  and  potentially more  far‐
reaching,  initiatives  including  education,  to  promote  a  culture  shift. Other  initiatives may 
include mentoring, training and the publication of lists of female board‐ready candidates.  

7. To what extent should  investors take  into account the percentage of women on boards, when 
considering company reporting and appointments to the board? 

7.1. It is difficult to see how investors can be regulated to ensure that they take the percentage of 
women  on  boards  into  account  when  deciding  in  which  companies  to  invest.  However, 
greater reporting by companies of the steps taken to tackle female underrepresentation, and 
the  processes  adopted when making  board  level  appointments, will  ensure  that  investors 
(and  others)  are  receiving  transparent  information  and  the  issue  of  female  under 
representation remains high on the board agenda. 

7.2. As mentioned above (paragraph 2.8), draft narrative reporting regulations, due to come  into 
force in April 2013, propose that narrative reports should state the proportion of women on 
boards and consider gender factors  in assessing board effectiveness.   This proposed change 
would make  it easier for  investors to determine and therefore  influence positive behaviours 
in relation to diversity. 

                                                 
13 http://www.som.cranfield.ac.uk/som/dinamic-content/research/documents/2012femalftse.pdf 
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7.3. In  Spain,  companies which  comply with  the  recommendations  for  gender  equality  (or who 
have good reasons for not doing so) are given priority status in the allocation of government 
contracts.  This would  clearly  be  of  interest  to  investors  in  terms  of  determining when  a 
company has a greater  chance of winning new business and,  therefore, being a profitable 
opportunity. However,  this will  clearly only be  applicable  to public  procurement  contracts 
and would not have a greater application.  

7.4. If sanctions were to be imposed on companies which fail to self‐regulate in a manner which is 
consistent with any recommendations, this could also affect investor decisions. For example, 
a corporate investor may not want to be associated with a company that is having to explain 
its actions to an appropriate regulator and/or which  is receiving negative publicity about  its 
corporate governance.   

7.5. Further,  if  sanctions were  to  be  imposed  on  a  sliding  scale  basis,  this  could  also  increase 
investor  risk  and,  therefore,  investor pressure on  companies  to  comply/self‐regulate  at  an 
early  stage.  For  example,  a  “comply  or  explain”  led  approach  along  the  lines  of  the 
framework which already exists for UK corporate governance could be the starting point, with 
other  non‐prescriptive  initiatives  including  training,  networking  and mentoring,  increased 
level of disclosure and economic pressure, such as Board level diversity being a requirement 
for tendering for government contracts, being implemented as a second step.   

8. Why are there still so  few women  in senior positions on boards, and what are the benefits of 
having a greater number? 

8.1. The  leaking  pipeline  has  been  held  responsible  by  many  commentators  for  the  under 
representation  of  women  on  boards.  There  are  fewer  women  than men  rising  to  senior 
management positions in many companies, this leads to a reduced pool of female talent from 
which to recruit board members14. Women are adequately represented  in higher education 
and at a  junior  level,  the question  to consider  therefore  is: “Why are  there so  few women 
advancing to senior positions in companies?”. There are many factors which contribute to the 
attrition of female talent in a company: 

8.1.1. Lack  of  flexible working  arrangements  ‐ women  are more  likely  to work  part‐time  or 
need  flexibility at work. Many companies view senior positions as  full  time  jobs which 
involve the employee being on call at all times. 

8.1.2. Children – many women do not  return  to  full  time work after having children or  they 
take  less skilled work which allows them greater  flexibility or time at home15. Unequal 
rules governing parental leave often mean that it is more cost effective for the mother to 
take a longer period of maternity leave than the father. Some women find it difficult to 
re‐enter the workforce after this time away. Recent amendments to parental leave may 

                                                 
14 “Women on Boards” February 2011, Lord Davies of Abersoch. 
15  “The  price  of  motherhood:  Women  and  part‐time  work”  February  2012,  Vidhya  Alakeson,  Resolution  Foundation  . 
http://www.resolutionfoundation.org/media/media/downloads/The_price_of_motherhood_‐_women_and_part‐
time_work.pdf 

  



 

help to redress the imbalance as parents have more choice to decide which person takes 
the  parental  leave.  It  is  too  soon,  however,  to  know  whether  fathers  will  take  full 
advantage of  these  changes.  In addition,  childcare  in  the UK  is  the most expensive  in 
Europe16, therefore, for many families it is cheaper for the mother to stay at home than 
return to work. 

8.1.3. Corporate culture – the workplace atmosphere, business culture, corporate governance 
and  working  hours  expectations  all  have  an  impact  on  female  retention.  The  divide 
between  the sexes  is particularly noticeable  in certain  industries. For example, women 
are particularly underrepresented  in mining, real estate, steel and electrical companies 
but well represented  in retail, utilities, media and banking17. This subconscious gender 
stereotyping  that certain  industries are  for men only, has a self‐perpetuating effect as 
women are less likely to be attracted to a male dominated working environment. 

8.1.4. Lack  of  strong  female  networks  –  networks  can  be  influential  in  recruitment  and 
promotion  decisions.  The  lack  of  women  in  senior  positions means  there  are  fewer 
women to act as mentors and role models for women in junior roles. 

8.1.5. Mirror  imaging/subconscious bias  –  some  individuals will  recruit  candidates  similar  to 
them which perpetuates the prevalence of senior males in companies. 

8.1.6. Female choice – it may be that there is a difference in the number of women that wish 
to work in senior roles than men.  

8.2. There are various studies  that suggest  that a greater  representation of women on company 
boards will  improve  the  performance  and  governance  of  companies.  If UK  companies  are 
performing well this will in turn benefit the UK economy. 

8.3. There is much research which purports to demonstrate the business case for gender diversity.  
Bloomberg estimate  that women  control 70% of  global  consumer  spending18  and, on  that 
basis, are more  likely to represent the consumer and understand what they want. Research 
by  Catalyst19  showed women  on  boards  can  improve  company’s  performance:  companies 
with a higher number of female directors had a 42% higher return in sales, 66% higher return 
on invested capital and 53% higher return on equity20.  

8.4. Other studies have suggested that decision‐making in general improves on a gender‐balanced 
board due  to  the variety of views  that are brought  to  the  table and  that a diverse board  is 

                                                 
16 “Bridging the gaps created by maternity leave” April 2012, Natasha Stidder Financial Times. 
17  “Gender  and  ethnic  diversity  among  UK  corporate  boards,  Corporate  Governance:  An  International  Review”  2007, 
Brammer, S., Millington, A. and Pavelin, S. 

18 http://www.bloomberg.com/news/2011‐07‐24/women‐controlling‐70‐of‐consumer‐spending‐sparse‐in‐central‐bankers‐
club.html 

19 A non‐profit membership organisation that provides information and research regarding women in business. 
20 “The Bottom line: corporate performance and women's representation on boards”, 2007. 
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more  likely  to  focus on managing and  controlling  risk21.  In addition,  corporate governance 
and  the  ethical  behaviour  of  companies  improve  when  there  are  more  women  on  the 
board22. These are all factors that will improve the health and longevity of UK companies and 
consequently their employees, customers and the UK economy in general will benefit. 

9. How successful is the voluntary code of conduct (a recommendation of the Davies Report) which 
addresses  gender  diversity  and  best  practice,  covering  relevant  search  criteria  and  processes 
relating to FTSE board level appointments? 

9.1. The voluntary code was generally welcomed when introduced in the summer of 2011. It is our 
submission that it is probably too early to assess its impact on Board recruitment, particularly 
given the long lead times for such appointments. 

9.2. It  is correct that the number of women on boards has  increased since the publication of the 
Davies Report and the voluntary code, but it is difficult to assess the extent to which this rise 
in numbers is wholly or partly attributable to the introduction of the code. It is also difficult to 
measure the success or otherwise of the voluntary code, particularly as a lot of the principles 
it  put  forward  are  difficult  themselves  to measure,  for  example,  how  do  you  determine 
whether  search  firms  have  provided  appropriate  support  to  first  time  candidates without 
surveying  those  firms  and  candidates.  As  noted  above,  it  is  probably  too  soon  after  the 
introduction of  the code  to realistically gather evidence of  that support being given and  its 
effectiveness.  As the Cranfield report “Gender Diversity on Boards: The Appointment Process 
and the Role of Executive Search Firms” points out, even with the code, there  is a view that 
the appointment process  is often  regarded as opaque and subjective,  focusing on “fit” and 
personal chemistry (which may, result in a tendency for boards to recruit in their own image). 
The Cranfield report also makes the point that recruitment is often done behind closed doors 
and  is not an open and  transparent process with  few positions being generally advertised. 
While there are clearly market sensitivities around companies being completely open about 
such  a  process,  it  should,  ELA  submits,  be  possible  for  some  prospective  vacancies  to  be 
advertised on a generic “no names” basis. 

9.3. Furthermore, not all board appointments are filled using a search consultancy.  Positions can 
be  filled  by  internal  promotion  or word  of mouth,  particularly  if  a  company  has  a  strong 
internal candidate and/or wishes to avoid the search fees typically levied by search firms. 

9.4. ELA submits that it may also be worth noting that the Cranfield report only interviewed firms 
who have signed up to the code already and who are therefore likely to be engaging in best 
practice ‐ it does not therefore give a sense of what progress (if any) is being made by other 
search firms. In addition, the  likelihood  is that companies who engage such search firms are 
likely  to be  those who have  already decided,  for whatever  reason,  to make  some  level of 
commitment to diversity. There must therefore be, ELA submits, an element of “preaching to 

                                                 
21 “Diversity and gender balance in Britain plc”: a study by TCAM in conjunction with The Observer and as part of the Good 

Companies Guide, London, UK: TCAM, 2009. 
22 “Gender Differences in Ethical Perceptions of Business Practices”, Franke G. R. et al., Journal of Applied Psychology, 1997; 

“Women on boards: Not just the Right Thing… but the ‘Bright’ Thing”, the Conference Board of Canada 2002. 

  



 

9.5. What would also be interesting (though again, ELA submits it is too early to carry out such an 
assessment)  would  be  to  compare  progress  over  the  last  12  months  in  increasing  the 
representation of women on boards  in  the UK with  those  jurisdictions which have  taken a 
similar, voluntary approach, but where an initiative equivalent to the voluntary code has not 
been put  into place. For example,  in the US there has been a similar  increase  in diversity  in 
recent years in Fortune 500 companies without anything along the lines of the voluntary code 
being  in place.   A Catalyst Inc. report dated July 2012  included statistics showing number of 
board seats held by women in Fortune 500 companies since 1995.  Examples of results were 
as follows: 

• 1995 9.6% 

• 2000 11.7% 

• 2005 14.7% 

• 2010 15.7% 

• 2011 16.1% 
  

The increase has been slightly stagnated in the last few years but still a relatively consistent 
upward trend. 
 

9.6. As  it  is aimed at board  level appointments, the voluntary code by  its very nature focuses on 
the "top slice" of senior level appointments. As such it does not, in and of itself do anything to 
address  the  issue  of  "pipeline"  i.e.  the  concern  that  there  is  a  lack  of women  coming  up 
through the ranks which have been identified as having high potential and, as such might fill 
board  level roles  in 5, 10 or 15 years' time.   Unless search firms make a conscious effort to 
look out for and encourage a pipeline then they may find it difficult to have a sufficient pool 
from which to draw candidates for board level appointments.  

9.7. The voluntary code applies only (as, to be fair do all the initiatives so far) to large companies. 
As  such,  the  code  does  nothing  to  address  gender  imbalance  in  government,  the  civil 
service/public sector and the professions. A significant number of female graduates  join the 
professions, and, if anything, the lack of progress for women in these fields can be even more 
marked  than  in  large  corporates.  For  example,  amongst  the  top  20  English  law  firms,  the 
average proportion of women partners was only 14% 

9.8. It  is ELA's submission  therefore,  that while  the voluntary code  is a significant component of 
the attempts to increase the number of women on boards, it has its limitation. In addition, if 
as has been suggested,  the EU  introduce binding  targets  then any code  is  likely  to have  to 
become more prescriptive, pro‐active and wide ranging if it is going to contribute significantly 
to increasing the number of women in senior positions. 

4 October 2012 
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Written evidence submitted by Engineer Graduates and Hi-vis Trust 
 
 
 
In the December issue of "Professional Engineer" your "Business, Innovation and Skills 
Committee" made a request for personal experiences related to women in the workplace 
and STEM professions for your gender equality in engineering inquiry. 
 
I have worked in a variety of engineering roles for 40 years starting on a 5yr apprenticeship 
with ICI, through the heavy chemicals & pharmaceuticals sectors and today I work as an 
independent consultant in a variety of engineering and professional development roles. I 
have also worked on a voluntary basis in schools for many years and am a registered STEM 
Ambassador. 
 
Briefly, and generalising somewhat, my experiences, relating to your inquiry, are that 
schoolchildren are not taught anything regarding national or international "Supply Chains" 
and teachers have very little understanding of the same. Hence, the pupils, particularly 
females, cannot relate to career opportunities across the whole supply chain of products that 
they may find interesting, the majority of these would be STEM related. 
 
Additionally a considerable amount of emphasis in schools relates to "league table" 
positions. This is counterproductive as students will typically attain higher grades (A,B,C's) in 
media studies, religious education, art, drama, sports, etc whilst many will struggle to attain 
similar grades in STEM related subjects such as Maths, Physics, Biology, Chemistry, etc.  
Consequently teachers encourage students to look at the initially mentioned topics to the 
detriment of the latter mentioned STEM subjects in order to achieve improved league table 
standing for the school.      
 
When advising young female students on potential careers in the STEM areas I have found 
they often have considerable enthusiasm to study in the STEM areas but are often 
encouraged to consider "the Arts", sports, etc as an easier option that benefits the school 
rather than the student ! 
 
I trust this brief overview is of assistance and I would be happy to offer further examples if 
you wish. 
 
Paul Merrick BEng(H).MSc.CEng FIMechE. Associate Fellow (IChemE) 
Engineering Director 
Engineer Graduates and Hi-vis Trust 
Engineering, Maths, Science and Technology Internship, The National Graduate 
Apprenticeship and Bridge Programmes 
 
14 December 2012 
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Written evidence submitted by Fair Play South West 

 

1. Fair Play South West (FPSW) is the Gender Equality Network for the south west of 
England, covering the rural counties of Gloucestershire, Wiltshire, Dorset, Somerset, 
Devon and Cornwall and major conurbations such as Bristol, Plymouth, Bournemouth 
and Poole. 
 

2. We are an unincorporated network of women and women’s organisations, run by a 
committee of volunteers with secretarial and policy support from the equality charity 
Equality South West (see www.equalitysouthwest.org.uk ). 

 

3. Our work includes running information gathering events and conferences and providing a 
voice for south west women into policy and decision making organisations. This 
response is based on the body of knowledge gathered from these voices. 
 

Do the Gender Equality Duty and the Equality Act go far enough in tackling 
inequalities, such as gender pay gap and job segregation, between men and women 
in the work place? 
 

4. The Gender Equality Duty was replaced in the Equality Act 2010 by a duty covering all 
the protected characteristics. FPSW members were generally supportive of the General 
Duty in the Act but have been considerably disappointed by the significant watering 
down of the Specific Duties Regulations which were brought in subsequently. In some 
Public Authorities the good practice developed under the Gender Equality Duty has 
continued but in many there has been a loss of focus on women’s issues.  
 

5. 1In the south west of England, the all-job median hourly pay gap between women and 
men varies between 10% in parts of rural Cornwall and 35% in the town of Cheltenham, 
for example. The trend is for the pay gap to be lower in areas of low GDP, where wages 
are low for both women and men, and higher in the relatively high GDP areas where it is 
clear that women do not benefit in pay terms from the better performing economy.  
 

6. Though the figures for the pay gap are higher when comparing women in part time jobs 
with men in full time jobs (14% to 46%), there is also a gap between women’s and men’s 
hourly pay when both are in full time work (typically around 20%) so that the very large 
proportion (47%) of women working part time in the region does not provide the only 
explanation of the pay gap. 

 

 

                                            
1 Figures here are based on the latest ONS data for 2009, so will not reflect the impact of the loss of 
public sector jobs, largely affecting women and where the pay gap is known to be lower than in the 
economy as a whole. We expect the overall effect to be an increase in the gender pay gap. 

http://www.equalitysouthwest.org.uk/


7. Furthermore, analysis of skills data by the SW Observatory for the SW Employment and 
Skills Board identified a significant under-utilisation of skills, particularly amongst women. 
This trend is confirmed anecdotally by women in our network who report difficulty in 
finding work for which they are well qualified which fits in with their family commitments. 
 

8. The main issues which push women into low paid, largely low skilled, work are: 
 

8.1. Unavailability of conveniently located, conveniently timed, high quality, 
affordable childcare; the single most effective action by Government to improve 
the economic position of women would be the provision of full time subsidised 
childcare facilities for pre-school children and after school subsidised childcare for 
older children. Evidence for the importance of childcare can be found in a Bristol 
Fawcett report at 
http://www.bristolfawcett.org.uk/Documents/Economy/BristolCuttingWomenOut.pdf . 
 

8.2. Public transport not tailored to women’s needs; women have less access to 
private transport than men, particularly during working hours. They also often need 
to take children to school or childcare on the way to work, which may mean multiple 
bus journeys with time consuming transfers. In rural areas it may make it impossible 
to do other than a very local job. In cities it is often prohibitively expensive. An action 
by Government which would help would be to enable (or require) Local Authorities to 
ensure that public transport provision is equality impact assessed with proper 
consultation with local women so as to make it convenient and affordable for them; 

 
8.3. Uneven geographical availability of well-paid jobs; for many women it is 

important that they work close to where they live, or where their children go to 
school or childcare, so that they can be on hand in case of family emergencies.2 
This puts an onus on planners and developers to think about the needs of women 
when deciding where housing and jobs are located and requires some creative 
thinking. The principles of social planning are not dissimilar to those of true 
sustainability in development and this aspect of Local Authority work should be more 
rigorously equality impact assessed than has been usually done to date; 

 
8.4. Unavailability of the option of part-time or flexible working in high quality, 

well-paid jobs; there is still a culture within many employers, particularly in the 
private sector, that senior positions cannot be part-time or done in a job-share, for 
example. Research evidence shows this to be a false assumption and the 
Government and Local Authorities could do more to publicise this. However, women 
tell us that there needs to be more stick as well as carrot, for example by requiring 
all employers to include equality data in their published reports and by establishing 
quotas for women in positions of power. The “right to request” flexible work has been 
only partially successful; there needs now to be a “right to work” flexibly so that 
employers cannot refuse.  

 
8.5. Undervaluing of work traditionally done by women; some of the low paid work 

currently largely done by women is highly skilled and very important to society and 
women suspect it is low paid because it is traditionally “women’s work”. Government 
action to help remove this anomaly could include raising the minimum wage to a 
decent living wage and establishing pay-norm-setting bodies which would recognise 
these skills (effectively a cross-employment equal pay evaluation). 

 

                                            
2 Additionally, our culture still makes it more likely that families will move home to be near the Man’s 
job. 

http://www.bristolfawcett.org.uk/Documents/Economy/BristolCuttingWomenOut.pdf


8.6. Inadequacy of information, advice and guidance to both girls at school and 
adult women about career and study options; we have put this issue last mainly 
because we believe that reducing job segregation is a long term solution and is 
unlikely ever to have much impact unless and until the first four of the issues above 
are resolved. It is well known, for example, that women engineers leave the 
profession at a higher rate than men at least in part because it is hard for engineers 
to find conveniently located well paid work matching their qualifications and 
experience, and even harder if it also needs to be part-time. 

 
9. The Public Equality Duty and the Equality Act 2010 have the potential to have a big 

impact on the issues identified above. The Government and Local Authorities are 
required not only to eliminate unlawful discrimination but also to take positive action to 
remove disadvantage. In principle this should mean that the actions suggested above 
are at least considered and in many cases implemented to remove the barriers to 
women’s economic equality. 
 

10. However, it is our experience that the Public Equality Duty is not being implemented as 
the law requires and that there is inadequate enforcement of the law on the ground. The 
EHRC, which is the enforcement agency established under the Equality Act 2006, was 
under-resourced and not well managed when it took over from the three previous 
enforcement agencies (for gender, race and disability equality) and has since been 
systematically undermined by resource cuts and too much Government interference in 
its activities. As an example, it is worth reviewing the EHRC report on its Section 31 
investigation of the Treasury’s equality impact assessment of the Comprehensive 
Spending Review of 2010; from this it is clear that the Executive Summary had a 
different author from that of the full report written by the EHRC investigators. 

 
11. At local level, “enforcement” is left to unpaid voluntary groups by challenging both the 

processes and the outcomes of decision making. This is both inefficient and in many 
cases ineffective as the voluntary groups have no powers and few resources. What is 
chiefly needed is for public authorities to understand both the legal requirements on them 
and the advantages to good decision-making of doing adequate equality impact 
assessment, including implementing adequate mitigating measures. In this respect, the 
Specific Duties Regulations brought in under the Equality Act 2010 are considered to be 
inferior to those brought in for the previous Gender Equality Duty and are wholly 
inadequate.  

 
What steps should be taken to provide greater transparency on pay and other 
issues, such as workforce composition? 
 

12. Good employers already publish information (for example in their Annual Report or on 
their website) on their workforce composition disaggregated by gender and grade. This 
enables existing employees to judge and challenge whether the recruitment, personal 
development and promotion practices are fair and tailored to the different needs and 
strengths of women and men. It also enables prospective applicants for jobs to take into 
account the equality performance of the employer before accepting the job. More 
importantly, it forces the employer to think about and continuously improve its equality 
practices to the benefit of its business. 
 

13. Good employers also conduct equal pay analysis to identify areas where there may be 
inadvertent discrimination or bias in their processes and to correct these. Such analysis 
may or may not amount to an “audit”; our experience is that it needs to encompass pay 
gaps both within and between grades and to identify the causes of any uneven 



distribution of women and men between the grades. Crucially, it should also include any 
bonuses or other supplements and access to “perks” such as cars. Good employers 
share this information with staff and their representatives and/or involve them in the 
analysis and corrective action. 

 
14. Unfortunately, the position of good employers is undermined by the greater 

preponderance of employers who see equalities as “political correctness” and the setting 
of standards by regulation as “red tape”. The voluntary approach to greater transparency 
has been tried for many decades and we support the use of legislation and regulation to 
speed up progress to good practice. 

 
15. There are Company Law requirements on what is reported in annual reports and equal 

pay information could be readily added to these along with workforce composition. 
Equivalent requirements would be needed on public and voluntary sector employers. 

Women in Politics and Power 
16.  Many of the policy and practice changes which need to happen if there is to be progress 

for women and work would be speeded up if there were more women in decision-making 
roles. Work by FPSW (across the region) and Bristol Fawcett specifically within Bristol 
suggests that the “power” of women is going backwards rather than making progress. 
For example, in the report 
http://www.bristolfawcett.org.uk/Documents/CountingWomenIn/TheRightManForBristol.p
df , it is pointed out that 14 out of the 15 candidates for mayor were male, 76% of all 
Councillors are male and there are several private companies with all male boards.  
 

Other Questions 
17. We consider that the above answers address the remaining questions in summary. 

http://www.bristolfawcett.org.uk/Documents/CountingWomenIn/TheRightManForBristol.pdf
http://www.bristolfawcett.org.uk/Documents/CountingWomenIn/TheRightManForBristol.pdf
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Written evidence submitted by the Fawcett Society 

 

About the Fawcett Society 

1. The Fawcett Society is the UK’s leading campaign for women’s equality and women’s rights. 

Our vision is of a society where women, and our rights and freedoms, are equally valued and 

respected and where we have equal power and influence in shaping our own lives and our 

wider world. We trace our roots to Millicent Fawcett’s and the suffragists’ successful 

parliamentary campaign for women’s right to vote. Since then we have continued to work 

with parliamentarians on a cross party and non partisan basis to progress equality between 

women and men at home, at work and in public life. 

The Gender Pay Gap 

Questions: 

Do the Gender Equality Duty and the Equality Act go far enough in tackling inequalities, such as 

gender pay gap and job segregation, between men and women in the workplace?   

What steps should be taken to provide greater transparency on pay and other issues, such as 

workforce composition? 

How should the gender stereotyping prevalent in particular occupations, for example in 

engineering, banking, construction, and the beauty industry, be tackled? 

What more should be done to promote part‐time work at all levels of the workplace and to ensure 

that both women and men have opportunities to gain senior positions within an organisation 

while working part time? 

 

 



       

 

 

Context:  
2. In May 2010, along with the TUC, the Equality & Human Rights Commission, and UNISON, 

Fawcett held a landmark conference to mark the 40th anniversary of the Equal Pay Act: 

Equal Pay ‐ Where Next?  The report of this event1 addresses all the issues outlined above 

calls for a strategy to address the multiple causes of the pay gap. This strategy should 

include a combination of legislative, policy and campaigning action under the following four 

key areas: 

Making the business case for equal pay 

3. There is ample evidence that gender pay gaps contribute to the UK’s lower productivity. In 2006 

the Women and Work Commission estimated that removing the barriers to women working in 

occupations traditionally done by men and increasing women’s labour market participation, 

could be worth between £15 and £23 billion to the economy or 1.3 to 2 per cent of gross 

domestic product. 

4. A levelling up of women’s earnings has the potential to bring gains to the Exchequer not only 

in increased revenue from tax and national insurance, but also through a reduction in the 

payment of benefits and tax credits. It is possible to infer from national statistics that an 

average woman working full‐time until retirement age would lose £361,000 in gross 

earnings over the course of her working life. Closing the gender pay gap would improve 

the financial wellbeing not only of women but also of their partners and children, and 

would reduce the likelihood of women’s poverty in retirement. 

5. There is a need to change the culture around what is appropriate pay for men and women. 

In order to change culture, it is important to position the pursuit of equal pay above other 

political, economic or business objectives and identify equal pay as a core objective for 

business, as opposed to a mere add‐on. Business and trade union leaders should initiate the 

implementation of pay practices that treat men and women equally, but if this change is to 

be effective, those leaders need to ensure that their decisions influence the behaviours and 

decision‐making of people lower down within the organisation.  

6. Key recommendations 

• Encouraging employers and trade unions who have implemented equal pay systems to 

publicise what they have done and how they have gained from it. Publishing examples of 

equal pay best practice in the private sector will debunk the myth that equal pay ‘is bad for 

business’. 
                                                            
1http://www.fawcettsociety.org.uk/documents/Equal%20Pay,%20Where%20Next%20Nov%202010.pdf  

 

http://www.fawcettsociety.org.uk/documents/Equal%20Pay,%20Where%20Next%20Nov%202010.pdf


       

 

 

• Encouraging businesses to extend their budgetary perspective. A longer term view will be 

more likely to show not only a more accurate financial picture, but also the harder‐to‐

evaluate qualitative gains. 

• Connecting the positive effects for the whole economy to arguments for closing the gender 

pay gap. For example reducing the gender pay gap would increase UK productivity while 

reducing financial dependency on the state; these gains will benefit business and the 

economy. 

Changing the way work is organised to reflect a changing workforce landscape and to support equal 

pay measures 

7. Flexible working is now in the mainstream of employment practice but has flexible working 

changed how work is organised? In most organisations it has simply allowed some people to 

change the way they do their jobs. Fundamentally, flexible working remains an 

accommodation for workers to deviate from the ‘standard’ working pattern to suit their 

individual circumstances. 

8. Although generous maternity incentives have increased the number of women returners, 

their performance on return to the workplace has not been maximised. What has evolved, 

however, is a  workplace where less well paid, less well‐trained part‐time jobs is the lot of 

mothers; employers get a great deal out of employing thousands of part‐time women who 

will trade better pay and career prospects for flexibility, even though they are often over‐

qualified for their attained position. 

9. In many organisations, large scale work organisation for better work‐life integration is not 

high on the agenda. This means that work organisation is often delegated to managers, who 

deal with individual requests for flexible working. The inherent weakness in this localised 

response is that it often depends on an individual manager’s attitude and beliefs. A higher‐

level approach is required which looks at areas of operation when considering work design. 

Organisations should be thinking about sustainability and the potential impact of work 

intensification and long working hours on the long term viability of an organisation. Long 

hours should not be the solution to badly designed working practices. Good work 

organisation is ensuring that people have manageable workloads. Partnerships between 

trade unions and employers can work to increase the choices that workers have by 

encouraging a different approach to work. Within set parameters, there must be an 

openness to review what work actually entails, and how it can best be done taking into 

account both the needs of business and employees. This is goes beyond flexible working at 

 



       

 

 

the individual level; it is about organisational flexibility to enable better working. 

10. Key recommendations 

• Raising awareness amongst employers that a modern workplace should offer more than just 

flexible working. It should include innovative practice, such as job‐shares at senior levels and 

ensuring that training opportunities for women working part‐time/flexibly are made 

available. 

• Highlighting to employers that maintaining unsustainable work organisation structures that 

are increasingly out of kilter with the way people live today will cause tangible harm to the 

organisation in terms of lost productivity, lower morale, lower employee loyalty and higher 

employee turnover. 

• Involving trade unions to negotiate and bargain for extending members’ opportunities for 

well paid, high quality work and to tackle inequalities within workplaces. 

Improving the law to implement a framework that makes unequal pay practices unlawful and holds 

organisations to account 

11. The Equal Pay Act 1970 has not proved successful in achieving the aim of closing the gender 

pay gap. It adopted a remedial model which allows employers to backdate pay or contractual 

damages to women who successfully win a claim. However, it does not place punitive 

measures on employers failing to comply with the law and offers no compensation, beyond 

the pay adjustment, to women who have successfully won their claim. The Equal Pay Act fails 

to address structural inequalities such as gender stereotyping in schools, occupational 

segregation, women’s disproportionate share of caring responsibilities and women’s patterns 

of work which are more likely to be interrupted by child care and other responsibilities and are 

more likely to be punctuated by part‐time work. 

12. The Equality Act 2010 regrettably enforces measures addressing inequality in pay which are 

similar to those in the Equal Pay Act 1970. It puts the responsibility on the woman bringing 

forward a claim to undertake the role of investigator, legal champion and enforcer. The Equal 

Pay Act also requires a male comparator employed in the same employment against whose 

pay the women’s pay can be measured. The Equality Act does not enforce mandatory pay 

audits to ensure that employers are reporting on their gender pay gap and does not allow for 

representative action claims, which would allow individuals collectively affected by systematic 

pay discrimination to make a claim as a group. 

 

 

 



       

 

 

13. Key recommendations 

• A root and branch review of equal pay law to ensure that it operates in the interests of 

women and employers. The current legal framework is ineffective, does not deliver equal 

pay and is wasteful of public resources. 

• A new equal pay framework that makes clear the obligations on public and private 

employers to tackle unequal pay; allows for women claiming equal pay cases to take 

representative action; includes robust equal pay auditing obligations and increase the 

powers and sanctions available to employment tribunals and regulatory bodies. 

• Implementing, in full, existing legislation such as the Equality Act 2010 that encourages 

workplaces to undertake and publish gender pay audits, change attitudes, challenge 

stereotypes and cultures that sustain unequal pay practices. This would help dispel the myth 

that women deserve to be both paid less and valued less than men.  

Changing attitudes, beliefs and stereotypes that perpetuate the gender pay gap 

14. There are converging causes of the gender pay gap all of which are affected in some way by 

attitudes and cultural beliefs about the respective roles and value of men and women. They 

include life time working patterns of women, such as time out for caring and the reality of 

more women being in part‐time work; occupational segregation between women and men; 

unequal access to opportunities in education; and direct and indirect discrimination against 

women in the workplace. 

15. Challenging negative attitudes and stereotypes that prevent women from achieving equal 

pay is perhaps more complex than legislative change but it is clear that without it, women 

will not achieve economic equality. Employers have a role to shape workplace cultures and 

in‐so‐doing have a significant influence on progressing change action in both the wider 

public sphere and in workplaces. Efforts to effect change should be focused around three 

key areas. They include addressing and preventing misconceptions and stereotypes formed 

in children and young people from an early age; raising public awareness of gender 

inequality and tackling stereotyping; and indirect interventions by employers to tackle 

negative attitudes and beliefs and support positive ones. 

16. Key recommendations 

• Working with schools to incorporate gender equality education in the relevant aspects of the 

National Curriculum, including explicit discussions about the gender pay gap and its causes. 

• Undertaking more public education work in order to challenge stereotypical and limited 

ideas of women and men’s respective roles and abilities. 

 



       

 

 

• Raising young people’s awareness of the gender pay gap and its consequences. 

For more information and background think pieces on each of these key areas please visit: 

http://www.fawcettsociety.org.uk/index.asp?PageID=1155  

Women on Boards 

Context: 

17. Across the UK today, women are dramatically underrepresented in positions of power and 

influence. The under‐representation of women in boardrooms is not only detrimental to 

gender equality, but also negatively impacts business performance.  In the current economic 

climate the benefits of greater boardroom diversity for business performance must not be 

forgotten. There are compelling arguments for ensuring that women are equally 

represented in decision making; in particular, there is a growing body of evidence, largely 

drawn from business, that women make a positive difference to the quality of decision‐

making, increase corporate competitiveness and reduce the potential for ‘groupthink’. The 

case for the economy is equally robust, given that the UK stands to gain £23bn by better 

harnessing women’s skills. Bold moves by other countries in recent years has overturned 

claims of any absence of female leadership potential, demonstrated that a significant step‐

change in women’s representation is achievable.   

Question: To what extent have the recommendations in Lord Mervyn Davies’ Report 

“Women on Board” (published in February 2011) been acted upon? How successful is the 

voluntary code of conduct (a recommendation of the Davies Report) which addresses 

gender diversity and best practice, covering relevant search criteria and processes relating 

to FTSE board level appointments? 

18. In March 2011 Lord Davies published his Women on Boards report which found that women 

comprised a mere 12.5% of members of FTSE 100 boards. Although this figure has improved 

slightly in the year following publication with the percentage of women on FTSE 100 boards 

rising to 16.7%, there’s still a long way to go. Although there is evidence that women’s 

representation in the top levels of companies has improved since the publication of Lord 

Davies’ Women on Boards in March 2011, the overall rate of change has been slow. A year 

on from the Davies Report, the overall percentage of women on boards stands at just 15%. 

The percentage of women being appointed to boards was 24.7% from Jan 2011‐12‐ falling 

short of the 33% recommended in the Davies report. 
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19. The EHRC estimates that at the current rate of change it will take more than 70 years to 

achieve gender‐balanced boardrooms in the UK’s largest 100 companies. Evidence to date 

would suggest that the purely voluntary measures set out in the Davies report will not be 

sufficient to tackling the current levels of under‐representation of women in boardrooms 

and certainly not the scale of change the Davies report sets out to achieve by 2015.  The 

Fawcett Society fully recommends the introduction of legislation to enable the use of quotas 

as an additional mechanism in not only increasing the number of women in leadership roles 

and driving‐through a step‐change in women’s representation, but in improving overall 

business performance of UK business and the economy.  

Question: Why are there still so few women in senior positions on boards, and what are 

the benefits of having a greater number? 

20. The low proportion of women to men in leadership positions in UK business is testament to 

the fact that women in the UK face significant barriers to progressing to the very top of 

decision making structures. Formal selection processes for directors can teeter between 

casual to non‐existent where “shoulder‐tapping” and peer referrals are endemic, in stark 

contrast to the rigorous processes laid down for the appointment of CEOs. The vicious circle 

shows how barriers to supply and demand combine to create low levels of representation in 

the UK today. 

 

 



       

 

 

21. The case for increasing female leadership in UK boardrooms is simple and powerful, and can 

no longer be dismissed. Diversity at the top is a key to corporate competitiveness. In 2007, 

McKinsey and Catalyst’s respective analyses made a significant contribution to the business 

case for women leaders. Both reports demonstrated a correlation between women’s 

representation at board level and the financial performance of companies worldwide, pin‐

pointing a 30% turning point at which women’s representation has a significant impact 

across a set of corporate performance indicators.  

22. A 2012 study by the Credit Suisse Research Institute also demonstrates the substantial 

benefits of boardroom diversity for business. According to this study, companies with more 

female board members had a greater return on equity and higher average growth than 

companies with no female board members.  The business of attracting, retaining and 

promoting the best talent is of primary concern to all UK businesses, particularly in the 

current financial climate of uncertainty. 

The impact of the current economic situation on female employment and wage levels 

Question: What has been the impact of the current economic crisis on female employment and 

wage levels? 

Unemployment 

23.  As noted by the TUC, both women and men were hit hard by the 2008‐9 recession with 

employment falling and unemployment rising for both groups. 2 However the effects were 

felt worse by men.  However, whilst men’s unemployment largely levelled off in 2010, 

women’s has continued to rise and now stands at 1.10 million ‐ a 25‐year high.3 

                                                            
2 http://www.tuc.org.uk/economy/tuc‐21436‐f0.pdf 

3 http://www.ons.gov.uk/ons/dcp171778_276985.pdf  
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24. Since the first quarter of 2010, men’s unemployment has fallen by ‐0.5 % and women’s risen 

by +0.8%. In real numbers (levels), women’s unemployment has increased by 131,000 to 

1,093,000 in this period, an increase of 13.6%, whereas conversely men’s unemployment 

has fallen by 49,000 to 1,476,000, a decrease of 3.2%. Thus women account for over 100% of 

the increase in unemployment over the last two years. 

 

 

 



       

 

 

                                                           

25. Losing a job is devastating for anyone, woman or man. Yet it is important to recognise that 

women may face particular difficulties when they become unemployed. They are more likely 

to have been in low‐paid work and to have dependents living with them. They are less likely 

than men to have savings. Women therefore face a greater risk of immediate poverty as 

they become unemployed. It is within this context that we must understand the impact of 

rising female job losses. 

26. Evidence indicates there are two key reasons for the declining status of women in the labour 

market: cuts to the public sector workforce and the increasing numbers of women being 

classified as unemployed due to changes in benefit conditions for lone parents. 

Public sector job cuts 

27. The latest figures from the independent Office for Budget Responsibility (OBR) estimate that 

730,000 jobs will be lost in the public sector by 2017 as a result of public sector spending 

cuts.4 These job losses impact heavily on women as around 40% of women in work in the UK 

are employed in public sector jobs, with women accounting for 64% of the public sector 

workforce overall.5 

28. ONS figures for April – June 2012 reveal that, since the same period in 2010 (the point at 

which public sector employment peaked before starting to fall) 467,000 public sector jobs 

have been lost with 55% of job losses coming from women, 45% from men. By OBR 

projections, 64% of job losses have occurred with 36% yet to come. Jobs lost include local 

government workers, nurses, teachers, council workers, school meal assistants, Sure Start 

workers, domestic violence support workers and care workers, amongst many others.  

29. In particular, certain sections of the public sector are being hit hard. ONS statistics reveal 

that the three largest industries: Public Administration, Education and the NHS – all sectors 

that employ many more women than men ‐ have all seen a dramatic decrease in 

employment levels since the first quarter of 2010 with NHS employment down by 45,000, 

Education employment down by 75,000 and Public Administration  employment down by 

133,000. 6 

 
4 Office for Budget Responsibility, Economic and Fiscal Outlook, 2012, p. 75.   

5 Trade Unions Congress (TUC), The gender impact of the cuts, November 2010: 
http://www.tuc.org.uk/extras/genderimpactofthecuts.pdf. This compares to 11% of the male workforce employed in the 
public sector. 

6 http://www.ons.gov.uk/ons/publications/re‐reference‐
tables.html?newquery=*&newoffset=25&pageSize=25&edition=tcm%3A77‐222511  

 

 

http://www.tuc.org.uk/extras/genderimpactofthecuts.pdf
http://www.ons.gov.uk/ons/publications/re-reference-tables.html?newquery=*&newoffset=25&pageSize=25&edition=tcm%3A77-222511
http://www.ons.gov.uk/ons/publications/re-reference-tables.html?newquery=*&newoffset=25&pageSize=25&edition=tcm%3A77-222511


       

 

 

                                                           

Lone parent conditionality 

30. Reforms to increase ‘lone parent conditionality’ were initiated by the previous government 

and have been stepped up by the current government. The first tranche of reforms required 

that, as of October 2010, lone parents (92% of whom are women) are moved from Income 

Support (IS) onto Jobseeker’s Allowance (JSA) once their youngest child reaches 7 years of 

age. The second tranche of reforms was announced in the 2010 Budget and, from October 

2011, extended this conditionality to lone parents once their youngest child reaches 5 years 

of age. 

31. The migration of those on IS to JSA means that they are represented differently in labour 

market statistics, because those on IS would count as inactive, whereas those receiving JSA 

are counted amongst the unemployed. Thus the female unemployment figures have grown 

not just as a result of job losses in the public sector but also because of those newly classed 

as unemployed who would otherwise have been counted elsewhere. In the past few years 

the number of female lone parents being classified as unemployed has increased by around 

65,000 whereas it had only increased by a few thousand for men. 

32. While this may seem on the face of it to be a simple statistical issue, the reality for many 

women is a significant change of circumstances, and for the job market the fact remains that 

there are increasing numbers of women actively looking for work. Conditionality attached to 

JSA means that after migration, single parents will be required actively to search for work 

and take up a job if one is offered, or face a cut in the amount of benefit they receive.  

33. Lone parents face particular barriers to securing and undertaking paid work and so will be 

unduly penalised by moves to push them into work if they fail to:   

‐ Find adequate flexible/part‐time paid work that is compatible with their child care 

responsibilities. This is likely to be increasingly difficult as opportunities in the labour market 

diminish, especially in the public sector which provides more part‐time and flexible working 

opportunities. The government has simultaneously cut support for lone parents entering work, 

for example by axing a grant to support lone parents with the costs of training7 and by 

announcing in the Autumn Financial Statement that the couple and lone parent elements of the 

Working Tax Credit will be frozen in 2012‐13. 

‐ Access affordable childcare at a time where costs are soaring. 

 
7 The Mirror, Tories axe single mums’ job lifeline, 2 June 2011: http://www.mirror.co.uk/news/uk‐news/tories‐axe‐single‐
mums‐job‐132116 . 
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‐ Meet childcare costs at a time where the government is slashing support for costs for low‐

income families that are particularly affecting lone parent families. 

Long‐term unemployment  

34. Both women and men are affected by long‐term unemployment ‐ that is those who have 

been unemployed for 12 months or more.  Men are affected to a greater extent: ONS figures 

for May‐July 2012 show that 38% of unemployed men are long‐term unemployed, compared 

with 30% for women. 

35. However, the gap between women and men’s long term unemployment has been closing 

particularly over the past two years where, from May – July 2010 to May – July 2012 the 

number of men long‐term unemployed increased by around 20,000 (4%) whereas the 

number of women long‐term unemployed increased by around 80,000 (32%).  

Underemployment  

36. There are also increasing numbers of men and women experiencing ‘underemployment’, 

that is those who are working in part‐time or temporary positions because they are not able 

to find full‐time or permanent positions. ONS figures reveal that over the past year the 

number of those in temporary work who would rather be in permanent work has increased 

by 50,000 (19%)  for women and 30,000 (10%) for men.  

37. The number of both men and women who are employed in part‐time work but couldn’t find 

full time‐work has increased by 11% in the past year; this equates to 77,000 more women 

and 65,000 more men8. 

38. In particular, there has also been a recent surge in under‐employment in professional 

occupations such as teaching, nursing, legal and skilled business jobs. The number of under‐

employed women in these jobs has more than doubled since 2008, increasing by 127% 

(compared to 67% for men).9 

39. Overall, women are affected by underemployment to a greater extend and there are 

currently around 1.73 million under‐employed women compared to around 1.57 million 

underemployed men. Around one in eight women are under‐employed.10 

 

                                                            
8 http://www.ons.gov.uk/ons/rel/lms/labour‐market‐statistics/september‐2012/statistical‐bulletin.html 

9 http://www.tuc.org.uk/tucfiles/367/Underemployment%20report.pdf 

10 ibid  
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Is private sector growth delivering for women? 

40. The past two years have seen growth in private sector employment for both women and 

men, however it is important to note that this will in part be due to increasing numbers in 

part‐time and temporary work (underemployed) as well as increasing numbers of self‐

employed – all modes of employment which are typically pay substantially less and are less 

secure than permanent full‐time employment. This may in part go some way to explain the 

current conundrum of rising employment and declining GDP. 

41. Overall, private sector growth in past two years has been greater for men than for women 

where from Apr – Jun 2010 to Apr – Jun 2012 men’s employment in the private sector grew 

by 127,000 more than women’s. This can be attributed in part to a range of factors: 

42. The private sector is an inherently less accessible employer for women than the public 

sector.  In general, the private sector has been less progressive to adapt to the realities of 

women’s lives (i.e. the fact that women have maternity needs and are far more likely to 

have caring responsibilities)  thorough the provision of good quality flexible and part‐time 

work opportunities, contractual maternity schemes and other measures. 

43. Thus far, measures that have been introduced to promote jobs and growth through (private 

and public) investment in the UK’s infrastructure ‐ many of which were announced in the 

March 2011 ‘Budget for Growth’ and the 2012 Budget  ‐ do little to help women in the 

labour market. For example, the £5 billion capital investment proposed as part of the 

National Infrastructure Plan will be largely spent on physical infrastructure and plans for 

growth laid out in the 2012 Budget included investment in national road infrastructure, the 

expansion of ultrafast broadband services, £60 million of investment in a UK centre for 

aerodynamics, and tax reliefs for video games, animation and high‐end television 

industries.11  

44. Women are unlikely to benefit from any new opportunities created, unless specific 

measures are taken to address under‐representation of women in the male dominated 

Science, Engineering and Technology (SET) sectors. 5.3% of working women are employed in 

the SET sectors, compared with 31.3% of working men.12 Whilst the 2011 Budget announced 

funding for the sciences and technical training, this investment came just as the government 

withdrew funding from initiatives to combat entrenched gender occupational segregation in 

                                                            
11 HM Treasury, Budget 2012, March 2012:  http://cdn.hm‐treasury.gov.uk/budget2012_complete.pdf. 

12 Women’s Budget Group (WBG), The impact on women of the Autumn Financial Statement 2011, January 2012: 
http://wbg.org.uk/pdfs/The‐Impact‐on‐Women‐of‐the‐AFS‐2011.pdf.  
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the SET sectors.13  

45. The 2011 Budget also introduced new tax breaks and other incentives to support investment 

in small and medium size businesses. Men are set to disproportionally benefit from these 

measures, as they make up the majority of those who own and invest in business. Indeed, 

the government itself recognises the skewed impact of such measures. In its assessment of 

one tax break for business investment, it states that the investment benefits investors that 

tend to be ‘male, located in the South of England and have higher overall income levels.’ 14 

Conversely, this investment comes as schemes to support women to start up in business are 

being cut.  

46. However, we are pleased to welcome two key measures announced in November 2011 by 

the then Minister for Women and Equalities Theresa May to support women’s enterprise: 

funding for 5,000 volunteer mentors to support new and existing female entrepreneurs, and 

the establishment of a Women’s Business Council to provide advice to government on what 

it can do to maximise women’s contribution to future economic growth.15 We welcome the 

introduction of these measures and look forward to seeing more detail on their 

implementation and progress.  

Implications for pay 

47. Whilst it is still too early to fully understand and identify the impact of these and other 

recent changes to pay on women’s pay and the pay gap between women and men (which 

currently stands at 14.9%16) we are concerned that women’s pay is indeed suffering and that 

the pay gap may widen in the coming years for a range of reasons: 

Changes to public sector pay  

48. The 2010 Budget introduced a two‐year pay freeze for all public sector workers earning over 

£21,000.17 Despite the concentration of women at the lower‐paid end of the public sector 

workforce, they still account for the majority of those that are paid above the threshold: 

                                                            
13 WBG, The impact on women of the Budget 2011, April 2011: http://www.wbg.org.uk/index_7_282363355.pdf.   

14 ibid. p.10 

15 Home Office press release, Women at the heart of plans for economic growth, 04 November 2011: 
http://www.homeoffice.gov.uk/media‐centre/press‐releases/women‐at‐the‐heart‐of‐plans. Home Office press release, 
Business council will boost women’s role in the economy, 13 March 2012: http://www.homeoffice.gov.uk/media‐
centre/news/WOB.  
16 Office for National Statistics (ONS), Annual survey of hours and earnings, November 2011: 
http://www.ons.gov.uk/ons/rel/ashe/annual‐survey‐of‐hours‐and‐earnings/ashe‐results‐2011/ashe‐statistical‐bulletin‐
2011.html. Statistics based on men’s mean hourly earnings excluding overtime compared with women’s mean hourly 
earnings excluding overtime. 

17 HM Treasury, Budget 2010, June 2010: http://cdn.hm‐treasury.gov.uk/junebudget_complete.pdf. 
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analysis by the Women’s Budget Group found that 58% of those affected by the freeze are 

women.18  

49. Further, the Chancellor’s  pledge to protect the pay of those earning less than the threshold, 

72% of whom are women, though an £250 annual pay ‘increase’, has not been kept for the 

1.7 million‐strong local government workforce. This is because local authorities have 

jurisdiction over the pay of local government workers and, with a few exceptions; the vast 

majority have not opted to pay the £250 increase.19 As UNISON report, due to the pay freeze 

and the impact of inflation, typical full‐time hourly earnings in local government have now 

sunk back to the levels of the early 1990s and pay for those on low salaries is “poverty 

pay”.20  

50. Moreover, as part‐time workers’ salaries are likely to be considered on a pro‐rata basis, 

many women working part‐time in the public sector taking home less than £21,000 will still 

be hit by the freeze.  

51. The 2011 Autumn Financial Statement announced that, following the end of the pay freeze 

in April 2013 pay will be capped at 1% for a further two years. This pay restraint will apply to 

all public sector workers including those on the lowest incomes, the vast majority of whom 

are women.21  

Underemployment 

52. As outlined above, there are also increasing numbers of women experiencing 

‘underemployment’. One of the key causes of the current pay gap is the high number of 

women in part‐time work where such positions are typically lower‐skilled with lower 

prospects for pay and promotion. Thus increasing levels of women in part‐time work (as well 

as in temporary work which also had lower prospects) threatens to push women’s pay down 

and may contribute to an increase in the pay gap. 

Long‐term unemployment 

53. Long breaks away from the labour market diminish future prospects and pay, as experienced 

by many women who take time off to raise their children for example. Thus the increasing 

numbers of women in long‐term unemployment will necessarily impact upon women’s pay 

 
18 WBG, The impact on women of the Coalition Spending Review 2010, November 2010, p. 13: 
www.wbg.org.uk/RRB_Reports_4_1653541019.pdf 

19 P. Kenway et al, New Policy Institute and Unison, Living on the edge: Pay in local government, February 2012, p. 5, 15‐16. 

20 P. Kenway et al, New Policy Institute and Unison, Living on the edge: Pay in local government, February 2012. 

21 WBG, The impact on women of the Autumn Financial Statement 2011, January 2012, p. 5. 
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in the longer term.  

The movement of jobs from the public to private sector  

54. The government has projected that as jobs in the public sector are lost, private sector 

growth will create new employment opportunities for those out of work. However women 

face particular penalties in private sector employment.As outlined above, the private sector 

tends to provide less good‐quality working opportunities for women. This is clearly 

demonstrated by the comparable (full‐time) pay gap figures which stand at 13.2% in the 

public sector, versus 20.4% in private sector.22  Thus as women move to work in the private 

sector, women’s pay will decrease and the pay gap may widen. 

55. In particular, it is concerning that there is some evidence that the recent growth in the 

private sector employment is in part due to growth in the lower paid echelons of the sector ‐ 

part‐time work, temporary work and self‐employment.  

Plans to regionalise public sector pay 

56. We are also concerned about current proposals to introduce ‘regional pay’ in the public 

sector, to reduce the gap between earnings in the public sector and the private sector where 

the Treasury reports that currently public sector workers earn on average 8% more across 

the board than private sector workers across the UK. 

57. Research by the Institute for Fiscal Studies (IFS) reveals a gender dimension: women working 

in the public sector enjoy an average boost of 11.3% in their salaries compared with a 5.5% 

boost for men. This is part of the reason why there is a smaller pay gap in the public sector 

than in the private sector.  

58. Thus women will be affected more adversely by moves to regionalise pay ‐ not only because 

they make up the majority of public sector workers (particularly in areas like the North East 

where almost half of all working women are employed by the public sector) but also because 

the public sector offers them better wages. In particular it is those women on lower incomes 

‐ such as the admin assistants, home helps and dinner ladies that benefit the most where 

the lowest 10% of workers experience a 16% boost to their earnings, whereas the highest 

earners gain only around 3% to their earnings.23  Fawcett is concerned therefore that driving 

down public sector pay to reflect private rates will cancel out many of the gains made for 

                                                            
22 ONS, Annual survey of hours and earnings, November 2011. These figures have been calculated by Fawcett using the 
mean average, using the following formula: [male full‐time hourly pay – excluding overtime (mean)] – [female full‐time 
hourly pay – excluding overtime] / [male full‐time hourly pay – excluding overtime] x [100].   

23 See: http://www.ifs.org.uk/budgets/gb2012/12chap5.pdf. Chart 5.7 shows that women (as men) experience the greatest 
pay premium at the lower end of the wage distribution scale 

 

http://www.ifs.org.uk/budgets/gb2012/12chap5.pdf


       

 

 

 

women’s pay in recent years and risks widening the pay gap. 

The Fawcett Society is currently in the process of drafting a substantive report to consider in greater 

depth the issues and evidence outlined here on the current status of women’s employment and pay. 

This report will also contain recommendations for government and is due to be published in the late 

autumn. We would welcome an opportunity to meet with the Committee over the autumn period to 

discuss this work in greater depth and to inform these recommendations. 

October 2012 
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Written evidence submitted by FDA 
 
 
Introduction  
 
The FDA is a professional association and trade union for the UK's senior public 
servants and professionals. Our membership of more than 18,000 senior 
managers, government policy advisors, diplomats, tax professionals, 
economists, statisticians, solicitors, prosecutors and other professionals work 
across government and the NHS.  
 
This response to the call for evidence draws on the views of the FDA’s 
Executive Committee, and its Equality and Diversity Sub Committee. Because of 
the short timescale for this call for evidence, and the difficulty of accessing 
data in the civil service and NHS, we have not been able to provide a detailed 
analysis.  
 
Summary  
 
The FDA considers that a detailed review of the pay of women in senior grades 
in the Civil Service is long overdue.  Although we have not seen evidence of 
overt or deliberate discrimination against women, we are aware that the pay of 
women in senior grades is lower on average than the pay of their male 
colleagues. Although this has been recognised through several reviews, little 
effective action has been taken to determine the underlying causes or to 
eliminate unconscious or structural discriminatory practices. 
 
Although the FDA would prefer to work collaboratively with employing 
departments to look at ways to address these issues, the continued failure to 
respond effectively to concerns has led the FDA to consider legal action in one 
of the largest Government Departments, and to issue equal pay questionnaires 
to the employer. 
 
Response to questions posed  

Do the Gender Equality Duty and the Equality Act go far enough in tackling 
inequalities, such as gender pay gap and job segregation, between men and 
women in the workplace?   

As long ago as 1888, Clementina Black moved the first TUC equal pay 
resolution. But, despite the enactment of equal pay legislation over 40 years 
ago, the fight for equality continues today. 
 
The Civil Service claims to lead in the area of equality, and the Cabinet Office 
says: “We’re committed to giving every employee the same opportunities, 
whatever their background. Individuals and managers at all levels of the Civil 
Service must comply with the latest legislation in this area. 
 



Generally, equality legislation is simple and specific.  The Civil Service will not 
unlawfully discriminate in any aspect of employment, including 
 
� how employees are selected (including deliberate refusal) 
 
� terms offered by the employer  
 
� the way in which employees receive job promotion, training, transfer or any 
other benefits 
 
� how employees are treated. 
 
That is the claim. How does this compare with the practice? 
 
The 29th Report of the Senior Salaries Review Body recommended in 2007 
“that the government investigates the reasons for and implications of the 
difference between median starting salaries of men and women in SCS posts, 
and especially the higher salaries paid to male external recruits, and report 
next year on the findings and action taken.” 
 
In its 2008 Report the Senior Salaries Review Body registered its disappointment 
that the Government had not responded to the request for an investigation.  
 
As part of the move towards greater transparency in government the salaries of 
senior civil servants are now published.   
 
As an example, in HM Revenue and Customs (HMRC) the salaries for 2010 are 
published on the HMRC website – www.hmrc.gov.uk.  For the list of 49 staff FDA 
has been able to sort 44 of them into male/female. Having done that we 
produced the following statistics: 
 

Average pay: men £130,370 
Average pay: women £113,333 
Median pay: men £125,000 
Median pay: women £107,500 
Range for all men on list £100,000-£205,000 
Range for all women on list £80,000-£170,000 
 

There may be some justification claimed for these findings – but the FDA finds 
it hard to understand how it can be justified for the highest paid woman on the 
list to be paid less than four of her male colleagues, when she was the 
Permanent Secretary and they were Directors General, and therefore junior to 
her. We believe it would also be difficult to justify how it was that the three 
lowest paid directors on the list are all women. 
 
The FDA does not suggest that there is a deliberate policy to pay women less 
than men in HMRC, nor that HMRC operates separate pay scales for men and 
women. But the evidence indicates that the current system is discriminatory 
and that this needs to be rectified as a matter of urgency.  
 
The government, as an employer, has a responsibility to ensure that it is acting 

http://www.hmrc.gov.uk/


within the law. Where there is an apparent breach of equality legislation, the 
FDA believes that this should be properly investigated and corrected, without 
waiting for a challenge from an individual.  

What steps should be taken to provide greater transparency on pay and 
other issues, such as workforce composition? 

Much of the information necessary to monitor the pay of staff, and identify 
gender inequalities, is available.   However, it is not easy to locate and is not 
provided in a consistent format, making comparisons difficult.   

What has been the impact of the current economic crisis on female 
employment and wage levels?   

This is one of the key questions.  There is a widespread perception that civil 
servants have been protected from some of the impacts of the pay freeze, 
because they have continued to receive annual pay increments.  While this may 
be the case in some other areas of the public sector, the vast majority of FDA 
members do not receive contractual incremental progression; and for them a 
pay freeze has been exactly that, and has led to a cut in pay in real terms.  
This has meant that inequalities have been locked in for an additional three 
years – mainly to the detriment of women.  Discussions on pay inequalities 
have not taken place because the employer is unable to free up any funds to 
deal with anomalies.  Moreover, as the departments come out of the pay 
freeze, they move into a period of “pay restraint”, and there is no 
expectation that pay equality will be reinstated, or that funds will be freed 
up to deal with issues which would be highlighted by any review. Indeed, 
there will be insufficient money available to address progression issues 
which relate to the period of the pay freeze. 
 
A separate issue which has arisen as part of the austerity measures relates 
to the government imposed “pensions levy”, which is tiered by reference to 
the rate of pay.  Because the pay used is the full-time rate of pay, this has 
had a disproportionate impact on part time workers – most of whom are 
women.  The Equality Impact Assessment has concluded that in law the 
tiering system is fair and appropriate; but the FDA does not accept this, and 
it is clear that this has a disproportionate impact on part time workers.  
Where a part time worker receives the same pay as a full time colleague, 
who is on a lower pay point, the part time worker (mainly women) can lose 
a higher proportion of pay under the pensions levy.  This issue has brought 
to light a mis-match between the legal application of equality rules, and the 
actual impact of austerity measures on part-time workers. 

What more should be done to promote part-time work at all levels of the 
workplace and to ensure that both women and men have opportunities to 
gain senior positions within an organisation while working part time? 

The Civil Service has a reasonably good track record on the introduction of 
policies to support part-time working.  However, the application of the 
policies is problematic, and “business” reasons are often cited for a refusal 



to permit part time working at senior levels.  Part-time workers frequently 
receive lower performance assessment markings than their full-time 
colleagues, and this may be one of the factors leading to the lower average 
pay for women. 

The FDA does not have any response to the other questions posed.  
 
4 October 2012 
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Written evidence submitted by Gingerbread 

 

Introduction 

1. Gingerbread is the national charity working for and with single parent families. Welfare benefits 
and employment issues form an important part of our policy and advice work. Queries relating to 
welfare benefits consistently make up around half of all calls to our Single Parent Helpline. We 
provide information and campaign on key aspects of the welfare system as they affect single parents. 
It has been a longstanding goal of the organisation to ensure single parents get the help and support 
they need in order to move into employment. 

2. Gingerbread’s response covers the following question only: 

What more should be done to promote part-time work at all levels of the workplace and to ensure that 
both women and men have opportunities to gain senior positions within an organisation while 
working part time? 

3. One in four UK families with dependent children is headed by a single parent. They account for 
just under 2 million families, raising 3 million children, but are twice as likely to live in poverty as 
couple families. The single parent employment rate has increased substantially over the last decade 
and a half – by 2012 the single parent employment rate had increased by 14 percentage points from 
the mid-1990s, to 59%. Part-time work is a particularly important source of employment for single 
parents, with three quarters of single parents entering work on a part-time basis. However, though the 
availability and take up of flexible working practices is increasing, some forms of flexible working – 
especially part-time work – are still concentrated in low paid and low skilled jobs, where 
opportunities for progression may be limited. 

4. The overwhelming need for flexibility means that single parents are more reluctant about engaging 
in higher paid or higher level work, as they feel that they would have to make too many compromises 
and sacrifices. Single parents often think – or indeed have experienced – that ‘high level’ jobs involve 
longer hours and more responsibility, and some have actually lowered the level of their work since 
becoming a single parent. In some cases this is a conscious choice to take a job with less 
responsibility and stress, whereas for others it is the result of a trade-off in order to get reduced hours 
which fit better around their childcare. 

5. For many single parents, jobs at higher levels are – or are perceived to be – incompatible with being 
a single parent. A lack of ambition isn’t the issue: rather that many single parents are unwilling to 
trade off time with their children for the longer hours and higher stress that are seen to go hand-in-
hand with higher status work. However, examples from single parents – as well as from employers 
themselves – show that it is perfectly feasible for organisations to offer flexible ways of working in 
jobs at all levels, bringing benefits for both businesses and parents. While it is often offered as a 
retention tool for existing staff, flexible working is most successful when employers embed it at the 



heart of an organisation – designed for everyone, central to the way that they operate, and with 
managers leading the cultural shift needed to make it work. Where this is in place, employers point to 
impressive business benefits – a positive impact to the bottom line, as well as delivering a virtuous 
circle of higher employee morale, leading to increased staff engagement, retention and productivity. 

6. Our research with employers shows that it is perfectly feasible to organise a business to allow for 
flexible ways of working, which in turn give the best chance of supporting single parents in work. 
This is most successfully achieved as part of a whole-business approach, rather than as a marginal 
concession for single parents (or all parents). Indeed, employers highlight the need to embed such an 
approach at the heart of their business–designed for everyone (not just parents); central to the way that 
they operate; and with the necessary effort put in to embedding the cultural shift needed to make it 
work. Employers are also quick to point out the business benefits of changing the way they work–with 
not only a beneficial impact to the bottom line, but also to deliver a virtuous circle of higher employee 
morale, leading to increased staff engagement, retention, and productivity. 

7. Our recommendations for recruitment providers/welfare-to-work providers are: 

� There is a need for tailored support to cater for the particular needs of single parents 

� All front-line advisers need to offer consistently high quality advice and support, and be able to 
build relationships of trust with single parents 

� Providers must work with employers to encourage an attitudinal shift towards offering more 
flexible roles 

� A holistic approach is very important, to take into account the need for additional support such as 
financial advice or help finding childcare, as well as back-to-work support 

� Providers should put more emphasis on sustainability rather than job first when job matching or 
assessing whether to support a single parent to skill up 

� Providers need to understand in more detail which employers already have the capacity to offer the 
jobs that single parents want and need 

� Over the longer term, providers need to shift to a model of working with employers to encourage 
them to rethink job design and their whole approach to staff. 

8. Our recommendations for employers are: 

� Flexibility is most successful when it is embedded at the heart of the business, available to all staff 
– including from the point of recruitment, not just as a retention tool for existing staff – and modelled 
by senior staff across a range of roles 

� Employers should look at what flexibility they offer at all levels of their organisation 

� Employers need to commit time and resources to supporting managers to deliver flexibility and 
embedding culture change, as well as implementing specific flexibilities 

� Lessons should be learnt from other sectors/employers about how to offer a full package of support 
to staff 

� Employers need a strategy to deal with employees’ requests for emergency time off 



� In the longer term, it is important that employers take the time to review their whole approach to 
staffing, flexibility, and the structure and framework of how they work. 

9. Our recommendations for government are: 

� It is vital that government delivers on its commitment to make work pay as Universal Credit is 
rolled out 

� Government must ensure it genuinely delivers on its commitment to provide tailored support for all 
jobseekers 

� Further attention must be urgently directed at delivering universally affordable and available 
childcare for all working parents. Specifically this should include further financial support towards 
childcare costs, increased provision for school age children (including wraparound and school holiday 
provision) and more widely available, tailored support for children with disabilities 

� There is a need to build on the ongoing shift towards sustainability (through outcome-based 
payments) in welfare-to-work provision, and deliver more opportunities for skilling up to support 
entry into sustainable jobs with opportunities for progression 

� Government is well-placed to play a key role in championing enhanced flexible working practices, 
for example through senior public sector role models and offering flexibility at all levels across 
government departments. 

10. For more detail on these areas please download Gingerbread’s full research report The only way is 
up? The employment aspirations of single parents at 
http://www.gingerbread.org.uk/content/667/Policy-work---employment 

5 October 2012 

http://www.gingerbread.org.uk/content/667/Policy-work---employment
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Written evidence submitted by Dr Linda Grant, Sheffield Hallam 
University and Professor Sue Yeandle, University of Leeds 

 

What more should be done to promote part-time work at all levels of the 
workplace and to ensure that both women and men have opportunities to gain 
senior positions within an organisation while working part time? 

1. This submission arises from the Gender and Employment in Local Labour Markets 
(GELLM) research programme, which undertook research across 12 local labour 
markets in England (Yeandle 2009). The programme was funded by a European 
Social Fund award to Professor Sue Yeandle, with match funding from 12 English 
local authorities, the Equal Opportunities Commission and the TUC. The GELLM 
research reports are available at:  http://circle.leeds.ac.uk/projects/completed/labour-
equalities/gellm/. 

2. One focus of the GELLM programme was a study of women's part-time 
employment in the public and private sectors (Grant, Yeandle and Buckner 2005; 
Grant, Yeandle and Buckner 2006). This explored why women are employed in low 
paid part-time jobs which are below their full potential in the labour market, i.e. why 
women take part-time jobs which fail to use their skills, experience and qualifications.  

3. This was a substantial study which included a survey of women working in 22 
workplaces in the public and private sectors in six contrasting localities in England 
(Camden, Leicester, Thurrock, Trafford, Wakefield and West Sussex), where rather 
different patterns of female labour force participation had been found (Buckner, Tang 
and Yeandle 2004, 2005). The research was undertaken in 2004-05 and comprised: 
face-to-face interviews with senior managers in all the selected workplaces; a survey 
of women workers (333 women completed questionnaires giving details of their 
employment histories); 89 face-to-face interviews with part-time women workers 
whose survey responses showed they were working 'below their potential'; three 
focus group discussions  with 29 trade union representatives; and analysis of 
statistical data on employment in all six local labour markets, including a detailed 
look at part-time employment. 

4. The study revealed that over half (54%) of the part-time women workers surveyed 
were not using all of their labour market skills, experience and qualifications in their 
current jobs (Grant et al 2006: 14).  

http://circle.leeds.ac.uk/projects/completed/labour-equalities/gellm/
http://circle.leeds.ac.uk/projects/completed/labour-equalities/gellm/


5. To test this finding, the Equal Opportunities Commission undertook a national 
survey in 2004 which confirmed the GELLM result and showed the scale of this 
problem. Nationally, 3.6 million part-time workers (51%) were found to be working 
below their potential (Darton and Hurrell 2005; EOC 2005).  

6. The detailed evidence in the GELLM study was analysed to investigate why so 
many women who work part-time are employed 'below their potential'.  

7. The study found that the limited availability of good quality part-time jobs on the 
open labour market is an important factor. Thus, if women leave their employment, 
for example to have children and care for a family, when they return to the labour 
market, if they wish to work part-time most of the jobs available to them are of poor 
quality. Specifically, the part-time jobs available on the open labour market tend to 
lack opportunities for training, career progression and promotion. The quality of the 
part-time jobs available to women seeking part-time work was a source of 
considerable frustration and disappointment to many of the women interviewed, 
many of whom were very conscious that their potential contribution at work was not 
being accessed by their current employer and managers. The research concluded 
that although many women seek part-time work, they nevertheless want to use, 
rather than waste, their skills, experience and qualifications.  

9. Other research firmly supports the GELLM finding that the majority of the part-time 
jobs available on the open labour market are of poor quality. In 2007, 30% of all 
those working part-time worked in the bottom 10 jobs (in terms of pay), compared 
with only 7% of full-time workers (Jones and Dickerson 2007: xiii). The 2001 Census 
showed that just 19% of all part-time women employees worked in the three highest 
paid occupational groups, while 59% worked in the four lowest paid occupational 
groups (Grant 2009: 119), compared with 45% and 26% respectively for women 
employed full-time (Grant et al 2006: 11).  

10. There are a number of dimensions to the poor quality of the part-time jobs widely 
available to women on the open labour market. Hourly pay tends to be low 
(Harkness 2002; Manning and Petrongolo 2004; Grant et al 2005, 2006). Access to 
training, including training that would enhance opportunities for progression at work, 
is restricted (Francesconi and Gosling 2005; Grant et al 2005, 2006) and promotion 
opportunities tend to be rare (O'Reilly and Fagan 1998; Women and Equality Unit 
2003; Jenkins 2004; Grant et al 2005, 2006).   

11. Typically, job content and employee autonomy are limited in part-time jobs. 
Tasks tend to be repetitive, employees lack opportunities to exercise responsible 
decision-making over their jobs, and the amount of flexibility with respect to hours of 
work and start and finish times is limited, undermining the capacity to combine work 
with family responsibilities (Grant et al 2005; Grant et al 2006; Grant 2009). 

12.  Why are so few good quality part-time jobs available on the open labour 
market?  



12.1. Part of the answer lies in the informal processes and decisions of managers 
within workplaces. In many workplaces the balance between full-time and part-time 
jobs tends to remain fairly constant year on year because managers tend to replace 
'like with like', part-time with part-time and full-time with full-time employees (Grant et 
al 2005; Grant et al 2006).   

12.2. Secondly, there is more formal and conscious resistance to designing good 
quality part-time jobs. Some managers argue that the tasks involved in more senior, 
good quality jobs cannot be undertaken on a part-time basis (Grant et al 2005; Grant 
et al 2006). Employing part-time workers in these jobs, these managers claimed, 
would lead to a situation where uncompleted tasks would fall to other senior post 
holders to complete and essential decisions would not be taken. However, this 
argument cannot be sustained, since women in senior positions who remain in their 
jobs after maternity leave often negotiate part-time contracts and successfully 
undertake senior roles on a part-time basis, and many 24/7 businesses operate 
efficiently without senior managers being continuously available.  

12.3. A further factor is that the costs of recruiting and employing workers are 
broadly similar for full-time and part-time workers, while the returns on investment for 
part-time workers are lower because they work fewer hours (Manning and 
Petrongolo 2004, p28). However this finding must be seen in context. Part-time 
employees are frequently used by employers to deliver greater flexibility, give them 
access to a wider range of employee talent, and eliminate the economic 
inefficiencies which arise when workers have to be paid even though demand for 
goods/services is low at particular times of the day/week or year (see paras. 13).    

12.4. Prejudice is also important (Tomlinson 2006: Grant et al 2005, 2006). For 
example, managers say they feel that if a good quality job is advertised as part-time 
on the open labour market the calibre of candidates will be inferior to that of the 
candidates attracted to a full-time job offer, although this claim has not been tested in 
research. Part-time workers are often also unfairly characterised by managers as 
less loyal, less flexible and less reliable, a point refuted by the GELLM study 
evidence.  

12.5. To extend the availability of good quality part-time jobs on the open labour 
market, it will be necessary to work closely with employers to reveal and challenge 
widespread informal and formal practices and prejudice. Employers' attention should 
be drawn to examples of successful part-time working at senior levels and of 
successful recruitment to these jobs. It is also necessary to provide evidence of the 
many highly skilled, well-qualified women looking for part-time jobs but currently 
unable to find suitable positions. 

13. Why are the part-time jobs typically available on the open labour market of 
such poor quality?  



13.1. Part of the answer to this question involves a consideration of the reasoning 
employers use to construct part-time jobs. 

13.2 One group of part-time jobs, which we refer to as 'task-based part-time jobs', 
are designed as part-time as a result of managers' perceptions that certain tasks 
lend themselves to part-time working (Grant et al 2005, 2006). 'Task-based part-time 
jobs' are based on a view that particular tasks can be completed in a limited number 
of hours e.g. cleaning an office or hospital ward, providing care to an elderly person, 
or offering support services to pupils in a classroom setting. Employers evaluate the 
length of time required to fulfil a particular task and design jobs on this basis. The 
aim is to use part-time employment as a means of avoiding unnecessary wage costs.  

13.2. Another group of part-time jobs, which we refer to as 'demand-based part-time 
jobs', are designed as part-time because, employers argue, the worker is only 
required during a part of the working day or working week (Grant et al 2005, 2006). 
'Demand-based part-time jobs' include jobs such as checkout operator in a 
supermarket, assembly worker in manufacturing, library assistant, security worker 
and bar worker. The jobs are designed as part-time to boost the number of workers 
at particular periods of high demand or to fill a shortfall in labour available to deliver a 
service or produce a product. Demand-based part-time jobs provide employers with 
numerical flexibility (Fagan and O'Reilly 1998). Using full-time employees would not 
fill these gaps cost effectively. 

13.2. A third set of part-time jobs are 'recruitment-based part-time jobs', which are 
created to ease recruitment to low paid jobs in tight labour markets (Grant et al 2005, 
2006). For some employers a combination of low unemployment in a locality and the 
low pay offered for a specific job creates significant recruitment problems. The jobs 
are offered as part-time to attract women workers looking for part-time work.  

13.3. Because all of the above types of jobs are created for particular reasons, this 
enables employers to set them apart from other jobs in the workplace or organisation. 
Critically, they become a self-contained group of jobs, not integrated into wider 
training, progression and career opportunities within workplaces or organisations. It 
is not only hours of work which set them apart from full-time jobs. They tend to lack 
progression opportunities and offer only a narrow range of fairly repetitive tasks.   

13.4. There is considerable potential to challenge the tendency for employers to set 
part-time jobs apart from full-time jobs in workplace structures. With support, 
employers could be encouraged to explore and propose ways to reconnect part-time 
jobs to wider workplace opportunities. Examples of good practice, where part-time 
jobs are fully integrated into training and career structures, could and should be used.   
There is also scope to raise awareness amongst employers of the high number of 
talented and ambitious women seeking good quality part-time jobs but currently 
unable to find them, perhaps using pen portraits of the employment histories of 
candidates seeking part-time jobs. The notion that employees should be able to 



move freely from full-time to part-time to full-time (etc.) during their working lives, 
without loss of seniority or job complexity, needs to become an accepted principle of 
good employment practice. The widely held view that part-time women workers are 
content to 'work below their potential' needs to be refuted, and that this view is 
incorrect can be evidenced. 

13.5 To accommodate caring roles (which change during the life course and 
include care for sick, disabled or frail relatives as well as care for children), work-care 
reconciliation and measures promoting flexibility at work will be crucial in all 
workplaces in the future if workers’ skills and talents are to be deployed to best effect. 
Successful employers worldwide recognise the realities of population ageing, and 
are adapting to make greater and better use of part-time workers of both sexes 
(Kröger and Yeandle, 2013).             

20 December 2012 
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Supplementary written evidence submitted by Dr Catherine Hakim 

 

The Pay Gap 

There is a widespread assumption (evidenced among witnesses to the BISC) that gender 
equality policies and anti-sex discrimination legislation can eliminate the pay gap.  This is a 
complete misunderstanding, unfortunately one that is found among MEPs, Vivianne Redding 
and others in the European Commission.  The pay gap is normally measured as the 
comparison between the average hourly earnings of ALL men and ALL women (and 
normally the focus is on full-time workers as well).  Inevitably, a huge range of factors 
explains differences between male and female earnings, including occupation and job grade, 
educational qualifications level, subject of qualifications, work location (city centre versus 
small town or village), distance travelled to work, trade union membership, private-public 
sector, willingness to accept jobs that involve a lot of business travel or unsocial hours, etc 
etc. Studies for the USA and Britain have shown that for these countries sex discrimination is 
no longer a factor, the pay gap is fully explained by all these factors.  Sweden has pursued 
gender equality policies more vigorously and longer than anywhere, yet the pay gap in 
Sweden is close to the EU average. (Not eliminated, as the Swedes claimed quite falsely for 
years.) The pay gap has shown hardly any real movement for around 20 years, in Britain and 
more generally across the EU.  This is because gender equality policies give women genuine 
choices, and most women do not choose to be ambitious careerists in the same way as most 
men.  Some prioritise family life over their careers.  Preference theory sets out the two 
different patterns of preferences and choices. Yes, the local culture, social and economic 
environment has some impact on aspirations, for men as well as women, but the impact is 
relatively small.  In ALL cultures, all ethnic groups, all societies, at all income levels, and at 
all levels of education, the three groups are found among women. Survey results for men are 
more rough (because the questions were never designed for men) but again the three groups 
are always found, albeit with different percentages for men, most of whom are careerist. 

Occupational Segregation 

The European Commission, and many people in Britain, still believe that occupational 
segregation is a key cause of the pay gap.  This has been shown comprehensively to be false 
– today and in the past as well.  Numerous studies, across many countries prove this.  Just 
one example: I did a study of pharmacists, an occupation that employs roughly 50/50 men 
and women in north America and most western European countries – and also employs lots 
of ethnic minorities.  It is a completely desegregated occupation (or integrated occupation), 
and there is widespread consensus that there is no sex or race discrimination in the 



profession, largely due to labour shortages. Yet there is a large pay gap between men and 
women in pharmacy, around 25%, because men and women choose different types of job, 
different hours, different locations, etc etc.  In fact, I have shown that the pay gap is generally 
largest in occupations that employ both men and women in roughly equal numbers – contrary 
to all assumptions, these occupations actually display  sex differences in employment 
preferences and choices most clearly. 

Gender-neutral Employment Policies 
 
Along with many others, I have long argued that all employment legislation should be 
gender-neutral.  I have championed two particular examples, both very successful.  In the 
Netherlands, a law allowing employees to request part-time hours, for any reason or none, 
has helped to destigmatise part-time work and break down the stereotype of it being 
exclusively for mothers who had other life priorities. The Netherlands has the highest 
percentage of male employees working part-time hours: around 18% as well as three-quarters 
of all employed women working part-time hours.  In Belgium, another gender-neutral law 
helped to destigmatise career breaks by offering sabbaticals to all employees, of any age, for 
a wide range of purposes (not exclusively parental leave). In the public sector, the career 
break system, and the time credit system in the private sector allow men and women to take a 
break for a few months or years, to study or do other things. The leave is unpaid as far as 
employers are concerned, but the state pays 362 € per month for full-time leave from a job. 
Following this argument, parental leave policies should not be targeted at (or reserved for) 
men or women. After a two or three month maternity leave reserved for the mother (a basic 
minimum for the health of mother and baby), all further parental leave should be available to 
the parents on a gender-neutral basis, to be used by either parent as they choose, hence 
allowing role-reversal choices.  
 
Female Quotas for Boards and other Purposes 

EU law does not permit positive discrimination. This has been heavily reconfirmed by the 
European Court of Justice (ECJ) in several rulings. Quotas are one form of positive 
discrimination, and would be open to being overturned through case law challenges even if 
they were introduced in any country.  This is the primary reason why the European 
Commission had to drop Vivianne Redding’s proposal for quotas. Norway was able to 
impose female quotas on boards by law because it is not an EU member country. Everyone 
keeps forgetting this.  In addition, the quotas have not worked in Norway. Over 100 
companies took themselves private to avoid a law seen as pointless window-dressing. Many 
others hired American and British non-executive directors in order to comply. There is no 
evidence that Norwegian firms have benefitted commercially from the change, contradicting 
arguments about the ‘business case’ for quotas. 

The pay gap is no longer a useful indicator of whether gender equality policies are working.  
Legislation has achieved its purpose, in the broad. Legislation is good for establishing basic 
rules and norms (such as equal opportunities rules), but legislation is not a good tool for 
social engineering (designing a new world and persuading people to espouse the idea).  Moral 



exhortation may work better.  However if social engineering aims for outcomes that go 
against the grain, then all the money and effort will be wasted anyway.  There are good 
reasons why fewer women remain working as engineers and few men become beauticians. 
The Committee’s Enquiry should be informed by the latest social science research evidence, 
not only by wishful thinking. 

3 December 2012 
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Written evidence submitted by Helen Hernandez 

 
 
 
I am currently a stay-at-home mum of 3 young children due to the fact that I was made 
redundant after the birth of my third child (I had to sit tests in competition with another 
colleague for the job that both of us were doing as part of a redundancy exercise while my 
son was less than 2 weeks old (my husband was still at home on paternity leave), and 
needless to say I didn't get the job!) 
 
I made the decision to stay at home partly because of child care costs – having one child at 
school and two needing nursery care, and partly because there are hardly any suitable part-
time jobs around. Had I not been made redundant I would definitely want to be still employed 
in the part-time capacity that I had previously enjoyed. My husband earns only an average 
wage and we are struggling to make ends meet. 
 
It seems that if you work full-time, companies will often allow you to apply to reduce your 
hours to a part-time role, particularly after maternity leave, however they will very rarely think 
'out of the box' and offer part-time jobs as normal. Therefore for a professional woman to 
secure a part-time professional job, the only real way to do it is to take on a full-time role and 
after 1 year apply for part-time hours. I have met a few mums who have felt that this is the 
only way forward and have had to put their babies/children into full-time child care for a year 
thus sacrificing time with them in order to obtain a suitable role. 
 
Next September my youngest child will be starting school and I am planning a return to work. 
However I currently receive updates from a handful of recruiting agencies, and every week I 
see around 5 suitable full-time jobs advertised, whereas I only see around 7 per year 
suitable part-time roles. I work in Human Resources. It is this that is worrying me and I am 
thinking about whether to apply for full-time roles and ask them to consider me for job shares 
etc. 
 
A large proportion of the mums at the school that my children attend had good careers prior 
to having children and would love to go back to work to do something meaningful and 
rewarding but do not want to have to rely on after school child care for their children. They, 
like me, would love to work in the role that they have qualified to do, but around school 
hours. It really is a waste of talented people to be sitting at home or doing unrewarding work 
for which no qualifications are required just because companies are short-sighted enough 
not to offer professional part-time jobs. 
 
19 November 2012 
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Written evidence submitted by Hy Consulting Ltd and Associates 
Prepared by Hy Consulting Ltd, Jane Bowles and Ian Birrell, assisted by Hy Associates, Caroline Turner and Coline Covington.   

 

Question 4: How should the gender stereotyping prevalent in particular 
occupations, for example in engineering, banking, construction and the beauty 
industry be tackled? 

1. We are now seeing more and more women with higher education.  In the UK 56.4% of 

university graduates are women.  Nevertheless, in 2011, women were only 14.7% of 

graduates in engineering from UK universities.  (Source HESA) 

2. The problem of gender typing starts in the education system that feeds into the 

workforce ie, what girls and boys are encouraged to study. It is important to note the 

much higher proportion of girls taking science subjects in single-sex secondary schools 

when compared with mixed schools.  

3. Gender stereotyping within occupations appears most effectively tackled through a 

structured Diversity and Inclusion policy and strategy, across the Organisation, which 

top management is seen to be ‘leading’ (ie. walking the talk), and which is implemented 

at all levels throughout the business, in the same way as any other part of the business 

strategy (eg. DI goals in the same way as there are financial goals, marketing/sales 

goals, and so on). Learning and development initiatives for management at all levels 

are essential for this change in company culture to be successful.  

4. Change throughout talent management processes is clearly essential, in order to 

broaden the talent pool and increase the diversity in the mix. Processes and 

procedures, at all stages, must be proofed to identify and remove unconscious bias and 

barriers (unintended) to entry for certain genders to certain occupations (ie. barriers 

faced by men in the beauty business, to women in engineering). In practice, this might 

mean changing the questions asked when it comes to recruiting and actively seeking to 

include gender diverse lists of candidates for all jobs, for higher level posts, working 

with Executive Search companies that have signed up to the voluntary code of conduct; 

for entry or lower level posts, targeting universities with a better gender mix of 

undergraduates. 

 

 
 



5. Active approaches taken by some companies appear to be bearing fruit, such as 

targeting graduates at careers events and holding ‘open days’ to invite women qualified 

in science or engineering to visit the company (vice versa for male graduates in female-

dominated occupations), as well as ‘fixing up’ the company image through roles models 

that promote new images of success in the organisation (ie. that do not simply 

perpetuate the image that men lead in engineering, women in beauty). 

6. Role models lack of women in top positions in male-dominated sectors (such as 

engineering and construction), and vice versa for men in female-dominated sectors, are 

lacking. There is clearly a need for young people to be exposed to many more 

examples of success of women and men in professions/occupations which are 

dominated by the other gender. This would go back to the context of primary and 

secondary education, where it appears that gender stereotypes are still promoted 

(probably unintentionally). 

7. The nature of work itself is changing radically and this is not reflected in the Select 

Committee’s questions. Talented and ambitious young men and women are being 

drawn increasingly into the burgeoning field of advanced technology, internet 

entrepreneurship, and law relating to technology. The traditional corporate work 

structure, including the focus on ‘presentism’ – being expected to be physically located 

in the workplace, at specific hours of the day, in order to get the job done -  is not 

suited to these new fields and we may well be looking at a dying elephant over the next 

20 years.  One striking example is Yahoo’s new CEO, Marissa Mayer, who is 

encouraging innovation throughout the organisation by tackling its culture, specifically 

by empowering employees and reducing corporate gridlock.  A more collaborative, less 

hierarchical structure signify different values and affect the way both women and men 

work and the work/life balance. 

8. A more fruitful way of approaching the question of stereotyping male/female work 

might be to use as a context the future of work, which occupations are developing and 

how we ensure that we attract, develop and tap into the widest talent pool – male and 

female – that is out there. 

 

Question 6 - To what extent have the recommendations in Lord Mervyn Davies’ 
Report “Women on Board” (published in February 2011) been acted upon?  

1. According to the Dept for Business, Innovation and Skills, since Lord Davies’ review and 

subsequent report, the number of women appointed to the boards of the UK’s top 

 
 



companies has reached unprecedented levels, with women now making up 16.7% of 

FTSE 100, and 10.9% of FTSE 250 boards, up from 12.5% and 7.8% respectively in 

2010.   

2. Since March 2012 women have made up 44% of newly appointed FTSE 100 board 

directors and 40% of those in the FTSE 250. The Executive Search Firms Code of 

Conduct, which requires 30% female long-lists and encourages firms to expand their 

traditional search avenues, has been welcomed by Executive Search Firms, Chairs and 

Candidates.  (Source: BIS – women on boards: code of conduct one year on 

24/07/2012). 

3. The Female FTSE Board report 2012 produced by the Cranfield School of Management 

International Centre for Women Leaders,  states: “following the publication of the Davies 

Report in February 2011, in 2012 there are now 20 female executive directorships and 

143 female non‐executive directorships” among FTSE 100 companies. 

4. Overall the percentage of board directors who are female is 15%, an uplift of 2.5% on 

what was a three year plateau.  

5. The number of companies with no women on the board has dropped to 11 and the 

number of companies with more than one woman on the board has increased to 50. 

6. In the 12 months preceding January 2012, the percentage of new appointments going to 

women was almost 25%, which does fall short of the Davies target of 33%.   

7. In the year to January 2012, 47 new appointments were taken by women - almost on 

the Davies target of 50 and shows a marked change of behaviour in the appointment 

process.  

8. Of the FTSE 250 companies, 135 (54%) now have women in their boardrooms, finally 

making those all male boards a minority.  

9. This figure of 135 has increased from 119, but interestingly the number of companies 

with two female directors has also increased substantially from 25 to 40.  

10. This indicates that the overall percentage increase of women on FTSE 250 boards has 

come equally from companies placing their first and also their second woman on the 

board. 

11. There are now 10 female CEOs and seven finance directors on the FTSE 250 boards.  

(Source: “The Female FTSE Board Report, Milestone or Millstone? 2012”, by Dr Ruth 

Sealy and Professor Sue Vinnicombe, Cranfield International Centre for Women Leaders). 

12. In top place of this year’s ranking is Diageo with four women, comprising 44.4%. 

13. In second place is Burberry, with three women out of eight directors; one of only three 

FTSE100 companies that have two female executive directors (EDs). 

 
 



14. In third place is Pearson, who have also had two female EDs for a number of years and 

have recently added a second female NED, taking their total number of women to four 

(33.3%). 

15. Morrison, Whitbread and AstraZeneca all continue to do well with 29%, 27% and 27% 

respectively. 

16. Intercontinental Hotels have added a female ED and head a further group of nine 

companies who have already achieved the target of 25% set by Lord Davies. 

17. The Cranfield Report 2012 cites the following companies as working through Diversity 

and Inclusion strategies to achieve more women in senior posts; Rolls Royce, RBS, Sage, 

BAE and Vodafone. 

Question 7 - To what extent should investors take into account the percentage of 
women on boards, when considering company reporting and appointments to the 
board? 

A more appropriate question would seem to be, ‘what is the rationale for not taking into 

account the percentage of women on boards, when reporting and making appointments’?  

1. According to the Home Office, women account for around 50% of the working population 

and according to BIS some 70% of all consumer purchases. 

2. Decision making in companies should reflect their workforce and their market: since 

businesses need to know, understand and respond effectively to the needs of their 

customers; senior management and decision making structures should reflect their 

customer base.  

3. This market imperative and the strong case for diversity presented in our response to 

Question 8 (following) both point to the crucial importance of investors taking into 

account the percentage of women on boards, in reporting and appointing.  Investors 

should be looking at Executive Directorships, which play a major role in running and 

decision making in business, not only NEDs. 

Question 8  - Why are there still so few women in senior positions on boards, and 
what are the benefits of having a greater number? 

Two ‘bodies’ of reasons are usually cited: 

• Organisational Culture - including the issue of family-friendly business culture 

• Behaviours – how women feel, approaches and values of women in business  

1. Against the background of global financial and business leadership crises in recent years, 

which many analysts now feel are at least partly due to the ‘groupthink’ of having too 

many people (men) who are like-minded in approach and thinking at the top, as well as 

 
 



a plethora of research in recent years (such as McKinsey “Women Matter”, Catalyst, 

Deutsche Bank, Credit Suisse Research Institute – recently reported that shares of major 

companies with women on their boards outperformed comparable businesses with all-

male boards by 26% worldwide over a six year period).  This demonstrates the bottom-

line benefits that accrue to businesses with more gender balance at the top.  Many 

businesses and governments are taking measures to ensure a diversity of skills and 

experiences are brought into business leadership. 

2. Part of this has been greater recognition that women often have something different to 

offer to leadership styles and behaviours (eg in working more inclusively and 

collaboratively and assessing risk differently).  Figures aside, research suggests that 

female leader behaviours tend to be characterised by inclusive and collaborative 

decision-making processes, and ‘listening’ cultures that engage input of diverse 

experiences, views and perspectives.  These characteristics are pointed to by 70% of 

corporate leaders (according to a Deutsche Bank study) as crucial to effective leadership 

in the 21st century yet lacking their current leadership.  

3. The indication is that if corporations recruit and promote more women at a senior 

executive level, they will add value to the corporation, not only in terms of business 

performance but also in terms of motivation and engagement of people at work (which in 

turn contributes to better performance).  However, the fundamental values that prevail 

within much of the corporate sector continue to support a male hegemony – ie, 

organisational cultures that tend to identify men, rather than women - with the type of 

behaviours they expect of leaders (ie Command and control approach vs. inclusive and 

collaborative, which is the way many women in business tend to lead); and men tend to 

choose their own kind in promotions and selection of people for senior executive and 

board posts, perpetuating groupthink and lack of diversity at the top. 

4. Women on the way to the top often find themselves caught between two stools: ie, 

criticised as aggressive if they are too ‘masculine’ in their leader behaviour, and criticised 

as un-leader-like if they are to people-centre, open and collaborative in their approach. 

Research indicates that this is one of the reasons why some women are ‘opting out’; they 

feel that male values around leadership style and behaviours do not represent them and 

that they would have to compromise their authenticity in order to be credible as leaders.  

Thus, women may be ‘choosing’ to leave more than feeling ‘forced’ to leave due to lack 

of opportunity and bias. Either way, the leaking pipeline continues…. 

 

 
 



5. Thus women’s route to the top in business often comes up against obstacles due to 

behaviours in corporate leadership, which are usually the result of ‘unconscious’ bias and 

tend to have impact in all HR processes – from recruitment through promotion and talent 

management more broadly.  

6. Lack of attention to family-friendly policies and practices in the workplace often 

compound the ‘difficulties’ for women, who usually bear the brunt of organising care for 

dependents – which in itself perpetuates perceptions and assumptions that women with 

caring responsibilities will not ‘put the job first’ sufficiently to do what it takes in senior 

posts.   There are a number of women between the age of 27-35 years leaving the 

workplace.  One of the factors contributing to this is the cost of childcare in the UK.  The 

Organisation for Economic Co-Operation & Development show that the UK has the most 

expensive childcare in the world – the average cost of £97 per week for 25 hours, rising 

to an average of £115 a week in London and the South-East.  

7. Some women decide they don’t like what they see ‘at the top’ in terms of values and 

behaviours, and they don’t feel like navigating the maze of office politics and ‘doing the 

right thing’ by the standards of those men at the top.  So they move out rather than 

move up.  Hence the oft cited phenomenon of the ‘leaking pipeline’.  

8. On the other hand, women tend to be less ‘visible’ in promoting their own achievements, 

more altruistic in seeking recognition (ie, for their team rather than for themselves 

individually), sometimes cut off from the informal male-dominated, out of work ‘clubs’ 

and networks where promotion conversations and decisions take place.  

9. In summary, while there is now a great deal of evidence that having more women on 

boards and in senior management positively affects board performance , business 

culture, productivity and profits - is this too the right question?  

10. Should we be asking about board and leadership culture in business – questioning values 

and approaches of male-dominated organisation cultures?  Many women do not want to 

be on boards (or in top executive positions) because what they see in terms of values 

and behaviours does not sit well with them; other goals may be more important to them. 

In this context, it is hardly surprising that women are under-represented in senior 

positions on boards.  Should we be focusing instead on: 

• what makes corporate culture successful and how is this determined?   
• developing policies and strategies to get more women on boards as a means of 

bringing in what are considered more “feminine” values (or ‘female leader 
behaviours’)?   

It is important to note that many successful men are also beginning to opt out of being 

on boards for similar reasons. 

 
 



 
 

Question 9 - How successful is the voluntary code of conduct (a recommendation 
of the Davies Report) which addresses gender diversity and best practice, 
covering relevant search criteria and processes relating to FTSE board level 
appointments?  

1. In terms of recruitment processes and board appointments, the voluntary code of 

conduct for executive search firms, developed in July 2011 by leading members of the 

industry in direct response to Lord Davies’ review into ‘Women on Boards’, sets out seven 

key principles of best practice for executive search firms to abide by throughout the 

recruitment process.   

2. According to the Dept of BIS, “over the last year Executive Search Firms have seen a 

continued culture shift amongst their clients, who are increasingly open to considering a 

wider range of female candidates and are placing a strong priority on appointing qualified 

women”.  

3. To date 34 leading Executive Search Firms have signed up to the Code.   

(Source:  http://www.parliament.uk/business/committees/committees-a-z/commons-

select/business-innovation-and-skills/inquiries/women-in-the-workplace/) 

4. Against the background of increasing ‘noise’ around requirements for companies to 

‘comply or explain’,  set targets or even quotas, around issues of gender balance on 

Boards and in Senior management.  A growing number of companies are apparently 

sourcing the services of Search firms able to offer them with gender diverse talent pools 

12 October 2012 
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Written evidence submitted by iNHouse Communications 
 
 
1. Executive Summary 
 
1.1  iNHouse Communications is delighted to have the opportunity to respond to the 

Business, Innovation and Skills Select Committee inquiry on Women in the 
Workplace. 

 
1.2  iNHouse Communications is a full-service communications agency founded by 

women. 
 
1.3 We also campaign to see more women involved in politics, public affairs and the 

media. We recently launched HerSay – an online media resource of women experts. 
This network provides an invaluable resource for those in politics and the media who 
are looking to garner a female perspective for interview or commentary pieces. 

 
1.4  We welcomed Lord Davies’ Independent Review into Women on Boards in February 

2011 and broadly support the recommendations made in the report. 
 
1.5  We support the efforts made to increase the number of women on corporate boards. 

We agree wholeheartedly that efforts should be made to ensure that FTSE 100 
boards have a minimum of 25% female representation by 2015. 

 
1.6  We support the decision in Lord Davies’ Independent Review not to recommend 

quotas to achieve these targets of female representation.  
 
1.7  We recognise the progress made, as a result of Lord Davies’ recommendations, to 

increase the number of women on boards but it is evident that issues such as the 
gender pay gap and job segregation between men and women in the workplace, for 
example, remain. 

 
1.8    Of particular interest to iNHouse Communications is the number of women involved 

in national politics and in the media. Despite efforts made to make politics more 
accessible to women, the number of women seeking election and those reaching 
cabinet level remains low. 

 
2. Gender Equality Duty and the Equality Act 

 
2.1 The Gender Equality Duty and the Equality Act have had a notable impact on 

improving gender equality and reducing discrimination in the workplace. The Duty 
required organisations to take action on the most important gender equality issues 
including working patterns and transport issues. It promotes equal opportunities 
between women and men and recognises that the two groups are not starting from 
an equal footing. The Equality Act sort to remove discrimination based on gender as 
well as other forms of discrimination such as sexuality or religion. 

 
2.2 iNHouse Communications believe that whilst the Duty and the Equality Act have 

played an important role in reducing gender inequality and discrimination in the work 



 
 

place, much more needs to be done to reduce pay inequality, reducing job 
segregation and gender stereotyping whilst increasing flexible working and 
innovating paths to promotion for senior roles. 

 
2.3 We are aware that many women are still paid less than their male counterparts 

across their sector and in some cases within the same company.  
 
2.4 Of particular relevance to our sector is the on-going lack of female representation in 

national politics and we seek to encourage women to consider roles in politics, public 
affairs and in the media. 

 
3. Part time work and flexible patterns of work 

 
3.1 We believe strongly that issues around flexible working, remote-working, role-sharing 

and part-time work are still a barrier to both men and women gaining senior positions 
within an organisation. The Gender Equality Duty acknowledged that women in 
particular can be disadvantaged by systems that don't allow for their caring 
responsibilities and therefore the need for a different pattern of working life.   

 
3.2  As such women in particular can benefit from more flexible patterns of work. In order 

to ensure the ‘supply chain’ of women within an organisation reaching senior 
positions, it is important that companies consider their ability to promote flexible 
working and to encourage those people working part-time or remotely to feel able to 
apply for senior positions within the organisation. 

 
3.3 The work environment has been radically changed by our access to new 

technologies which enable both men and women to work outside the normal 
workplace. This must mean that companies consider alternative and innovative 
systems and training for promotion to a senior level.  

 
4. Gender balance and quotas 
 
4.1 As the Lord Davies’ Independent Review concludes the business case for gender 

diversity on boards and in the workplace is powerful; from improving performance 
and accessing the widest talent pool, to becoming more responsive to the market 
and achieving better corporate governance. For example reports suggest that 
companies with more women on their boards were found to outperform their rivals 
with a 42% higher return in sales1.  

 
4.2  Despite this evidence, women are under-represented on the company boards in the 

UK and the pace of change on remains slow. This is despite the existing range of 
initiatives aimed at training, mentoring and supporting women to be “Board Ready. 

 
4.3  We do not believe that mandatory quotas are the best way to achieve a greater 

gender balance on company boards. Instead, we believe that market instigated and 
based initiatives, including targets, underpinned by the principle of ‘comply or explain’ 
is the best way to achieve long term sustainable change.  

 
4.2  We agree that if in the future there is no further progress, then the need for legislative 

progress or non-legislative measures should be reviewed. 
 

                                                            
1 “The Bottom Line: Corporate Performance and Women’s Representation on Boards”, Lois Joy, Nancy M 
Carter, Harvey M Wagener, Sriram Narayanan, Catalyst, 2007  



 
 

5. Women in senior positions 
 
5.1  iNHouse Communications was foundered by women and through our work in the 

communications industry seek to promote greater equality in politics, public affairs 
and in the media. 

 
5.2  It remains the case that gender stereotyping can be prevalent in certain professions. 

Engineering, construction and banking are perhaps the most obvious professions to 
be victim of gender stereotyping. However despite efforts made to make politics more 
accessible to women, the number of women seeking election and those reaching 
cabinet level remains low. 

 
5.6 We agree with the recommendations made in Lord Davies’ Independent Review that 

a ‘combination of entrepreneurs, existing providers and individuals need to come 
together to consolidate and improve the provision of training and development for 
potential board members’. 

 
5.7 It is apparent that current initiatives aimed at allowing women to gain necessary skills 

and attributes to serve on boards could be improved. In response iNHouse 
Communications and the HerSay resource, as well as acting as a media resource, 
provides mentoring and training opportunities for women at the top of their profession 
and as well as those working toward senior positions. 

 
5.8 We believe that non-executive directorships, governorships, experience on public 

sector boards and board internships would encourage women to gain first-hand 
experience and build up confidence. We believe that these opportunities need to 
receive better promotion internally within companies to ensure that women are aware 
of the benefits of gaining this experience and are supported in pursuing these 
opportunities.  
 

5.9 iNHouse Communications believe that companies, organisations and political parties 
should invest in talent pipelines which should encourage planning and training to help 
develop sufficient numbers of women who will be effective and willing to sit on boards 
and accept senior positions within organisations and in politics. 

 
31 October 2012 
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Written evidence submitted by the Institute of Physics 
 
 
 
The Institute of Physics (IOP) is a leading scientific society promoting physics and bringing 
physicists together for the benefit of all. It has a worldwide membership of around 40,000 
comprising physicists from all sectors, as well as those with an interest in physics. It works to 
advance physics research, application and education; and engages with policy makers and 
the public to develop awareness and understanding of physics. Its publishing company, IOP 
Publishing, is a world leader in professional scientific communications.  
 
The Institute welcomes the opportunity to submit written evidence to the Inquiry  
 
Professor Peter Main, Director, Education and Science 
 
12 December 2012 
 
 
Introduction  
 

1. As the Institute of Physics, while we recognise the overall importance of STEM, our 
background is in physics and our answers necessary focus on our discipline.  

 
2. For physics to thrive in the UK we believe that it is vital that it capitalises on the skills 

and talent of the widest pool of potential physicists. Currently, women, people with 
disabilities, people from ethnic-minority backgrounds and people from lower socio-
economic backgrounds are under-represented in physics and we believe that physics 
is missing out on the knowledge, experience and skills that talented people from 
these groups can bring, and that they are missing out on valuable career 
opportunities from physics, and science more generally.  

 
3. Since 2004, the Institute has run a specific Diversity and Inclusion Programme1, 

staffed and funded by the Institute, which aims to increase diversity across the whole 
of the physics pipeline, from education through to employment. One of the main 
issues is that, while women struggle to fulfil their potential in many different STEM 
careers, in physics we also face the problem of initial recruitment to the discipline. In 
parallel to this challenge, it is equally important that physics cultivates an 
environment where women who have studied physics at school and university remain 
in physics or STEM employment and progress to senior positions.  

 
4. The Diversity and Inclusion Programme is rooted in a robust evidence base of 

quantitative data to understand the under-representation of women and other groups 
in the physics pipeline and qualitative information to develop our understanding of the 
persistent barriers to participation and how these can be addressed. Initiatives of the 
Diversity and Inclusion Programme around gender include:  

                                                            
1 For more information, visit www.iop.org/diversity 

http://www.iop.org/diversity


• Girls in Physics – a suite of publications to provide teachers with strategies to 
develop inclusive classroom practices to address the barriers that stop girls 
choosing to study physics post-16. Our most recent report It’s Different For Girls2 
has highlighted the fact that almost half of all maintained co-ed schools in 
England (49%) sent no girls on to take A-level physics in 2011. 

• Project Juno – recognising and rewarding university physics departments that 
have taken action to address the under-representation of women in physics 
higher education.  

• Mapping the future: Physics and chemistry postdoctoral researchers’ 
experiences and career intentions – making recommendations to improve the 
experience of postdoctoral researchers (PDRs), as it is a key attrition point for 
women in the physics pipeline.  

• Survey on Childcare – assessing how childcare issues have affected members’ 
career progression. 

• Best Practice for Career Breaks – a guide developed to provide strategies and 
actions to help those returning to careers in SET after a career break.  

 
5. Whilst we believe that there are robust, comprehensive pieces of legislation 

governing equalities, part-time working, flexible working, etc. and no further changes 
are needed, we would strongly urge the Government to ensure that targeted 
guidance on implementing legislation and going beyond minimum legislative 
requirements is provided, particularly for SMEs. This is crucial to ensure that it is 
being implemented effectively across all STEM sectors. This is particularly important, 
we believe, when it comes to part-time working. There is no longer an expectation 
that full-time work is solely 35-40 hours per week, and indeed, in many science 
occupations the expectation is to work in excess of this, with a 60-hour week not 
being untypical. Employers, therefore, may not see part-time work as a valuable 
commodity, given that such employees would be working way less than the 
expectation. This needs to be addressed through targeted guidance to all employees 
around productivity and work-life balance, as well as highlighting the benefits of 
highly-skilled, flexible part-time workers.  

 
6. In this written evidence to the Inquiry, we are focusing on one key issue: How 

should the gender stereotyping prevalent in particular occupations, for 
example in engineering, banking, construction, and the beauty industry, be 
tackled?  

 
7. The Institute is working in the following ways to tackle the gender stereotyping that 

may be prevalent in physics, and other STEM disciplines: 
• Understanding under-representation 
• Addressing childcare and part-time working as barriers to progression 
• Providing targeted support 
• Implementing holistic culture change 

 
Understanding under-representation 

8. Despite significant changes in the education system over the last 20 years, women 
continue to make up around 20% of those choosing to study physics at post-16 and 
degree level.  

 
9. At the school level, the Institute’s long-standing Girls in Physics programme3 aims to 

encourage teachers to examine their teaching methods and shares information on 
                                                            
2 It’s Different for Girls: The influence of schools , Institute of Physics (2012) 
http://www.iop.org/education/teacher/support/girls_physics/file_58196.pdf  
3 For more information, visit http://www.iop.org/education/teacher/support/girls_physics/page_41593.html  

http://www.iop.org/education/teacher/support/girls_physics/file_58196.pdf
http://www.iop.org/education/teacher/support/girls_physics/page_41593.html


successful teaching and learning strategies to engage girls with physics. Research 
has shown that as girls go through secondary schooling, they increasingly feel that 
physics is not for them4. The teaching objectives of the curriculum align less well with 
their personal goals and they feel less confident about their mathematical ability, 
even if this is not borne out by their actual performance. Good teaching is particularly 
vital for girls; often teaching physics can be done in a gender-stereotyped way and 
the situations and activities that are commonly used in physics teaching are often 
more male-oriented – ie what boys pay attention to is judged more relevant in 
physics. Girls are therefore more sensitive to poor physics teaching than boys. Our 
Stimulating Physics Network (SPN)5, a Department for Education funded initiative, 
aims to improve the uptake of A-Level physics by working directly with schools. They 
have seen a colossal rise in the number of girls taking physics (an increase of 200%, 
compared to 70% in boys) in the SPN partner schools. This clearly shows that 
targeted initiatives can and do work.  

 
10. In 2012, the Institute’s most recent publication on girls in physics, It’s Different for 

Girls threw a media spotlight on the participation of girls in physics across English 
schools. The report highlighted the fact that almost half of all maintained co-ed 
schools in England (49%) sent no girls on to take A-level physics in 2011. Action 
must now be taken to address this and the Institute is working with key partners, 
including Ofsted, to address gender stereotyping using a whole-school culture 
approach. Such gender stereotypes will persist through degrees and into 
employment.  

 
11. The percentage of females taking physics degrees is around 22%, although there are 

some gender differences detected in the take-up of BSc (3-year) degrees and MPhys 
(enhanced, 4-year undergraduate degrees, often seen as the preferred route to 
doctoral research). The Institute is currently doing more research in this area.  

 
12. Around 26% of PhD students are women, but as the academic route progresses from 

PhD through postdoctoral positions, women drop out with greater frequency than 
men: women initially constitute around 17% of PDRs, which then falls further as 
positions progress. The demands of short-term contracts and frequent need to move 
location are more likely to discourage women, especially as they move into their 
thirties. A recent survey of postdoctoral researchers6, found that as the number of 
postdoctoral positions increased, men became significantly more likely than women 
to say that they were aiming for a permanent academic position. In addition, the PDR 
population has many more people from international backgrounds, where the gender-
balance is higher than in the UK; other countries, it seems, are better at attracting 
more women into science.  

 
13. Whilst the IOP has a good understanding of how women fare in academia, it has 

much less data on career progression of women in industry and the challenges that 
they face. The Institute could seek to do further research in this area and try to 
engage more employers. However, we recognise that this is more difficult than in 
academia as the drivers for employers are very different: those in the public sector 
(including HEIs) have an overarching public sector duty to eliminate discrimination 
and promote equality, under the Equality Act 2010. Companies are often reluctant to 
release data and SMEs can prove particularly difficult to engage with, given their 
small size and their need to focus on their priority of simply continuing to exist and 

                                                            
4 Girls in the Physics Classroom: A Review of the research on the participation of girls in physics, Murphy and 
Whitelegg, IOP, 2006 
5 For more information, visit http://www.stimulatingphysics.org/  
6 Mapping the Future: Physics and Chemistry postdoctoral researchers’ experiences and career intentions, IOP 
and RSC (2011) http://www.iop.org/education/teacher/support/girls_physics/page_41593.html   

http://www.stimulatingphysics.org/
http://www.iop.org/education/teacher/support/girls_physics/page_41593.html


thrive. Several years ago, we tried to engage with companies on a similar basis to 
the award scheme we run in academia (Project Juno – see paragraph 20), but this 
was unsuccessful. We believe that more robust data is needed to fully understand 
the extent of the under-representation of women in the physics, and whole science, 
workforce. The government should do more to encourage more science-based 
companies to specifically become involved in Think, Act, Report and such schemes 
could be extended to smaller companies. 

 
Addressing childcare and part-time working as barriers to career progression 

14. The Institute conducted a childcare survey of its members in 20097 and found that 
childcare and flexible working continue to be perceived as major barriers to career 
progression in physics, particularly for women. Although over half (58%) of 
respondents thought that their career progression might have been affected by 
childcare issues, women were almost twice as likely to report this than men (80% 
compared to 47% respectively).  

 
15. However, it is the hidden effects of childcare issues and part-time working that may 

have a more detrimental effect on career progression. For example, almost 75% of 
respondents reported attending fewer conferences and events once they had caring 
responsibilities. Women were significantly more likely to report this than men. As one 
female respondent said, “I avoid attending international meetings unless unavoidable 
– in a multinational company that amounts to putting your career on hold”. In 
addition, whilst 80% of respondents, both men and women, reported that it was 
difficult to make additional childcare arrangements outside of working hours, again, 
women were significantly more likely to find it “very difficult” or “difficult” compared to 
men. 

 
16. Finally, although more than 80% of respondents worked full-time, almost 50% of 

women respondents worked part-time compared with only 3.5% of men.  
Interestingly, a significantly smaller proportion of women with childcare 
responsibilities worked part-time in permanent university roles than in other areas. A 
possible explanation for this is that university staff may feel that they have relative 
flexibility to organise their commitments enough and work at home when the need 
arises. However, there might also be an issue regarding the perception that your 
career may be “over” if you work part-time and that may mean people see working 
part-time as too much of a risk. More work needs to be done to assess how part-time 
working, in terms of career progression, is perceived.  

 
17. Whilst we have not done specific work on the impact of maternity leave on female 

physicists’ career progressions, we have anecdotal evidence from many of our 
members in academia that this leave is often organised ad-hoc, poorly implemented 
at the departmental level and that women are not properly informed of their 
entitlements and colleagues are asked to cover rather that posts being backfilled The 
Institute’s Project Juno (see paragraph 20) seeks to address this, and other issues. 
We would encourage the Government to ensure that women, and men, across all 
employment sectors, are fully aware of their entitlements.  
 

18. Under-represented groups often need more specific, targeted support to ensure that 
they have access on a level playing field. Therefore, the Institute provides a range of 
services for all members that support them throughout their professional 
development. Although open to all, women may find some of these services 
particularly beneficial at certain stages of their careers. For example, members can 
take advantage of the IOP’s mentoring service, which allows members to match 

                                                            
7 http://www.iop.org/publications/iop/2010/page_45280.html 



themselves with other members who can give them advice and guidance in how to 
progress their careers. Members on a low income, such as those on maternity leave, 
pay a reduced subscription to the Institute. The IOP Benevolent Fund can also 
provide assistance to members on a career break. In addition, the IOP’s Women in 
Physics Group encourages its members to participate in all activities of the Institute. 
As well as organising meetings, the group has a number of interests that it works on, 
including: education, women in research and academia – especially those on short 
term contracts, career breaks, career management workshops and networking. The 
Institute’s initiatives in this area are admired by other professional bodies.  

 
19. All the easy and obvious approaches to increase the percentages of women in 

physics have been tried with little effect. The reasons appear to be far more deep- 
seated, so there is a real need to bring together social scientists and education 
professionals to understand the interaction between how physics is taught and learnt 
and the roles that girls have to play in society to be accepted. A recent paper8, 
published as part of the ASPIRES programme, has brought together all the current, 
high-quality, international research evidence from the fields of science and 
mathematics education to make recommendations for change. Evidence from all this 
research suggests that families, teachers and schools play a part in creating 
gendered patterns of subject choice through, for instance, differential encouragement 
of boys and girls to pursue science. The research provides examples of teachers 
favouring boys and perceiving them to be ‘better’ (and more ‘naturally able’) at 
science than girls, even where attainment data indicate otherwise. Examples notified 
to us, such as the school that timetabled A Level Biology and A Level Physics at the 
same time, and another where a very high achieving girl was specifically told not to 
take Triple Science GSCEs reinforce unacceptable gender stereotypes. Indeed, we 
have recently begun discussions with Ofsted about encouraging schools to tackle 
gender stereotyping across the whole curriculum, not just girls in physics, and we 
believe that only when such issues are embedded into the school inspection 
framework, will school culture really start to change.  
 

20. For universities, the Institute runs Project Juno9, an award scheme that recognises 
and rewards physics departments that are working to address the under-
representation of women. A department moves through levels of recognition as they 
identify issues, develop an action plan and work through it. They start out as 
Supporters then progress through Practitioner and to Champion level. At each stage 
they receive individual guidance and feedback from an independent panel on their 
work. We currently have six Juno Champions, six Practitioners and a further 21 
Supporters working towards Practitioner. This represents 33 out of the 46 physics 
departments in the UK and two out of the 11 in Ireland. This has enabled all of our 
Champion departments to engage in holistic culture change, addressing gender 
issues from the bottom up and to seek to embed practice at every level within their 
departments. Indeed, this year one of our Juno Champions has, so far, reported a 
rise to almost 34% of applications from girls to take physics degrees. This is 
unprecedented and highlights a real step-change taking place in culture in physics 
HE. This proves that voluntary reward schemes can, and do, work, provided that they 
are well supported and resourced.  

 
21. One of the major areas that Project Juno has been particularly successful is in that of 

encouraging more openness and transparency in promotions processes. Promotion 
systems that require individuals to put themselves forward do tend to disadvantage 

                                                            
8 Ten Science Facts and Fictions: The Case for Early Education about STEM Careers, 
http://www.kcl.ac.uk/sspp/departments/education/research/aspires/10FactsandFictionsfinalversion.pdf  
9 For more information, visit www.iop.org/diversity/juno  

http://www.kcl.ac.uk/sspp/departments/education/research/aspires/10FactsandFictionsfinalversion.pdf
http://www.iop.org/diversity/juno


women, as generally women are less likely to apply until they are 100% certain that 
they will be successful; whereas men generally will apply even if they are in some 
doubt about their success. We know it is the case, from our work with Juno, that 
women need more encouragement to see themselves in leadership positions, 
particularly technical leadership ones.  Senior managers must foster a culture where 
diversity of talent is encouraged.  

 
22. The Institute believes that, whilst a Juno programme outside of academia may not be 

entirely appropriate for many reasons, the good practice gained from the culture 
change required to attain Champion status can be spread. There needs to be some 
mechanism for doing this in a more-joined up way. Various equality schemes exist for 
businesses and organisations; however, there is no one “kite mark" for gender 
equality in STEM industries. Whilst the Institute is not advocating a further 
strengthening of equality legislation, it does recognise that some industries may only 
develop better gender equality models on the threat of litigation and not as a matter 
of good practice. More could be done to encourage and spread the good practice, 
which already exists, amongst specific industries where there is a clear issue of 
gender under-representation. The Government should do more to promote Think, 
Act, Report, to science companies and ensure that they publish diversity information 
regularly. Remuneration committees should be encouraged to examine this when 
approving pay settlements and should be required to show evidence of equality of 
pay and opportunity. Changing the culture of employers takes time. Organisations 
have to be persuaded that it is worth their time and effort to enhance diversity within 
their workforce – a business case has to be built and communicated to them. Change 
needs to be led by the people who are respected by those employers – champions 
from within industry will provide the best role models and convincing examples.  

 
23. The Government can help by taking a bold stance in the implementation of equalities 

legislation. Employers need examples of good practice, highlighting how diversity can 
be achieved with minimal expense and resource and it must be inter-related with 
talent management - equality and diversity needs to be embedded within recruitment 
and retention processes in all sectors of employment to ensure that all employers are 
recruiting from the widest possible talent pool and therefore secure in the knowledge 
that they are getting the very best staff. A voluntary scheme, such as Juno or its 
counterpart across all science, Athena SWAN, could be a valuable tool to encourage 
diversity in STEM employment, as would a requirement on government procurement, 
to ensure that all those involved in procuring government contracts had appropriate 
equality and diversity measures in place.  

 
24. The Institute recognises that there is a long way to go to reach a gender-balanced 

physics community and membership, but we believe that we have established robust 
mechanisms for monitoring, review and action to ensure that we will continue to 
make progress and move in the right direction. Key to this is the monitoring and 
expansion of our evidence base to ensure that we fully understand the issues, 
pipeline and attrition points, so that we are able to identify appropriate action to 
address the barriers. We would urge the government to do the same. If gender 
stereotyping in physics is to be tackled, it must include a focus on understanding the 
need for holistic cultural change, tackled on different levels involving partnerships 
between schools, parents, educators, employers and professional bodies like 
ourselves.  
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Written evidence submitted by Investment Management Association 
 

 
 

1. Executive summary 

1.1 In the context of board representation, the most important thing for investors is that 
a board is effective and the best fit for a company.  A diverse board with a cross 
section of ideas, skills and experiences is likely to be better equipped to develop the 
company in the long-term, be more likely to challenge previously held assumptions, 
have a broader perspective on issues and be better able to manage different 
stakeholders.  There is also a body of evidence that demonstrates greater diversity, 
particularly of gender, can have a positive effect on corporate performance.   Nor is 
this just a gender issue in that there is a need for better diversity on non-gender or 
country issues - too many directors are accountants and lawyers with few having 
marketing or international experience.    

 
1.2 The lack of women on boards is a symptom of their underrepresentation at senior 

levels from where board members are recruited.  Some consider quotas could 
address this.  We consider such measures could potentially alienate established 
board members.  For example, in Norway, established board members had to stand 
down to make way for women and the short supply meant that a few women sat on 
a number of boards.  Legislation may even deter ambitious women from assuming 
executive positions by offering them a direct route to a non-executive directorship. 
Board appointments should be on merit. 

 
1.3 Nevertheless, it is clear that Lord Davies’ report of 2011 is having an impact.  One 

year later women accounted for 15.5% of all directorships in the FTSE 100 up from 
12.5% and for 9.6% in the FTSE 250 up from 7.8%.  According to Cranfield School 
of Management’s Female FTSE Report, with this momentum, Lord Davies’ target will 
be achieved with 26.7% of FTSE 100 boards being made up of women by 2015.   It 
is also important that companies are transparent in accounts on how they are 
seeking to increase gender diversity and what they have done.  Over time this would 
drive higher standards of corporate governance in the long-term interests of 
shareholders.   Increasingly, shareholders are raising the issue of board diversity 
with companies and it is they that should decide if the policy or any explanation for 
non-compliance is adequate and the impact this may have on a board’s 
effectiveness.   

 
2.  Introduction  

2.1 IMA represents the asset management industry operating in the UK.  Our members 
include independent fund managers, the investment arms of retail banks, life 
insurers and investment banks, and the managers of occupational pension schemes.  
They are responsible for the management of £4.2 trillion of assets, which are 
invested on behalf of clients globally.  These include authorised investment funds, 
institutional funds (e.g. pensions and life funds), private client accounts and a wide 
range of pooled investment vehicles. In particular, the Annual IMA Asset 

http://www.corpgov.deloitte.com/binary/com.epicentric.contentmanagement.servlet.ContentDeliveryServlet/USEng/Documents/Nominating-Corporate%20Governance%20Committee/Board%20Composition%20and%20Recruitment/Women%20in%20the%20Boardroom_Deloitte_012011.pdf
http://www.businessweek.com/news/2010-11-18/norway-emerges-as-next-haven-on-lowest-default-risk.html


 
 

                                       

Management Survey shows that IMA members managed holdings amounting to 34% 
of the domestic equity market. 

 
2.2 In managing assets for retail and institutional investors, IMA members are major 

investors in companies whose securities are traded on regulated markets and may 
engage with the boards and executive management of those companies. Thus in 
submitting this evidence from the perspective of institutional investors in companies, 
we have focused on women on the boards of those companies as opposed to in the 
workplace in general.   

 
3. To what extent have the recommendation in Lord Mervyn Davies’ Report: 

Women On Board” (published in February 2011) been acted upon? 

3.1 It is clear that Lord Davies’ report of February 20111 is having an impact.  It set a 
target of at least 25% of FTSE company boards to be made up of women by 2015 
and that FTSE 350 companies should set out the percentage of women they aim to 
have on their boards in 2013 and 2015.   His Progress Report 2 one year later noted 
that: 
 
• women account for 15.6% of all directorships in the FTSE 100 up from 12.5%; 
• women account for 9.6% of all directorships in the FTSE 250 up from 7.8%; and 
• there are now 11 all male boards in the FTSE 100 down from 21. 
 

3.2 According to Cranfield School of Management’s Female FTSE Report3, with this 
momentum, Lord Davies’ target will be achieved with 26.7% of FTSE 100 boards 
being made up of women by 2015.    
 

3.3 The following measures would help ensure this change is sustained: 
 
• Corporates develop the pipeline.   One of the issues is that there needs to be a 

ready source of candidates.  The training and development of women below 
board level is essential to ensure a credible and sustainable supply of women as 
both executive and non-executive directors.   Companies should also allow their 
executives to take up at least one non-executive position. 
 

• Voluntary, market-led initiatives.   There are a number of these such as the FTSE 
100 Cross Company Mentoring Programme, the Professional Boards Forum and 
the “30% Club”.  The latter brings together chairs of UK boards and investors 
committed to increasing the proportion of female directors whose members 
support a goal of 30% of board positions being occupied by women by 2015.  

 
• Search firms list women. The European Round Table of Industrialists is working 

with three executive search firms to establish a database of top female managers 
recommended by its members.  The firms access this when proposing candidates 
for board positions.  See also point 6 below. 

 
• Flexible working.  More flexible working provisions such as allowing for parental 

leave etc mean that priorities can be managed and women as well as men can 
progress in a business. 

 
1 http://www.bis.gov.uk/assets/biscore/business-law/docs/w/11-745-women-on-boards.pdf 
2 http://www.bis.gov.uk/assets/biscore/business-law/docs/w/12-p135-women-on-boards-2012.pdf 
3 http://www.som.cranfield.ac.uk/som/dinamic-content/research/documents/2012femalftse.pdf 
 

http://www.bis.gov.uk/assets/biscore/business-law/docs/w/11-745-women-on-boards.pdf
http://www.bis.gov.uk/assets/biscore/business-law/docs/w/12-p135-women-on-boards-2012.pdf
http://www.som.cranfield.ac.uk/som/dinamic-content/research/documents/2012femalftse.pdf


 
 

                                       

 
4. To what extent should investors take into account the percentage of women 

on boards, when considering company reporting and appointments to the 
board? 

4.1 Investors are increasingly taking into account the percentage of women on boards 
when considering company reporting and appointments to boards.  The disclosures 
required by the UK Corporate Governance Code in a listed company’s annual report 
underpin this and mean that shareholders can challenge companies on their diversity 
policy. The Code requires companies to report on the work of the nominations 
committee4.   As from June 2010, it recognised the value of diversity: “the search for 
board candidates should be conducted, and appointments made, on merit, against 
objective criteria and with due regard for the benefits of diversity on the board, 
including gender5”. 
 

4.2 Following Lord Davies review from 1 October 2012, companies are required to report 
annually on their boardroom diversity policy, including gender, and on any 
measurable objectives for implementing the policy and the progress in achieving 
those objectives6.    Diversity, including gender, will also be one of the factors to be 
considered when a board evaluates its effectiveness7.   Moreover, the Government is 
looking at introducing the disclosure of proportion of women on boards as part of 
improving narrative reports in accounts.  This will mean that shareholders will be 
able to judge how the diversity policy has been implemented in practice. 

 
4.3 The 30% Club (see 3.3 above) launched the 30% Club Investor Group in November 

2011.  It has 13 members managing assets totalling £1.8 trillion. 
 

4.4 The Group helps to co-ordinate the investment community’s approach to the issue 
and works to broadcast the investment case for more diverse boards, encouraging 
investors to engage on the issue of board diversity with Chairmen and management 
teams, and to consider the issue when voting on the appointment and re-election of 
board members. In February 2012, the Group published best practice guidelines, 
‘Achieving More Diverse Boards: Guidelines for Engagement’, to help investors 
engage with companies on this issue. 
 

5. Why are there still so few women in senior positions on boards, and what are 
the benefits of having a greater number? 

5.1 IMA believes one of the main reasons is that there are still so few women in senior 
positions on boards is due to the fact they are underrepresented at senior executive 
levels from where the majority of board members are recruited.  We believe a cross 
section of ideas, skills and experiences is more likely to be better equipped to 
develop the company in the long-term.  A diverse board is more likely to: 
 
• challenge group think previously held assumptions,  
• embrace new ideas; and  
• be better able to manage different stakeholders.  

 

 
4 Provision B.2.4 
5 Supporting Principle B.2 
6 Provision B.2.4 
7 Supporting Principle B.6 



 
 

                                       

5.2 There is also a certain amount of evidence that greater diversity can have a positive 
effect on corporate performance.   
 
• An analysis conducted by Mckinsey in 2007 showed that European-listed 

companies with the highest levels of gender diversity outperformed their sector 
peers. In terms of stock price change they outperformed them by 17 per cent 
between 2005 and 2007 and by more than 1 per cent in terms of return on 
equity in the same period. 

• A study by Catalyst in 2007 of US Fortune 500 companies found that those with 
the highest number of women on their corporate boards outperformed 
companies with the lowest number or no women on their boards by 53 per cent 
in terms of return on equity. 

 
Against this some critics would argue that women are selected or self-select into 
better businesses.   Moreover, the latest research from the Bundesbank8 suggests 
that a greater proportion of women on bank boards resulted in “a more risky 
conduct of business”, before citing “lack of executive level experience” as the cause.    

 
6. How successful is the voluntary code of conduct (a recommendation of the 

Davies Report) which addresses gender diversity and best practice, covering 
relevant search criteria and processes relating to FTSE board level 
appointments? 

 
6.1  Following Lord Davies’ recommendation, UK executive search firms drew up a 

voluntary code of conduct to address gender diversity which requires at least 30% of 
the candidates on “long lists” are women or an explicit justification why there are no 
qualified women.  Our understanding is that at least 25 search firms have signed up 
to the Code.  However, not all firms are as proactive and we would welcome more 
companies clarifying their expectations.  

 
5 October 2012 

 
8http://www.bundesbank.de/Redaktion/EN/Downloads/Publications/Discussion_Paper_1/2012/2012_03_06_dk
p_03.pdf?__blob=publicationFile 
 

http://www.bundesbank.de/Redaktion/EN/Downloads/Publications/Discussion_Paper_1/2012/2012_03_06_dkp_03.pdf?__blob=publicationFile
http://www.bundesbank.de/Redaktion/EN/Downloads/Publications/Discussion_Paper_1/2012/2012_03_06_dkp_03.pdf?__blob=publicationFile
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Written evidence submitted by Dr Sue Johnson 
 

1. Do the Gender Equality Duty and the Equality Act go far enough in tackling 
inequalities, such as gender pay gap and job segregation, between men and 
women in the workplace? 

1.1. No. 
 
1.2. The fact that the gender pay gap still exists and that it was necessary for the 

Equality Act to still contain the so called sex equality clause to legislate for equal 
pay, more than 40 years after legislation to outlaw it was originally introduced, is 
a sorry indicator of the failure of equal pay legislation to date. 

 
1.3. In March 2012 the Office for National Statistics reported a gender pay gap of 

10.4% for the UK as a whole.1 The gender pay gap between full time male 
workers and part-time women workers at that time was substantially higher at 
39.4%. In London the gap was even higher at 43.9%. 

 
1.4. There is nothing in the Equality Act to specifically tackle job segregation between 

men and women in the workplace other than perhaps the public sector gender 
equality duty (PSED). Even then it depends on each public body interpreting the 
PSED as relating to job segregation. There is no requirement as such for them to 
interpret it in this way. The duty anyway, does not compel public sector bodies to 
tackle inequalities, it only requires them to give due regard to equality. The 
EHRC has never had enough capacity to “police” all of the 40,000 or so public 
bodies in GB, so public bodies do not feel they run much of a risk if they do not 
comply. There is nothing at all in the Act to steer the private sector towards 
tackling job segregation. 

 
1.5. Job segregation is still very prevalent. There is only an average of one to two per 

cent of women in manual trades, 11% in skilled trades2 and 34% amongst 
managers and senior officials. Only 1.8 per cent of taxi drivers in London were 
women at the end of March 2011; just over five per cent of fire fighters, just over 
10 per cent of underground train drivers and only 24 per cent of police officers in 
London were women.3  

 

                                                 
1 Annual Survey of  Hours and Earnings, Office for National Statistics, March 2012 
2 Annual Population Survey, year ending March 2011, Office for National Statistics 
3 Assessment of the GLA’s impact on gender equality, Greater London Authority, 
2012 
http://www.london.gov.uk/sites/default/files/Gender%20equality%20assessment%20
2012%20final.pdf 



  
1.6. Women are also under-represented in top jobs and amongst people running 

businesses. In November 2012, 17.4 per cent (191 out of a total of 1,098) of the 
directorships of the FTSE 100 companies were held by women.4 While the 
proportion is increasing, the pace of change is slow. 8 per cent of FTSE 100 
companies and 80 (32%) of FTSE 250 companies still have no women on their 
boards. 

 
1.7. Furthermore there is underrepresentation of women as business owners. 

Although there is no recent data, a 2007 report found that only 16 per cent of 
businesses in London could be categorised as women-owned[2].5 

 
1.8. Many women are still in lower paid jobs as cleaners, cashiers, carers and clerical 

workers In London, the occupation with the highest proportion of women is in 
personal services, where they make up 80 per cent of all those in employment, 
followed by administrative and secretarial jobs (70 per cent) and 54 per cent of 
those employed in sales and customer services.6  

 
1.9. Men are also under-represented in certain occupations. For instance, less than 

14 per cent of teachers in nursery and primary schools in England are male7 and 
two per cent of day nursery staff8. 

 
1.10. If we want the Equality Act to enable a reduction in the level of job 

segregation it, perhaps through the Gender Equality Duty, would need to be 
amended to make the need to tackle job segregation a specific requirement. The 
public sector equality duty could also need to be strengthened to ensure that 
public bodies take action, rather than just “pay due regard”. 

 
1.11. Job segregation also occurs in the private sector. If the Equality Act and the 

Gender Equality Duty are to play a role in tackling the gender pay gap and job 
segregation, then the government should enact s78 of the Equality Act and 
extend the gender equality duty to the private sector. 

                                                 
4 Women on Boards, Cranfield University School of Management, November 2012 
[2] over 50 per cent of owners or partners are female 
5 London Annual Business Survey, London Development Agency, 2007 
6 Annual Population Survey, year ending March 2011, Office for National Statistics 
7 In November 2011, School Workforce in England, Department for Education 
http://www.education.gov.uk/rsgateway/DB/SFR/s001062/sfr06-2012v5.xls 
8 In 2010, from Childcare and early years providers survey 2010, Department for 
Education 
http://www.education.gov.uk/researchandstatistics/statistics/allstatistics/a00196854/d
fe-childcare-and-early-years-providers-survey-2010 



2. What steps should be taken to provide greater transparency on pay and other 
issues, such as workforce composition? 

 
2.1 The PSED has been a positive for driving those public bodies, who were not 

already publishing data on their workforce composition by gender and other 
diversity measures, to do so. The Think, Act, Report initiative and the Financial 
Reporting Council’s Corporate Governance Code new diversity reporting 
requirements have been welcome steps for encouraging greater transparency 
and activity on pay and workforce composition inequalities in the private sector. 

 
2.2 Whilst the Think Act Report’s annual report has shown some progress, it is still 

slow. The Equality Act (s.78) allows the government to bring in legislation to 
require all companies with 250 employees or more to report their gender pay gap. 
The government needs to be transparent about when and how it will ascertain 
that the voluntary approach is not leading to fast and wide enough progress and 
under what circumstances it would be prepared to enact s78. This may, of itself 
help to drive the voluntary process. 

 
 

 
3. What has been the impact of the current economic crisis on female employment 

and wage levels? 
 
3.1 There has been a rise in the employment gap between men and women. In the 

year ending June 2011, the employment rate of women in London was 60.6 per 
cent, compared with 75.4 per cent for men. This gap of 14.8 percentage points, 
was an increase on the previous year’s gap of 13.5 percentage points.9 

  
3.2 Women’s unemployment has risen. In March 2012 figures from the Office for 

National Statistics showed women’s unemployment standing at 1.13 million - the 
highest figure for 25 years. Fawcett Society calculations suggested that, female 
unemployment had increased by almost 20% (19.1% - from 945,000 to 1.13 
million) between the end of the recession in 2009 and March 2012. Whilst, 
although it has fluctuated in the intervening years, the unemployment rate for 
men stood, in March 2012, almost exactly where it did at the end of the recession 
in 2009 (where it has increased by 0.32% - from 1.53 million to 1.54 million).10 

 
3.3 The CIPD April 2012 Age, gender, and the jobs recession Work Audit reported 

that, compared with early 2008, women accounted for a larger share of total 
long-term unemployment (up from 31% to 36%) by the start of 2012 and that the 
share of women who are long-term unemployed had increased in all age groups. 

 
3.4 The cuts in public sector jobs, in which women disproportionately work has led to 

large numbers of women losing their jobs. In November 2012 it was reported that 

                                                 
9 Equal Life Chances for All, Measures of Success Bulletin 8: The employment gap - 
update March 2012 
http://www.london.gov.uk/sites/default/files/Equal%20Life%20Chances%20for%20All
%20Bulletin%208%20The%20employment%20gap.pdf 
10 The Impact of Austerity on Women, Fawcett Society, March 2012 



more than 6,000 nursing posts had been lost in England since May 2010, most of 
whom will be women.11 Over 56 thousand NHS positions across the UK are due 
to be cut.12 

 
3.5 In 2011 women accounted for 100% of those losing their jobs in 19 councils in 

England and Wales, 76% of local councils in the South East and 60% of London 
councils.13  

 
3.6 Cuts in public sector jobs in London seem to be having a disproportionate impact 

on black, Asian and ethnic minority (BAME) women. A survey of 17 out of 27 
local authorities in London found that BAME women were being 
disproportionately hit in 12 London councils. In one council BAME women made 
up 5% of the workforce but made up 23% of redundancies.14 

 
3.7 There have also been particularly high job losses amongst women in 

administrative, secretarial, sales and customer services roles, all of which are 
traditional female occupations. 400,000 such jobs were lost between the start of 
the recession and the start of 2012.15 With women being over-represented in the 
retail industry, the continuing closure of high street shops is bound to continue to 
have a detrimental impact on female employment. 

 
3.8 With the high level of job losses and low level of job opportunities people are 

taking whatever jobs they can and accepting positions with lower skills than they 
are qualified for, or are accepting lower pay or hours of work than they had 
previously enjoyed or want. 

 
3.9 Women make up 75% of the local government workforce.16 Due to the pay 

freeze and the impact of inflation, typical full-time hourly earnings in local 
government have dropped down back to the levels of the early 1990s and pay for 
those on low salaries is at poverty level.17 

 
3.10 At the end of August 2012 8,129,000 people were working part-time, the 

highest level since records began in 1992. This represented 27.5 per cent of all 
those in employment, which was also a record.18 The level of temporary workers 
was at its highest since the beginning of January 2002. 

 

                                                 
11 Royal College of Nursing report, Guardian,13/11/112 
12 Royal College of Nursing, November 2012 
13 National quarterly public sector employment survey, GMB, October 2011: 
http://www.gmb.org.uk/pdf/National%20Quarterly%20Public%20Sector%20Employm
ent%20Survey.pdf 
14 Unison, February 2012 
http://www.unison.org.uk/asppresspack/pressrelease_view.asp?id=2600 
15 Age, gender, and the jobs recession work audit, Chartered Institute of Personnel 
and Development, April 2012 
16 http://www.fawcettsociety.org.uk/index.asp?PageID=1236 
17 P. Kenway et al, New Policy Institute and Unison, Living on the edge: Pay in local 
government, February 2012 
18 Labour Market Report, Trades Union Council, October 2012 

http://www.unison.org.uk/asppresspack/pressrelease_view.asp?id=2600


3.11 There have been substantial rises in the number of people in involuntary part-
time work and involuntary temporary work since 2008. In August 2012, 1.4m 
people were in part time work because they could not find full time work and 
649,000 were in temporary work, because they could not find permanent work.19 
The numbers of women who are involuntary part-time work are greater than 
those of men and are increasing.20 

 
 
4. How should the gender stereotyping prevalent in particular occupations, for 

example in engineering, banking, construction, and the beauty industry, be 
tackled? 

 
4.1 In 2010 the former UK Resource Centre for Women in Science, Engineering and 

Technology (UKRC) reported that only 5.3% of working women were employed in 
the SET sectors, compared with 31.3% of working men.21 The BITC Diversity 
Benchmark Survey which took place in 2012 found 25% of employees below 
management level in SET and Mathematics Industries were women.22 The 
percentage was lower at the higher levels. 

 
4.2 The government has significantly reduced funding to organisations such as the 

former UKRC, which were dedicated to tackling under-representation of women 
in science, engineering, technology and the built environment. The government 
should reconsider the wisdom of this and how likely it is that significant change in 
these sectors will be achieved without such organisations and sufficient levels of 
resourcing. 

 
4.3 As regards the construction industry, the government could use the Women in 

Construction initiative, which led to the percentage of women working for 
contractors on the Olympic Park being about double of the construction industry 
as a whole, as a model for at least all government funded major construction and 
infrastructure projects.23 It could also promote the Women in Construction 
initiative across all of the construction industry. 

 
4.4 Women are increasingly working in professions that were denied to them in the 

past. They make up, for instance, 46.5 per cent of solicitors with practising 
certificates24 and 43.2 per cent of all doctors registered in the UK25. 

                                                 
19 Labour Market Report, Trades Union Council, October 2012 
20 Labour Force Surveys, Office for National Statistics 
21 Women and men in science, engineering and technology: the UK statistics guide 
2010 UK Resource Centre for Women in Science, Engineering and Technology, 
2010 
22 Benchmarking Survey Trends Analysis 2012, Business in the Community, 2012 
23 See the London 2012 Equality and Diversity Forum’s Workng towards an inclusive 
Games Annual Reports http://www.london.gov.uk/london-2012-equality-and-
diversity-forum 
24 In July 2011, Trends in the solicitors’ profession: Annual statistical report 2011, 
Law Society, 2011:  http://www.lawsociety.org.uk/representation/research-
trends/annual-statistical-report/documents/annual-statistical-report-2011---executive-
summary/ 

http://www.london.gov.uk/london-2012-equality-and-diversity-forum
http://www.london.gov.uk/london-2012-equality-and-diversity-forum


Consideration could be given as to what it is about these higher paid occupations 
that have succeeded in attracting and employing increasing numbers of women 
and see how any learning can be applied to the engineering, banking and 
construction industries. 

 
4.5 The government’s drive to increase the number of apprenticeships is welcome. It 

is also pleasing to see that the number of women doing apprenticeships has 
been rising and make up 50% of those on apprenticeships. This provides an 
opportunity for both men and women to move into occupations that are not 
traditional for their gender. Unfortunately the evidence seems to suggest that this 
is not happening. For example in 2011 only 5% of 49,000 engineering and 
manufacturing apprenticeships were taken up by women.26 Without greater 
intervention it will take at least 50 years at current growth rates for there to be an 
equivalent proportion of male to female apprentices. Furthermore, research has 
found that the increase in women doing apprenticeships has, in large part, been 
due to the expansion of apprenticeships into sectors with a large female 
workforce, such as retail and business administration.27 

 
4.6 People who start their working life on low earnings are likely to be low earners 

throughout the rest of their working lives.28 Unesco's 2012 Education for All 
Global Monitoring Report reported that female apprentices in the UK earn 21% 
less on average, than their male counterparts, while doing their training. The 
Women’s budget Group’s 2011 report reported that 97% of engineering 
apprenticeships – which paid around £189 a week –were being are done by men, 
whereas 92% of hairdressing apprenticeships - which paid around £109 a week - 
were being done by women.29 Efforts to increase both young men and women’s 
take up apprenticeships in gender atypical occupations will not only have a 
positive impact on tackling gender job segregation but also on closing the gender 
pay gap. 

 
4.7 Over the years efforts have been made and there has been success in increasing 

the proportions of men and women in occupations that are atypical for their 
gender. Where there are job losses in these fields there should be careful 
ongoing monitoring by gender of these workforces to ensure these hard won 
gains are not lost as jobs are shed. Where monitoring or equality impact 
assessment show that there is a possibility of this occurring, timely interventions 
should happen to prevent it. 

 

                                                                                                                                                        
25 In December 2012, from General Medical Council http://www.gmc-
uk.org/doctors/register/search_stats.asp. 
26 Sector Skills Council for the Advanced Manufacturing and Engineering 
http://semta.org.uk/media/press-releases/more-female-engineering-apprentices/ 
27 Dolphin & Lanning, Rethinking Apprenticeships Institute for Public Policy 
Research, 2011 
28 See for example L. Savage, Moving on up? Social mobility in the UK in the 1990s 
and 2000s, Resolution Foundation. 2011 and L. Savage, Snakes and ladders: Who 
climbs the rungs of the earnings ladder?, Resolution Foundation, 2011. 
29 The Impact on Women of the Budget 2011, Women’s Budget Group, April 2011: 
http://www.wbg.org.uk/index_7_282363355.pdf.  

http://www.gmc-uk.org/doctors/register/search_stats.asp
http://www.gmc-uk.org/doctors/register/search_stats.asp


5. What more should be done to promote part-time work at all levels of the 
workplace and to ensure that both women and men have opportunities to gain 
senior positions within an organisation while working part time? 

 
5.1 Employers should recognise that 2 part-timers filling one post can bring a wider 

set of skills, knowledge and experience, than one individual can. 
 
5.2 All vacant full-time posts should be advertised as open to jobsharers. There 

should be no expectation on any candidates applying as a job-sharer to apply 
with a job-sharer. The application process should make it clear that the employer 
will take responsibility for filling the remaining portion of the post. 

 
5.3 Employers should ensure that their staff are aware of their right to request flexible 

working and promote the organisations commitment to granting such requests as 
far as possible. 

 
5.4 Employers should promote part time working to their workforce and respond 

positively to requests from staff to work part-time regardless of the reasons for 
the request. 

 
5.5 Employers should not make an assumption that someone working part time is not 

interested in developing their career and progressing up the organisation. 
 

5.6 Employers should encourage their part-time staff to take up professional 
development opportunities and promotion and make it know to the wider 
organisation that it is doing this. This will alert staff to the fact that part-time 
working is not an impediment to being able to progress within the organisation. 

 
5.7 Staff in senior positions, especially men, should work part-time to demonstrate to 

the workforce that working part-time is perceived by the employer as a seriously 
recognised work pattern and also provides no detriment to career progression. 

 
5.8 Senior staff approaching retirement could be encouraged to work part time as a 

step towards retirement, with the employer making the hours given up available 
to enable lower ranking part-time staff the opportunity to move up. Where 
appropriate there could be a mentoring relationship between the outgoing 
member of staff and the upcoming member of staff. 

 
 

 
6. To what extent have the recommendations in Lord Mervyn Davies’ Report 

“Women on Board” (published in February 2011) been acted upon? 
 
6.1 It is difficult to tell as there has been no further comprehensive reporting on 

progress against the whole of the recommendations since March 2012. Certainly 
there has been progress with the amendment’s to the  Financial Reporting 
Council Corporate Governance Code  having been made and the EHRC having 
published its recommendations on improving the process of appointing to boards 
and the Role that Executive Search Firms can have in the appointments process. 

 



6.2 We still do not know whether the aim for a minimum of 25% female 
representation on FTSE 100 boards by 2015 is on track.  Presumably another 
annual report against the recommendations is imminent. 

 
 

 
7. To what extent should investors take into account the percentage of women on 

boards, when considering company reporting and appointments to the board? 
 
7.1 If companies wish their organisations to be reflective of the views of the 

population that the company serves, to be confident that they are drawing from 
the widest possible talent pool and to have the widest range of views brought to 
board meetings then they should want to see boards made up of 50 per cent of 
women. 

 
7.2 Despite the recession, an increasing number of respondents to McKinsey’s 

surveys believed there was a direct connection between a company’s gender 
diversity and its financial success, with 72% believing this in the survey whose 
results were published in 2010.30 

 
 

 
8. Why are there still so few women in senior positions on boards, and what are the 

benefits of having a greater number? 
 

8.1 There are a number of reasons why there are still so few women on boards. 
 
8.2 One is the historical legacy of men being traditionally appointed to such positions.  
8.3 In order for new people to get onto boards there needs to be positions available. 

Whilst most companies make at least some new appointments each year, a 
number recommend that the incumbent is reappointed. 

 
8.4 Some men will need to be willing to step down to allow women to be able to step 

forward. 
 

8.5 Women’s talents and skills are not recognised and valued enough. SHL 
measured the leadership potential of over a million employees across 25 
countries and concluded that, while leadership potential is actually higher in 
women, the gender difference in senior positions globally is 76% in favour of 
men.31 Of the 25 countries, UK women ranked fifth in the world for leadership 
potential, but 19th for leadership roles held by women. Men tend to be motivated 
by a desire for power, whilst women tend to be motivated by a desire for 
recognition. The authors of the SHL Talent Report advised that, to be more 
attractive to potential female leaders, boardroom culture needs to shift from one 
framed by fear of failure to one founded on recognition for contribution and 
performance. 

 

                                                 
30 McKinsey Global Survey results, McKinsey, 2010 
31 Eugene Burke and Ray Glennon, The SHL Talent Report, SHL, 2012 



8.6 Some women will lack confidence that they are suitable to sit on boards. 
 

8.7 Some women will not have been given sufficient development or experiential 
opportunities that will equip them to take on these roles. 

 
8.8 A number of women who have made it into senior positions have done so by 

either sacrificing their opportunity of having children or have nannies or partners 
who have taken on the role of parenting their children, which has enabled the 
woman to be able to have the time to concentrate on her career and its 
development. It is not desirable for all women to have to choose these options in 
order to be able to make it to senior positions; neither does it serve companies 
well to not have the voice and talent of women who have parented children at the 
board. 

 
8.9 The extent to which women have to travel, the amount of time over and above 

their other commitments they have to spend and the time of day that meetings 
take place also have a bearing on why some women will not wish to put 
themselves forward to become board members. 

 
8.10 Research carried out by McKinsey of large European companies has found 

that those with the highest percentage of women show the best performance.32 

These reflect findings from other parts of the world.33 
 

8.11 As indicated in paragraph 7.1 above, the benefits of having more women on 
boards are that companies can be assured that they are drawing from the widest 
possible talent pool. Why would a company want to disregard half of the potential 
pool? It also ensures that the widest range of views will be brought to board 
meetings and that these views will be reflective of the opinions of all of the 
population that the company serves. McKinsey’s more recent reports focus on 
ways of achieving greater gender diversity on boards.34 

 
 

 
9. How successful is the voluntary code of conduct (a recommendation of the 

Davies Report) which addresses gender diversity and best practice, covering 
relevant search criteria and processes relating to FTSE board level 
appointments?  

 
9.1 BIS reported that there were 34 Executive Search Firms signed up to the 

Voluntary Code of Conduct, addressing gender diversity and best practice in 
search criteria and recruitment processes to FTSE 350 boards, by July 2012.35 

This was good progress in a year. www.allheadhunters.co.uk lists 88 UK 
Executive Search Firms, so there is still some way to go.  

                                                 
32 Women Matter, McKinsey, 2007 
33 http://www.20-first.com/9-0-better-bottom-line.html 
34 Making the Breakthrough: Women Matter 2012, McKinsey, 2012: Women the Top 
of Corporations: Making it Happen, McKinsey, 2010  
35 http://news.bis.gov.uk/Press-Releases/Women-on-boards-code-of-conduct-one-
year-on-67d91.aspx 



 
9.2 As well as moving towards all the relevant Executive Search Firms signing up, 

BIS also needs to monitor that those firms that have signed up are actually 
adhering to its provisions and action is taken where they are not doing so. 

 
21 January 2013 
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1. Executive Summary 

The proportion of women on boards and in other senior positions in business is indicative of 
a more systemic problem with female progression at work.  Our research and experience 
leads us to believe there are three reasons for this: 

1) Unconscious bias within the processes of selection, development, performance 
management, mentoring and work allocation leads to some women not being 
afforded the same experience or opportunity as male employees. 

2) The operation of subtle networks within the workplace and/or sector which afford 
greater  opportunity for men to progress. 

3) A reluctance on the part of male and sometimes female managers to effectively and 
robustly performance manager women because of an anxiety around being seen as 
‘sexist’ within a politically correct company culture. 

The interaction of these three factors produces a situation where not only are women not 
afforded the same opportunity, but they are not afforded critical but developmental 
feedback which enables them to develop the skills sets and experience for the next career 
move.  Four out of five HR managers believe that unconscious bias impacts decisions around 
who to appoint and promote and the research evidence is strong that 27% of us have 
gender biases which impact our behaviour at work and this figure is at 38% in Human 
Resource managers and related roles.  Gender bias manifests as unconsciously seeing a 
woman or man as more/less competent or unconsciously trying to protect them from 
difficulty or challenge (benevolence). Anxiety about doing or saying the ‘wrong’ thing or 
being accused of acting in this way, creates a social distance and this social distance 
damages the informal work relationship and access to crucial informal networks, as well as 
undermining male performance when managing women. 

2. Introduction 
 
I. Dr Pete Jones is a business psychologist specialising in personal and organisational 

bias, in the measurement and mitigation of unconscious bias at work and in the 
design of staff selection and performance management systems.  He is widely 
regarded as one of the UK’s leading expert practitioners in unconscious bias, 
stereotypes and stereotype threats at work.  Since 2003 he has worked nationally 
and internationally with companies seeking to understand and better manage staff 
biases in the financial, IT, legal, educational, professional services and engineering 
sectors.  He is the author of Implicitly®, believed to be the first commercial test of a 
person’s personal biases designed to predict the likelihood of discriminatory 



behaviour at work. Implicitly® is a 3 minute online test of an individual’s unconscious 
bias, including gender bias. 

3. Do the Gender Equality Duty and the Equality Act go far enough in tackling inequalities, 
such as gender pay gap and job segregation, between men and women in the workplace?  

I. Research suggests that despite legislation workplace gender equality in selection, 
pay, progression and retention remains an aspiration rather than a reality. The 
legislation provides one motivation for responsible organisations to change but the 
anxiety created in the individuals required to enact the legislation in the workplace 
(e.g. selectors, line managers and other employees) is counterproductive.  Anxiety 
about infringing ever more complex legislation is, at a psychological level, likely to 
diminish an individual’s capacity to manage difference and  their personal biases, 
making the legislation less effective.  Employees are rarely supported to manage the 
additional burden of new legislation beyond compliance training which in itself is 
likely to raise rather than reduce anxiety.  Anxiety (and other emotions such as 
frustration, anger or a feeling of threat) absorb the same neuropsychological 
resources employees use to solve business problems and make decisions but most 
importantly these resources are also required in bias control.  Therefore increased 
anxiety caused by compliance legislation with sanctions is likely to lead to more 
biased decisions, and potentially less gender equality.  When employees feel unable 
to cope with the demands placed upon them the research shows that they are likely 
to withdraw rather than engage with the woman and the legislation. 
 

II. We should note however that a smaller number of  individuals do need the ultimate 
threat of sanctions to get them to try to better manage their biases if they cannot be 
motivated by making the right moral and business case and if we cannot create the 
right conditions at work to help them to better manage their biases.  Such 
behavioural controls form part of the way in which we form the reasoned intent to 
manage our biases.  However, continual threat of sanction is not a complete nor a 
long term solution. Therefore although the legislation needs to remain, it is the way 
it is currently used pejoratively which needs better management inside companies to 
minimise anxiety and be the exception rather than the first port of call. 

4. What steps should be taken to provide greater transparency on pay and other issues, 
such as workforce composition? 

I. Pay is not an area of our expertise and it would not be appropriate to comment in 
this area.  However, in terms of companies understanding the nature of the problem 
and the impact of their interventions mandatory reporting on gender composition is 
helpful and for those still struggling to see the company has a problem such data can 
sometimes be critical.  Mandatory reporting and public benchmarking, such as that 
planned by the Solicitors Regulatory Authority, is a good example of a sector specific 
action which can motivate competing companies especially in recruiting well 
informed candidates. 

 



 

5. How should the gender stereotyping prevalent in particular occupations, for example in 
engineering, banking, construction, and the beauty industry, be tackled? 

I. Our experience is that many companies have a poor understanding of the science 
behind stereotypes and bias, and how they impact both men and women, especially 
in sectors where women are under represented.  The research shows that we 
develop and reinforce gender stereotypes from an early age and that by adulthood 
they are firmly established in all of us.  The research also shows us that we create 
neurological pathways to these stereotypes which are automatically and 
unconsciously activated and that we do not have to believe a gender stereotype for 
it to affect our behaviour and decisions. Although we may think we have conscious 
control of how we see people the evidence from FMRI scans shows that stereotypes 
are activated and acted upon between three and ten times faster than our eyes can 
even consciously process the person’s face as male or female. Therefore asking 
employees to consciously not be biased is an intervention which is usually too late in 
the regulatory processing.   
 

II. Companies also have a poor understanding of how some well intentioned policies 
and interventions have ironic effects.  For example some positive action programmes 
may actually trigger negative neurological effects in under represented groups which 
reduce rather than enhance their performance in selection and in role.  Again this is 
anxiety related.  Good role models, without tokenism, are one way to reduce 
stereotyping but again we see that companies are ill equipped to navigate this route 
and can lean towards ‘politically correct’ responses without understanding the 
psychological implications.   
 

III. Companies need to better understand how bias and stereotypes operate at this 
scientific level when deciding how they will market to, recruit and develop their 
employees.  The situation is not helped by the numerous ‘diversity’ consultants in 
the market place who are both unqualified and lack even basic scientific, 
psychological and neurological insight to the implications of the practices they are 
suggesting.  Neurologically, creating anxiety in boards and employees by critical 
finger wagging or interventions which are confrontational or require the allocation of 
significant mental resources to use the ‘right’ words is likely to create rather than 
reduce bias because our bias control resources, our emotional regulatory and 
problem solving resources are shared.   
 

IV. Bias and the stereotypes which drive bias are a very personal thing.  If board 
members and employees are to tackle them the culture that bias is somehow 
‘abnormal’ and should be subject to immediate sanction must be addressed to allow 
people to identify, talk about and act on their biases.  Research suggests that we 
have a bias blind‐spot which means we can see bias in others (Pronin et al, 2006)  
but not ourselves but three quarters of people want to better manage or change 
their biases (Abrahms and Houston, 2006).  The minority are those not yet motivated 



to change. The legislative and policy approach of using threats and sanctions inside 
companies through discipline is only likely to have an effect of this quarter of 
employees and again research shows that harsh treatment of this group leads to a 
backlash which is then supported by the people who were wanting to change 
(Devine, 1989).  The lack of support for the large majority who can be helped to 
change means that we miss an opportunity in favour of ‘sheep dipping’ staff in 
compliance training and making futile attempts to persuade people to comply and 
change their attitudes.  In a 2010 review of 985 bias reduction interventions by Betsy 
Paluck and Don Green was unable to identify a robust method of reducing bias 
although it did identify some promising areas in need of further investigation.  
Research suggests only about one third of people are motivated solely by the moral 
argument for change and the rest need a more sophisticated response.  Although we 
all have biases, they do not always impact our behaviour. Our own research shows 
that around 70% of people have a gender bias which is so weak it does not affect 
behaviour, and that of the 30% with biases which affect behaviour and it is as likely 
to be anti‐male bias as anti‐female bias.  It appears to us that diversity consultants 
and trainers are sometimes reluctant or unable to recognise the individual 
differences in the way we manifest and manage bias and themselves stereotype men 
as the sole source of the problem.  Our bias testing of Human Resource managers 
and diversity consultants supports this assertion. 
 

V. One of the impacts we do see in companies, and these were evident in the Women’s 
Hour programme on November 14th 2012 is that unconscious bias plays a key role in 
the opportunities being afforded to women, both overtly but also through the subtle 
social networks which operate inside companies.  Work and role allocation are often 
driven by stereotypes underpinned by our preference for people who look like us.  
Our subtle social networks lead to some employees being privy to information and 
opportunity because of their status as members of the ‘in’ group.  This makes 
progression easier for the majority/dominant group members.  Managers and 
leaders need to recognise their own unconscious biases but also how these impact 
the subtle work relationships and afford advantage to some employees in terms of 
opportunity without us realising. 

6. To what extent have the recommendations in Lord Mervyn Davies’ Report “Women on 
Board” (published in February 2011) been acted upon? 

I. Our experience has been that the Davies report is a catalyst in getting companies to 
look more seriously at gender representation.  It is frequently mentioned as one 
driver for organisational change although other drivers include the loss of female 
talent to competitors and the customer perception of the organisation.  The moral 
case for change is rarely mentioned but is the one often used by trainers and 
consultants. 

7.  Why are there still so few women in senior positions on boards, and what are the 
benefits of having a greater number? 



I. Appointment to boards is really a red herring in the sense that the problem is more 
systemic than appointments to boards.  We know that gender pay gaps begin to 
appear within just 12 months of graduation from university.  Even in sectors where 
women are well represented (e.g. in academia) their representation falls as we move 
up the university hierarchy. We believe there are three reasons for the under 
representation on boards: 

1. Unconscious bias within the processes of selection, development, performance 
management, mentoring and work allocation. 

2. The operation of subtle networks within the workplace which afford greater  
opportunity for men  

3. A reluctance on the part of male and sometimes female managers to effectively 
and robustly performance manager women because of an anxiety around being 
seen as ‘sexist’ within a politically correct company culture. 

II. The interaction of these three factors produce a situation where not only are women 
not afforded the same opportunity, but they are not afforded critical but 
developmental feedback which enables them to develop the skills sets and 
experience for the next career move.  They quickly develop a narrower experience 
because the trust which male managers have with other males leads to them 
allocate them the more challenging and developmental work and giving them more 
honest feedback when they under perform.  The informal work networks of women 
are impacted by unconscious bias, whereby men and women seek out people who 
are similar to themselves because they feel more comfortable with this (affinity 
bias).  This impacts the information and ideas to which they are privy and their 
potential to get support across and up the organisation.  Promotion can be as much 
about  a regular but informal discussion in the corridor where a boss develops an 
affinity and a feel for a person, as delivering on a major project or doing well in the 
selection interview. The anxiety created in organisations by the scrutiny of (usually) 
male behaviour towards female employees can lead to men being wary about how 
they interact with and manage women. This anxiety about doing or saying the wrong 
thing, or being accused of this, creates a social distance and this social distance 
damages the informal networks, as well as undermining male performance when 
managing women. 
 

III. Under represented groups also tend to be moved or encouraged into stereotypical 
roles, and for women this may be where more communal skills are valued. These 
roles tend to be more often in  support roles rather than the operational roles where 
they can gain credibility and experience (Livers and Caver). 

 
8. Recommendations for action  

No legislative action is required. Employers and employee should be advised to: 

I. Conduct research with both men and women in their organisation to better 
understand the barriers and the anxieties around working with the other gender 
group 



II. Review their selection, mentoring, performance management and work allocation 
systems for unconscious bias and stereotype threats 

III. Use only selectors/assessors and head hunters who have been gender bias tested 
IV. Train managers in the impact of unconscious bias and in techniques to counter 

unconscious bias 
V. Talk to unions and staff associations about how anxiety amongst managers can be 

better managed during grievance and dispute investigations and resolutions 
VI. Avoid using emotive language such as 'sexism' as this increases anxiety and is a 

misunderstood term in any event 
VII. Review induction processes so that anxiety around managing women is reduced and 

to find common ground 
VIII. Proactively monitor selection, reward and promotion processes for differential 

outcomes and act to find out how and why any differences are created 
IX. Be clear about organisational values around treating people as individuals, and 

expect leaders to 'walk the talk' and be role models in best practice in this area 
X. Examine the informal social networks in the organisation which often distribute 

information, influence and experience to establish whether women's networks are 
restricted in any way 

XI. Conduct and publish robust research into the tangible business impacts of having 
more women in the business 

XII. Examine their organisational culture and practices for aspects which prevent 
equitable progression (e.g. home working practices, social interactions, work 
allocation) 

XIII. Be honest about the likelihood of unconscious bias in the company but avoid 
demonising people for having bias as this will likely increase bias 

XIV. Be careful around how they design positive action programmes and think through 
the consequences of doing this 

XV. Challenge diversity consultants around the science and evidence underpinning their 
approaches  

XVI. Support employees wanting to change or better manage their biases 

27 November 2012 
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While I am in favour of any woman who wants to achieve a top job being able to do so if 
she's the best, I believe woman are equal to men but different. 
  
Women bear the children and in prehistoric times men were generally the hunter gatherers 
and women the home makers.  This difference still exists to a certain extent.  This means 
that people wanting to reach the top are not divided male/female 50/50.   
  
It is not realistic to expect 50% of the top positions should be held by women or that 50% of 
MPs should be women. 
  
A survey of people in all walks of life asking who would aspire to a top job or who would be 
happy at a less stressful level would go some way to establishing what percentage of men 
and what percentage of men would actually want these jobs. 
 
18 December 2012 
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Written evidence submitted by Dr Ruth Levitt and William Solesbury, 

Visiting Senior Research Fellows, King’s College London, Dept of 
Political Economy 

 

Summary  
Our Memorandum focuses on so-called tsars, that is, prominent individuals from 
outside government who are publicly appointed by a government minister to 
advise on policy development or delivery on the basis of their expertise. Their 
role was considered by PASC in the 2009-2010 session, but the Coalition 
government was largely dismissive of the committee’s recommendations. Our 
research reveals that of the more than 260 tsar appointments made since 1997, 
only 15% were women and that the rate of tsar appointments is rising. Tsars are 
an increasingly important source of expert advice to governments of all 
complexions. We draw the attention of the BIS Committee to this empirical 
research evidence of the persistently low proportion of women whom 
government ministers appoint to be tsars. Our own research has revealed for the 
first time the extent of this gender bias because Whitehall keeps no central 
records on tsars. This bias prevails despite recent equality legislation, the Davies 
report and repeated policy statements espousing greater diversity in recruitment 
to roles in Westminster, Whitehall, government agencies, public services and 
companies. 

 

About the authors 
Dr Ruth Levitt and William Solesbury published in November 2012 the report of 
a research project that critically examines the UK government’s use of policy 
tsars (prominent expert advisers on contentious issues; formal titles include, 
Reviewer, Ambassador, Champion). The empirical research has uncovered 
important new research evidence on the low proportion of women appointed as 
tsars. Their previous research includes ‘Evidence for Accountability’,1 which 
investigated the uses of evidence in audit, inspection and scrutiny, and a study 
of ‘Outsiders in Whitehall’.2 They submitted evidence to PASC’s inquiry into 
Goats and Tsars3 and to the Liaison Committee’s inquiry into Select Committee 
Effectiveness, Resources and Powers.4 

 
1 R Levitt, S Martin, S Nutley, W Solesbury, Evidence for accountability: using evidence 
in the audit, inspection and scrutiny of UK government, Nuffield Foundation, 2010. 
2 R Levitt and W Solesbury, Evidence-informed policy: what difference do outsiders in 
Whitehall make? ESRC UK Centre for Evidence Based Policy and Practice, Working Paper 
23, 2005. 
3 House of Commons Public Administration Select Committee, Goats and Tsars: 
Ministerial and other appointments from outside Parliament, Eighth Report of Session 
2009–10, HC 330, 2010, Ev44-48. 
4 House of Commons Liaison Committee, Select committee effectiveness, resources and 
powers, Second Report of Session 2012-13, HC 697, Ev60-62. 



Introduction 
1. This memorandum provides empirical research evidence on the role that 

government ministers have played in relation to the gender profile of tsar 
appointments. It provides the Committee with important evidence of the 
practices of government ministers and their departments in relation to 
women in the workplace, particularly in the context of the Equality Act 2010 
and the Public Service Equality Duty.  

2. Our research reveals that ministers have made over 260 tsar appointments in 
the fifteen years since 1997, and the rate is increasing. Tsar appointments 
have risen steadily with each of the four governments during the period. The 
first New Labour administration (1997-2001) made 14 appointments. The 
second (2001-05) tripled that number, appointing 45, and the third (2005-
10) tripled it again to 130. Between May 2010 and July 2012 the Coalition 
administration made 93 appointments. Expressing these as annual rates 
reveals this strongly rising trend (see Figure 1). 

- 
Figure 1 Annual rate of tsar appointments 1997-2012 

3. We define a tsar as: 

an individual from outside government (though not necessarily from outside 
politics) who is publicly appointed by a government minister to advise on 
policy development or delivery on the basis of their expertise. 

4. We unpack the definition as follows: 

• ’an individual’ – tsars are personally appointed and it is clear to them that 
their advice will be personal too; in our view this applies equally when 
tsars have advisors appointed to work them, who may or may not endorse 
their conclusions. 

• ‘from outside government’ – they are ‘external experts’ in the words of 
the Coalition government’s pursuit of ‘open policy making.’  

• ‘(though not necessarily from outside politics)’ – quite a few serving or ex- 
MPs or ex-ministers have been appointed tsars. 

• ‘publicly appointed by a government minister’ – these are public 
appointments. 

• ‘to advise on policy development or delivery’ – tsars (unlike their Russian 
predecessors) have no executive authority and most of them dislike this 

 

 



 

 

media term for that reason; nevertheless we use the term as a pragmatic 
shorthand. 

5. Although tsars have an advisory role, they can be hugely powerful: 
potentially they each have the power to influence ministers and policies 
directly and personally, and many of them have used this power strongly. 

Demographics and diversity 
6. Taken together, the 267 tsar appointees were not diverse. Tables 1, 2 and 3 

show that 85% were males, 83% were over 50 when appointed5 and 98% 
were ethnically white (whereas nearly 17% of the UK population is non-
white).6 

85% 226 male 

15% 41 female 

Table 1 Tsars: gender 
 

83% 223 over 50 

45% 121 over 60 

   

38% 102 50-60 

13% 34 40-50 

4% 1 under 40 

Table 2 Tsars: age on appointment 
 

98% 262 white 

2% 5 African or Asian 

Table 3 Tsars: ethnicity 
 

7. Another notable feature is the very high prevalence of honorific titles among 
tsars at the time of appointment: 35 lords, five baronesses, 55 knights and 
six dames, 101 in total, comprising 38% of all appointments.  

8. Of the five tsars with African or Asian backgrounds, four (80%) were men 
(Shaun Bailey, Prof Sube Banerjee, Richard Taylor and Lord Nat Wei) and one 
was a woman (Sunita Mason). Their age profile was quite different to the 
white tsars: three (60%) of them were under 40 (Bailey, Mason, Wei), one 
(20%) was 41-50 (Taylor) and only one (20%) was 51-60 (Banerjee); none 
were over 60. Female tsars were also younger (see Table 4).  

9. How many appointments were female tsars varied widely among ministers. 
Ministers from six departments chose no women at all (DCMS, DECC, DfID, 

                                       
5 For comparison, Peter Hennessy quotes from the January 1986 list of ‘the Great and 
the Good’ (which contained over 5000 names) to reveal that 18% were women and 95% 
were over 40 (P Hennessy, Whitehall, London, Secker and Warburg, 1989, p 557). 
6 Office of National Statistics, estimate for England and Wales, 2009. 



DTP, FCO and MOD), whereas ministers in three departments appointed 
women for over a quarter of their tsars: (PM, CO, DfE). Ministers from the 
other eight departments appointed women as 10-20% of their tsars. The 
average was 15%.  

 M M F F 

under 40 4 2% 5 12% 

40-50 27 10% 7 17% 

50-60 85 38% 16 39% 

over 60 110 49% 13 32% 

 226  41  

Table 4 Tsars: gender and age 

10.Patterns in the gender of tsars can also be seen by looking at the 
departments by policy area. While this may only be a rough indicator, as the 
clusters inevitably contain overlapping areas, we have grouped departments 
as follows: 

• economic (BIS, HMT) 

• social (DCMS, DfE, DH, DWP) 

• home (DCLG, HO, MOJ) 

• infrastructure (DECC, DEFRA, DTP) 

• foreign and security (DfID, FCO, MOD) 

• government (CO, PM). 

11.For women tsars Figure 2 shows clear differences between policy area 
clusters, with a greater proportion of all women tsars appointed in the 
government, social and home policy areas.  

 
Figure 2 Women tsars by policy area 

12.These demographic findings suggest several influences. One might be a 
presumption that men and women further on in their careers may be able to 
draw on and reflect upon greater depth and/or breadth of work experience 
than younger individuals because they have more working experience. On the 
other hand, younger individuals may be more innovative or more open to 
innovative options than older individuals. Another telling influence may be 

 

 



 

 

                                      

that the bias towards white males reflects the ethnic and gender profiles of 
the professions and organisational sectors from which tsars are habitually 
drawn.  

13.These pronounced biases of gender and ethnicity are only now being 
documented, for the first time, through our research, because Whitehall 
keeps no central records on tsars. The biases run counter to the Public Sector 
Equality Duty7 and its predecessors, notwithstanding governments’ rhetoric 
over many years about securing greater diversity in their own ranks, the civil 
service and the wider public sector.  

14.Furthermore, appointing tsars from a more diverse pool of candidates, 
including more who are younger, female and from more ethnically diverse 
backgrounds could introduce fresh stimulus, less affinity to custom and 
practice and more robust challenge into policy making and political culture. It 
could make more sensible use of the different perspectives, creativity and 
imagination that overlooked individuals may be able to contribute. 

15.Government ministers and their departments should be exemplars in 
upholding the spirit and the letter of their diversity policies. 

 

15 November 2012 

 

 

 

 
7 Equality and Human Rights Commission, 2011. 



 



 

WIW 60 
 
 

Written evidence submitted by Alastair Macleod 
 
 
 
I live and work in Orkney an Island Archipelago of some 30 islands off the very north 
of Scotland.  
 
In my early years I worked in construction, agriculture, catering, sold art, wine, and 
was a land surveyor. Later I was for many years a careers adviser and bereavement 
counsellor. I am married with one son. 
 

---------------------- 
 
When I worked as a careers officer adviser (approx 25yrs) I always promoted 
women’s equality and encouraged girls and young women to get qualifications. 
 
My father died young at 44yrs in 1967 he left my mum with five children and the farm 
to run. She had no qualifications, could not drive and had never written a cheque. 
She learned to do all these things then went on to train to be a teacher and had a 
second career working until she was 75, the latter years in supply. 
 
For myself in careers work as well as helping individual young people to comprehend 
strategies and routes into various careers, I actively promoted equal opportunities, in 
many ways for example using newspaper articles and using Women into Science 
and Engineering in our Science Festival to bring women in those professions into the 
schools here as role models. 
 
Television has a great influence and we would get a rush of would be forensic 
scientists, doctors, vets, wildlife biologists and so on depending on what series was 
on TV. This is an important point and series and soaps could do and are doing a lot 
to change attitudes to women in certain jobs. 
 
There are no exciting TV series in certain careers to stimulate interest so women are 
under represented in certain areas. Some examples are in the UK we have few 
electricians or telecom engineers whereas in Norway if your phone breaks down you 
are just as likely to get a woman engineer. 
 
There are a few women now as deck officers, even less as engineer officers at sea. 
In engineering we lag behind Russia for mechanical, chemical ,and electrical 
engineers and in pure and in physics and maths women are very rare. 
 
Some of this is to do with the existing male club atmosphere in these jobs, some of it 
is to do with how the brain is wired .Girls piled into biological sciences and 
languages. Self selection begins at subject choice and despite working hard at this 
area to engage young women and point out the value of physics and maths patterns 
seem to some extent set very early on. 

 



 

Medicine has now got more women than men in it, Primary Teaching is dominated 
by women at all levels. 
 
Archaeology is well balanced and the Law, but there is with all these questions about 
women reaching and maintaining higher levels of position, due to a number of 
issues.    
 
But meeting some of those young women further on in their lives today I detect a 
sense of discontent, a sense of a lost promise, that equality in the work place has not 
provided the equality it was supposed to provide. 
 
In my opinion there are residual equality issues, but more gallingly is this sense of 
lost promise and that work itself and the work patterns of today are less 
attractive. 
 
Virtually all women want to fit a family into their lives its natural for them but it is 
essential for the country too for the demographics. Government while wanting a high 
participation rate of women also needs to recognise that the next generation needs 
to be not just to be produced but nurtured properly to become fully rounded 
emotionally stable human beings. 
 
 
More Than Equal 
 
It has not been sufficient to offer equality in society to women. Women need to be 
offered a new status; more than equal. Fully recognising their dual roles. 
 
Women need to be recognised and given status in society not just as workers 
and professionals but they need this extra recognition of this key central role 
ie child bearing and child rearing. 
 
Communist countries and the extreme right countries have offered equality but the 
reality is that women end up doing two jobs juggling families and the demands of 
work. In Russia the men leave or the women leave them because of alcohol 
problems. In America the intensification of work, the 24/7 economy and the icon of 
the single “Sex in the City” lifestyle puts pressure on women and encourages late 
marriages, crucially when a woman is well established in her career, bringing them 
sometimes to gut wrenching changes of lifestyle. 
 
Few men experience what one of my relatives did when as a successful London 
Corporate Tax lawyer with two post graduate qualifications. Her whole lifestyle was 
geared to the corporate one, late working, bonuses, after work socialising she found 
herself at home alone with a baby. She took her own life. 
 
On reflection she was suffering loss of status, self esteem loss of economic freedom, 
as well as having to meet the needs of a child.  
 
Specifics 
 
Low Pay and the 24/7 economy. 

 



 

 
Low pay in this country is an issue . It may not seem like it for middle class 
professionals but shop workers catering workers in the private sector are at the 
bottom of the heap in pay .What does this mean? It means that people have to work 
long hours to make a living wage. If the worker is a women it means she has to find 
child care for free and or pay for it or as a consequence of cost, not work.  
On top of this they are the ones at the forefront of the 24/7 economy. Who is that 
person behind the bar at 2 am. She may be a working single mum. Who is that 
person in the supermarket at 11 pm at night, another working mum. Who is that 
nurse that tends you in hospital at 3 am, a working mum? Who is that woman in the 
school holidays who is serving you coffee and is not with her own children? Yes, 
you’ve got it, a working mum. 
 
Of course not always - it may be a PhD graduate or other professional unable to find 
work in their specialism, or it may be someone from another EU country desperate 
for a better living standard but who is looking after their kids? 
 
Low Pay means that people are also squeezed by commuting costs, long travels to 
work, by long hours and the quality of life suffers for them and their family. 
 
Another hidden aspect of Low Pay is that two partners in a household are literally 
forced to work to keep afloat financially. This is in effect Low Pay with no room often 
for redundancy, for time off, for childcare. 
 
Work is Changing  
 
Intensification and Dumbing down 
 
There are seemingly two almost contradictory things going on. 
 
Some skills are disappearing because of outsourcing abroad and mechanisation. 
Some of those jobs that remain are simplified because of technology. 
  
Other jobs are intensifying ie new pressures on speed, on depth are being exerted 
intensification going on in work. 
 
Its faster more demanding stressful this is happening in Nursing and Teaching for 
example. 
 
Intensification also means an expectation of working beyond contracted hours for 
free.  
 
Women are well represented in both of these major social changes. 
 
Many health service jobs which employ a lot of women are intensifying as the pace 
of change and service targets are integral today. 
 
Some shop work has dumbed down; there is less need for counting skills, or even for 
communication skills in some supermarket jobs.  
 

 



 

The intensification means pressure, stress, conflict on family and individual life and 
can mean mental and physical illness. 
 
Coupled with intensification of the work itself is the effect of cuts where people have 
been removed to save money and not replaced making more pressure on those who 
remain. 
 
The dumbing down can mean well qualified people working below their potential 
often for long hours and low pay. Particularly galling if you are trying to pay off 
student debt. This also means unhappy life styles where people feel thwarted, and 
left with failed ambitions.  
 
 
Short Term Contracts 
 
Short term contracts came in to give employers maximum flexibility to hire and fire at 
will. They have gained ground because of another reason which is short term 
funding . 
 
I am the chair of a charity much of our funding is yearly some two yearly . This sort of 
funding regime means that the employer is nudged towards short term contracts to fit 
in with the funding regime. 
 
Many women find themselves on short term contracts in the health service, teaching, 
industry, the media. This adds pressure to an already pressured life, lowers 
commitment to the work and to the employer and adds to the instability of society. 
 
An unintended consequence of short term contracts is that getting qualified in the 
workplace where an employer pays for in service training is less likely to be offered 
as the employee is seen as temporary. 
 
Skills need nurturing and attention and the skill base could be suffering because of 
short termism. 
 
Cuts mean a loss of skills from that workplace and the economy . 
 
Much used to be said about the German apprenticeship system and its stability. It 
takes a long time to create a ships captain, a pharmacist, a doctor, an engineer, an 
oil field technician, a teacher, you need 5, 6 or 7 years lead in time in the system, 
money to fund the training and stability. 
 
 
Women Returners 
 
For women broken career patterns are the norm . This needs attention not just for 
them as a sex or as individuals but for the economy as a whole. 
 
When I mean attention I mean attention to support mechanisms, availability of 
training and education and child care support. 
 

 



 

Losing Your Place   
 
As new technology romps ahead someone out of the workplace can be left well 
behind and as straight return to work after even a three year absence becomes 
scary without retraining so there is pressure is felt by some “not to lose your place” 
and some women go to extreme lengths to hold onto a position . So also are aware 
that if they leave their job will actually disappear because of the cuts. 
 
Some professions have returners course, refreshers course. But the high cost of 
privately pursuing retraining is a prohibitive factor. 
 
The ability of a young mum to pay for and find the time to get into training or a 
college depends on costs, grants, child care.  
 
In my experience once children were in nursery, women began to explore returner 
options often in this period reskilling or training for a new profession. 
 
When school proper begins for her children more training education or part time work 
is sought for interest and for the money. 
 
The back bone of this issue is local education colleges. 
 
The state of local education colleges is crucial in this issue their funding and the 
availability and range of courses and cost of courses. 
 
Some colleges offer child care in situ and this can be extremely helpful both in terms 
of time, convenience and if low cost, affordability. 
 
Employers have a role to play with work experience and work shadowing programs, 
and part time working at home to keep skilled workers but many report that they are 
left out of the loop for in-service training and other related knowledge being shared at 
work. 
 
 
Child Care: true costs  
 
There has been a tendency to push towards children being in some sort of child care 
from a younger and younger age. (see linked point about “losing your place,” above). 
 
Some of this is financial pressure undoubtedly, but some is the promotion of the idea 
that children are seen as a negative experience talked of by women, and men, as an 
interruption of the working women’s right to work.  
  
My brother had a partner who put her 2 year old to a carer at 6.30am so the mother 
could commute to London. The carer then took the child at 8.30am to the nursery 
then the carer picked the child up at 5pm then kept her until the mother returned at 
6.30pm. There many examples of this.  
 
This is a stressful regime for the child for the carer for the mother. 
 

 



 

Why have we got into this mentality that work is the god, at any price ? That children 
are commodities to be almost bundled out of the way. 
 
Where are the rights of the child to be nurtured to have a normal rhythm of a day? 
 
Is this the high cost to us of the promoted lifestyle we have accepted and created, 
mortgages, cars, appliances, furniture? 
 
Is this acceptable set against the high cost in money to pay for child care and time of 
commuting? 
 
Family Breakdown 
 
Both my own experience in schools and that of my wife who is a teacher is often the 
high prevalence of family breakdown in today’s society. 
 
Given what I have said earlier on a number of topics we can see that for the modern 
women should we be surprised that this is happening? 
 
Asked to go against biology, asked to have dual roles, both intense? 
 
And given false hopes that work on its own would be the emancipator? 
 
Our local schools here now have counselling for teenagers ;the principal reason 
listed for coming to counselling is dealing with family breakdown. 
 
And there are real costs in child behaviour, loss of concentration, crime and so on 
from family breakdown. Any farmer would tell you that stability is crucial for rearing 
good stock. 
 
Unwillingness to face some truths about our society 
 
Work has not emancipated women in the way they hoped. 
 
We need Equality Plus ie targeted better support for women at all stages of training, 
education and employment. this means respect and acknowledgement of their dual 
role   
  
We need to not encourage so many women to abandon child care in the early years  
(0 to 3yrs). 
 
By a) establishing a new norm ie a much more positive steer to the concept that “ in 
the earliest years,mother involvement is a crucial vital role” and giving it status,  
 
By b) offering early years support, supported mother and toddler groups, also 
projects such as Home Start. 
 
By c) considering some payment to be at home in the role of mother in these 
early years.( as you go apoplectic remember what it costs for the alternative; 
childcare costs, commuting costs, family break up costs). 

 



 

 
By d) making baby care compulsory at school for all pupils thus dispensing with the 
notion that we all know what to do with a baby or young child. 
 
By supporting mothers (parents) at their children’s transition stages such as 3/ 4 
years using nursery provision. 
 
By getting work places to formally recognise mothers in work have added 
responsibilities at home, a dual role, and to have workplace provision such as 
flexible hours, home working arrangements, maternity, paternity leave. 
  
By having good provision for women returners in terms of refresher courses, college 
provision, college crèches, help with child care costs. 
 
These suggestions will not be popular with some. I have not mentioned men . 
 
Men have benefitted from sexual equality in the workplace and in society at large. 
 
For example there are some of us men acceptably at home looking after the house 
and children. 
 
There are others exploiting the new sexuality to remain absent fathers, cuckoos 
flitting from one partner to the other. 
 
Men anxiously thinking of how to survive financially seek out well paid women. 
 
But career divergence where one partner gets sent or is offered attractive work in 
another location often splits couples. 
 
Men have been relieved of the sole financial burden of providing for the family. Many 
a redundant miner was glad he had a working wife.  
 
But in bars men see the new stressed out working women boozed up at the 
weekends. 
 
Women talk of the lack of commitment. 
 
Men find a high pressures in relationships often connected to a stressed out working 
partner, can and do leave, because there are new norms of sexual choice.  
 
In Conclusion: 
  
In my opinion there are residual equality issues, but more gallingly is this sense of a 
lost promise;  
 
Work itself and the work patterns of today are not providing an attractive 
lifestyle. 
 
We have created a frantic, stressful workplace for women ( and for men) - we 
need to address that for both sexes. 

 



 

 

Because men have a vested interest in having well qualified happy, successful 
partners, wives and daughters, men should wholeheartedly put their shoulder 
to the wheel for change. 
 
3 December 2012 
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Written evidence submitted by Maternity Action 

 
 
 
1. Executive summary 
 
1.1 In 2005, an estimated 30,000 women each year lost their jobs as a result of pregnancy 
discrimination. Pregnancy discrimination has increased since the economic downturn. 
Women who lose their jobs as a result of pregnancy discrimination tend to experience a 
significant drop in income. 
 
1.2 Pregnancy discrimination includes unfair redundancy processes, poor health and 
safety protection, unfair performance management processes and blatant cases of unfair 
dismissal. 
 
1.3 Of those women who lost their jobs as a result of pregnancy discrimination, 8% 
pursued formal action and only 3% took their claims to the employment tribunal. Women 
face significant barriers to exercising their rights including: competing demands of 
motherhood, access to advice services, employment tribunal fees, the abolition of the 
questionnaire procedures and negative attitudes towards maternity rights. 
 
1.4 Maternity Action recommends: an investigation into pregnancy discrimination following 
the economic downturn; a focus on prevention; adequate funding for advice agencies; 
dropping planned employment tribunal fees; reinstating the discrimination questionnaire 
process; and clear statements from Government on the value of maternity and parental 
rights to families and the economy. 
 
2. About Maternity Action 
 
2.1 Maternity Action is a national charity working to challenge inequality and promote the 
health and wellbeing of all pregnant women, new mothers and their families. 
 
2.2 Maternity Action provides online information and telephone advice on maternity rights 
at work and maternity benefits. Each month, parents download 30,000 information sheets 
from our website and we answer over 200 advice calls. 
 
2.3 Maternity Action leads on the Valuing Maternity campaign.1 This campaign is calling 
on the Government to champion pregnant women and new mothers during the recession 
and has support from 20 voluntary organisations, unions and health professional 
organisations. 
 
3. Legal protection for pregnant women and new mothers at work 
 
3.1 The Equality Act 2010 states that it is unlawful discrimination to treat a woman less 
favourably on the grounds of her pregnancy or because she wants to take or has taken 

                                                 
1 www.valuingmaternity.org  
 

http://www.valuingmaternity.org/


maternity leave. To show discrimination a woman does not have to compare herself to 
how a man might have been treated. She must show that ‘but for’ her pregnancy she 
would not have been dismissed or treated less favourably. All employees, casual workers, 
agency workers, freelancers and self-employed women are protected by discrimination law 
from day one of their employment. 
 
3.2 The Employment Rights Act 1996 s99 and Maternity and Parental Leave etc 
Regulations 1999 reg 19 protect employees from detriment or dismissal on the grounds of 
pregnancy or maternity leave. This applies from day one of their employment. 
 
4. Nature and incidence of pregnancy discrimination 
 
4.1 The 2005 Equal Opportunities Commission (EOC) investigation into discrimination 
against new and expectant mothers in the workplace is the most recent national research 
on the nature and incidence of pregnancy discrimination.2 Two investigations by the 
Equality and Human Rights Commission have identified significant problems of pregnancy 
discrimination in specific industries: the finance sector (2009) and the meat and poultry 
processing industry (2010). 
 
4.2 The EOC investigation found that pregnancy discrimination was widespread and had a 
significant impact on women’s workforce participation. Half of all pregnant women and 
new mothers in the workforce had experienced some form of pregnancy discrimination. 
An estimated 30,000 women each year lost their jobs as a result of pregnancy 
discrimination. This is just under 8% of all pregnant women in the workforce. 
 
4.3 The EOC investigation found that women who lost their jobs due to pregnancy 
discrimination experienced an average 5% reduction in their hourly rate when finding a 
new job. This decreased by 14% for women on low incomes. Women who lost their jobs 
due to pregnancy discrimination missed out on a total of £12 million in maternity pay. 
 
4.4 The Government is not monitoring the incidence of pregnancy discrimination so no 
current national figures are available. There are strong indications that the incidence of 
pregnancy discrimination has increased significantly since the economic downturn. 
Maternity Action has experienced a substantial increase in demand for advice and 
information in recent years and so have other voluntary sector agencies and employment 
law firms. 
 
4.5 The following discussion focuses on pregnancy discrimination resulting in women 
losing their jobs. All case studies are calls to the Maternity Action advice line. 
 
 
 
 
 
 
 
 
 

                                                 
2 ECO 2005 Greater expectations: Final report of the EOC’s investigation into discrimination 
against new and expectant mothers in the workplace Available at 
http://www.maternityaction.org.uk/pregnancydiscriminationresearch.html  
 

http://www.maternityaction.org.uk/pregnancydiscriminationresearch.html


*Unfair redundancy processes 
 
4.6 Since the economic downturn, there has been a growing problem of unfair and 
unlawful selection of pregnant women and new mothers for redundancy. This has 
prompted the Equality and Human Rights Commission and ACAS to release guidance for 
employers on managing maternity and redundancy.3 
 
4.7 Women are encountering criteria for selection which are discriminatory. For example: 
On the day Jane returned from maternity leave, her employers gave her maternity cover a 
permanent position at the company. Just over a month later, they announced that all 
employees in her department were at risk of redundancy due to a re-structure across the 
company. The selection criterion chosen to decide who would be offered the remaining 
jobs was performance over the previous year – when Jane was on maternity leave. Jane 
was selected for redundancy based on this assessment and told that there were no other 
jobs available with the company. 
 
4.8 Redundancy processes are often opaque. It can be difficult for women to prove that 
they have been unfairly selected for redundancy even where there are strong indications 
that this has occurred. 
 
4.9 Under Regulation 10 of the Maternity and Parental Leave etc Regulations 1999, 
women who are made redundant while on maternity leave should be offered any suitable 
alternative vacancy, without interview. This regulation is intended to reduce the risk of 
redundancy during maternity leave and avoid women having to participate in selection 
processes during maternity leave. 
 
4.10 Increasingly, employers are undertaking restructures and recruiting to the new posts 
prior to issuing redundancy notices. Regulation 10 provides limited protection prior to 
issue of a redundancy notice. As a result, women seeking to retain a job with their current 
employer during a restructure are compelled to participate in selection processes during 
maternity leave. This affects the health and wellbeing of mother and baby and women can 
be significantly disadvantaged in the selection process. 
 
4.11 Lucila’s department was being restructured with four existing posts at her level being 
deleted and two new posts created. She was told that selection for the two new posts 
would be based entirely on performance in an interview. She argued that she should be 
offered one of the new posts as a suitable alternative but was told by her employer that 
because at that stage her job was ‘at risk’ (rather than having been made redundant) she 
must go through the interview process. Her colleagues in work were offered interview 
training and given half a day in work to prepare for the interview. 
 
* Poor health and safety protection 
 
4.12 Pregnant women and new mothers are encountering unsatisfactory health and safety 
protections at work. This leaves women to choose between remaining in an unsafe 
working environment, taking long periods of sick leave or leaving this job; all of which can 
have long term effects on their income and health and wellbeing. 

                                                 
3 http://www.equalityhumanrights.com/advice-and-guidance/before-the-equality-
act/guidance-for-employerspre-october-10/guidance-on-managing-new-and-expectant-
parents/managing-pregnant-women/redundancyand-dismissal-during-pregnancy-and-
maternity-leave/  
 

http://www.equalityhumanrights.com/advice-and-guidance/before-the-equality-act/guidance-for-employerspre-october-10/guidance-on-managing-new-and-expectant-parents/managing-pregnant-women/redundancyand-dismissal-during-pregnancy-and-maternity-leave/
http://www.equalityhumanrights.com/advice-and-guidance/before-the-equality-act/guidance-for-employerspre-october-10/guidance-on-managing-new-and-expectant-parents/managing-pregnant-women/redundancyand-dismissal-during-pregnancy-and-maternity-leave/
http://www.equalityhumanrights.com/advice-and-guidance/before-the-equality-act/guidance-for-employerspre-october-10/guidance-on-managing-new-and-expectant-parents/managing-pregnant-women/redundancyand-dismissal-during-pregnancy-and-maternity-leave/
http://www.equalityhumanrights.com/advice-and-guidance/before-the-equality-act/guidance-for-employerspre-october-10/guidance-on-managing-new-and-expectant-parents/managing-pregnant-women/redundancyand-dismissal-during-pregnancy-and-maternity-leave/


 
4.13 Anita worked in a care home for children with challenging behaviour. Four days after 
notifying her employer she was told that she was suspended for the rest of her pregnancy 
without pay; no risk assessment had been carried out. When she questioned her rights 
under health and safety law, she was told by her employers that they were aware of the 
law but would find a way round it and that she "should be glad she's got a job to go back 
to". She was also told that if she was considering further action against them she should 
think about how she would feel when she’d “waited months for the tribunal, lost her job, 
was stressed out and had a miscarriage”. 
 
4.14 Dhanwant worked as an IT trainer for a large company and had to carry around 
equipment for training sessions and set up IT systems; both very physical tasks. Following 
her risk assessment, she was told not to do these tasks whilst she was pregnant. In 
practice this proved impossible as no alternatives were put in place. Four months into her 
pregnancy, she started to haemorrhage and was signed off sick from work for two weeks. 
The haemorrhaging was attributed to the physical work she had been doing. 
 
* Unfair performance management 
 
4.15 Women are reporting performance management processes which are unfounded and 
which follow on from announcement of their pregnancies. 
 
4.16 Denise had worked for a small estate agent for a few years and had always had a 
good working relationship with her employers. Immediately after giving them notice of her 
pregnancy and that she would take six months maternity leave, she received an email 
from her boss telling her that disciplinary action was being taken against her. The issues 
outlined had not previously been raised with her. From that time, she was also 
reprimanded constantly, sometimes about duties that did not fall within her job description. 
Her employer looked through her desk, read her emails and positioned the security 
camera on her desk. He has also withheld commissions due to her (with no explanation) 
and delayed paying her. She was signed off from work with stress. 
 
* Unfair dismissal 
 
4.17 Women are reporting blatant cases of pregnancy discrimination which result in 
women losing their jobs. For example: a woman received her P45 in the mail during 
maternity leave, without explanation; another woman was unable to arrange her return to 
work after maternity leave as her employer did not respond to her repeated phonecalls. 
 
5. Barriers to exercising rights 
 
5.1 The EOC investigation found that very few women took action following pregnancy 
discrimination. Of those who lost their jobs as a result of pregnancy discrimination, 71% 
took no action, not even seeking advice. 8% took formal action, such as submitting a 
grievance. Only 3% took a claim to the employment tribunal. 
 
5.2 The EOC investigation found that relatively few women were aware of their maternity 
rights. Of those who lost their job as a result of pregnancy discrimination, 45% took no 
action as they were not aware of their rights. 
 
 
 
 



* Competing priorities 
 
5.3 Pregnant women and new mothers face significant demands on their time, money and 
emotional resources from their pregnancy and new baby. This is a significant barrier to 
women pursuing formal action against their employer. 
 
* Access to advice services 
 
5.4 Cuts to advice services are limiting women’s ability to obtain assistance to resolve a 
dispute at work. There have been substantial cuts to generalist advice services, such as 
Citizens Advice Bureaux, as well as specialist services. 
 
5.5 Maternity Action provides specialist online information and telephone advice on 
maternity rights at work and maternity benefits. Each month, parents download 30 000 
information sheets from our website and we answer over 200 advice calls. We are facing 
growing demand for our services and we lack the resources to meet this. We currently 
receive 21 times more calls than we are able to answer. Maternity Action receives no 
Government funding to provide our information and advice service. 
 
* Employment tribunal fees 
 
5.6 From mid-2013, women will face fees of £1200 to take a pregnancy discrimination 
claim to the employment tribunal. There are currently no fees for employment tribunal 
claims. We do not believe that these fees will have the effect of deterring unfounded or 
vexatious claimants. As all discrimination claims have an element of uncertainty, the fees 
will effectively deter women with well-founded pregnancy discrimination claims from taking 
action in the tribunal. Women’s inability to afford a tribunal claim will also reduce their 
negotiating position in conciliation proceedings.4 
 
* Questionnaire procedure 
 
5.7 The Government has decided to remove the questionnaire procedure in discrimination 
claims. This will reduce women’s capacity to determine the likelihood of their claim 
succeeding and further deter them from pursuing formal action. 
 
* Negative attitudes towards maternity rights 
 
5.8 In recent years, media discussion of maternity and parental rights in the media has 
tended to characterise these rights as a burden on business and unnecessary red tape. 
This negative attitude towards maternity rights has given a level of social acceptability to 
pregnancy discrimination. Negative attitudes towards maternity rights have been 
expressed by individuals within and close to Government. These include comments by the 
then Director of Strategy at Number 10, Steven Hilton, on the desirability of abolishing 
maternity leave (2011); and the Free Enterprise Group, associated with Conservative MPs, 
on exempting small employers from maternity leave (2012) 
 
 
 
 

                                                 
4http://www.maternityaction.org.uk/sitebuildercontent/sitebuilderfiles/maternityactiontribfees2
012.pdf  
 

http://www.maternityaction.org.uk/sitebuildercontent/sitebuilderfiles/maternityactiontribfees2012.pdf
http://www.maternityaction.org.uk/sitebuildercontent/sitebuilderfiles/maternityactiontribfees2012.pdf


6. Recommendations 
 
6.1 There is an urgent need for an investigation into pregnancy discrimination to document 
the nature and incidence of discrimination following the economic downturn. 
 
6.2 The Government should intervene to prevent pregnancy discrimination rather than 
leaving it to individual women to take action when incidents occur. 
 
6.3 Specialist and general advice services should be adequately funded to ensure that 
women can access information and advice about maternity rights. 
 
6.4 Employment tribunal fees for pregnancy discrimination claims should not be 
introduced. 
 
6.5 The discrimination questionnaire procedure should be retained. 
 
6.6 The Government should make clear and unambiguous public statements about the 
value of maternity and parental rights to families and the economy as a whole, and publicly 
challenge any criticism of maternity rights. 
 
24 December 2012 
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Written evidence submitted by Dr Heather McGregor 

 
 
 
 
Managing Director and Owner of the executive search firm Taylor Bennett, which specialises in senior 
communications appointments. I am also a founder member of the steering committee of the 30% club. Her 
book, Careers Advice for Ambitious Women, was published in January 2012 and is now a best seller, 
translated into several languages including Italian, French, Portuguese for the Brazilian market, and 
Japanese.  
 
Activity through the 30% club 

The 30% Club is a group of Chairmen and organisations committed to bringing more women onto UK 
boards, because they believe it is good for the overall effectiveness of the boardroom - and therefore good 
for business.  The club launched in November 2010, and its aim is to achieve the 30% goal of women on 
boards by 2015. 

There has been strong progress to achieving this goal: 

• Initially there were 7 founding chairmen supporters; now there are 55, representing 60 companies 
between them 

• At launch, 12.5% of FTSE-100 board directors were women and this figure had not changed for 4 
years; today 17.3% of FTSE-100 board directors are women 

• The pace of change is accelerating sharply: in 2010 12% of the previous 100 FTSE-100 non-
executive appointments were women; since March 2012 55% of non-executive FTSE-100 
appointments have been women.   

The pipeline is increasing.  There are many well qualified women but they need encouragement and 
support. 

What next? 

The rate of growth of female Executive Board members has been slow.  This is where efforts need to be 
focused.  There needs to be more visibility of the executive pipeline within companies.   

Larger companies need to be encouraged to identify and support aspiring and talented women. However, 
this needs to be a business-led, voluntary change, in contrast to the EU pressure for a quota.  The 30% 
club believes strongly that this must be achieved without legislation. 

A summary of key issues which Heather McGregor believes senior women need to address in order to 
progress is attached here (Appendix 1), and detailed in Careers Advice for Ambitious Women.  

A specific recommendation, supported by the 30% club, is that: 

The nomination committee of a public company should have the power to request information 
regarding the gender record of the executive search firm to be used for senior appointments, non-
executive, or executive.  

By way of example, I attach to this submission the gender record of my own company over the last 4 
financial years (Appendix 2).   

 

 
 

 



  

 
 

 

Appendix 1 

Heather McGregor believes that the overriding issues to be addressed by women seeking to build a career 
today are: self-confidence; time management; and the establishment of an effective strategy to cover the 
child-bearing years. The following points build on these 3 essentials. 

• Continue to develop human capital; 2/3 of MBA students are still male 
• Develop social capital; if there is no obvious opportunity, make it yourself 
• Learn how to ration time. There are 168 hours in a week and for a busy woman this time will be 

hugely dissipated. You cannot achieve without sacrifice.  
• Stop trying to have it all and do not feel inadequate that you can’t. Whether male or female you 

can achieve the things you want over a lifetime, not all at once.  
• Delegate and outsource 
• Acquire financial fluency 
• Establish a position of thought leadership 
• Cultivate your team skills beyond and outside of the workplace 
• Build in a third dimension to your life, whether as a junior employee or at the most senior level and 

seeking a board position 

 

Appendix 2 

Taylor Bennett Ltd placements  - gender record 

Financial Year 

Placed Candidates 
 

Placed Candidate Salary Brackets Shortlisted 
Candidates 

Male  Female Salary (£) Male Female Male  Female 

2008-2009 24 25 

60-99k:

100-149k:

150k+:

11 

10 

3 

17 

6 

2 88 72

2009-2010 32 33 

60-99k:

100-149k:

150k+:

18 

9 

5 

19 

10 

4 110 91

2010-2011 35 25 

60-99k:

100-149k:

150k+:

16 

14 

5 

16 

7 

2 65 69

2011-2012 44 29 

60-99k:

100-149k:

150k+:

15 

16 

13 

19 

10 

0 93 92

 

19 November 2012 
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Written evidence submitted by The Mentoring Foundation 

 
 

Executive Summary 
 
This submission makes the following key points in addressing the specific questions 
listed by the Department in relation to its inquiry: 
 

1.  In our experience stereotyping and women’s failure to progress to the top of 
large organizations result from complex and often invisible barriers such as lack 
of confidence, pre-conceptions about what it take to succeed, lack of relevant 
role-models for women and feelings of isolation and ambivalence.  Interventions 
which tackle these root causes are needed and our work demonstrates that 
effective mentoring relationships with powerful business role-models (both male 
and female) fulfil those needs and can bring about real change. 

2. The voluntary, business-led approach adopted by the UK following Lord Davies’ 
review in 2011 for tackling board diversity is yielding results and enables flexible 
interventions which address the real causes of the problem. 

3. We believe that the Mentoring Foundation’s model of effective mentoring 
relationships could be applied more broadly to meet the aims of the Department 
in tackling diversity challenges as women study, enter the workplace and 
progress in their careers. 

 
The Mentoring Foundation 
 
The Mentoring Foundation operates the FTSE 100 Cross-Company Mentoring 
Programme which was established in 2003. It facilitates mentoring relationships for 
senior women executives in FTSE 100 or equivalent organisations and has recently 
expanded to apply to FTSE 250 companies and equivalent.  The Programme’s aims 
include:  
 

(1) to bring the challenges of senior women executives to the attention of Chairmen 
and Chief Executives of leading companies; and  

(2) to help Mentees, through the advice and guidance provided by their Mentors, 
attain Board positions or otherwise progress their careers. 

 
All 54 Mentors on the FTSE 100 Cross-Company Mentoring Programme are Chairmen 
or Chief Executives of FTSE companies, or their equivalent in the public sector. To date 
94 Mentees have participated in the Programme and 81 of those Mentees have gone on 
to achieve significant career success. 14 of the female non-executive director 
appointments made in the last 24 months have been Alumnae of the FTSE 100 Cross-
Company Mentoring Programme. The Programme has been replicated in European 
countries such as France, Hungary, Turkey and Ireland as well as outside Europe 
including in Australia and South Africa.  
 

 
 



The Mentoring Foundation and the FTSE 100 Cross-Company Mentoring Programme 
can be regarded as part of the self-regulatory initiatives taking place in the UK, although 
the Programme pre-dates recent regulatory threats (namely of quotas) and  self-
regulatory interventions. 
 
The Mentoring Foundation operates at the heart of the underlying issues being 
examined and is accordingly delighted to respond to this Inquiry by the Business 
Innovation and Skills Committee.  Peninah Thomson, CEO of The Mentoring Foundation 
and author of four books on the subject of gender and the board room, responded to the 
recent European Commission Consultation Process and to the House of Lords Select 
Committee Call for Evidence on this subject in her own name and on behalf of The 
Mentoring Foundation.  The Inquiry examines a number of questions, some of which are 
not within the scope of the Mentoring Foundation’s work.  The Foundation will therefore 
limit itself in this submission to responding to questions in which it has relevant 
expertise. 
 

1.  How should the gender stereotyping prevalent in particular occupations, for 
example in engineering, banking, construction and the beauty industry, be 
tackled? 

 
1.1 One of the aims of the FTSE 100 Cross-Company Mentoring Programme is to bring 
the obstacles to success faced by women to the attention of Chairmen through the 
mentoring relationships that we build.  This aim has many purposes which go to the 
heart of the question that you raise as to how stereotypes can be tackled. Our 
experience offers some insights into the prevalence and complexity of stereotyping and 
how mentoring-based interventions can help. 
 
1.2 Discussions with our Mentees over our 10 years of operation have been very 
revealing on this subject.  Many of our Mentees come from traditionally “male” work 
environments such as the engineering, banking and construction industries you mention.  
We have found that women in these roles often hold deep-rooted assumptions about 
what it takes to succeed, what a successful person is like and how they are viewed as 
women, based often on perceived differences between how men and women operate. 
The manifest result of all of this can often be that women lack confidence and feel 
isolated and unheard in their working environments, which offer them few if any relevant 
role-models for success and discourage them from their ambition to reach the top.    The 
mentoring relationships facilitated by the Foundation (lasting 12 or 24 months) for senior 
women, pairing them with company Chairmen (the vast majority of whom are men) have 
proved to be an extremely effective means of overcoming some of these barriers to 
progress.  Our Mentees form strong relationships with some of the country’s most senior 
business figures who offer them advice, support and the benefit of their professional 
experience.  They frequently describe their mentoring experience as transformational 
and their Mentors as inspirational role models. The mentoring relationship also brings 
these women to the attention of top businessmen, offering them a degree of visibility and 
contact which may not otherwise be afforded to them, particularly as data demonstrate 
that women frequently do not have access to powerful networks.   The success enjoyed 
by our Alumnae Mentees reflects the effectiveness of this intervention. 
 
1.3 Our view is that well-run effective programmes of mentoring relationships across 
industries and starting in schools, targeted at students, young women entering the 
workplace and beyond could make a material contribution to overcoming the types of 

 
 



stereotyping you identify, supporting women as they make their studying and work 
choices and following them through their working life. 
 

2. What more should be done to promote part-time work at all levels of the 
workplace and to ensure that both men and women have opportunities to 
gain senior positions within an organization while working part time? 

 
2.1 The Mentoring Foundation does not hold data relevant to this question.  Annecdotal 
feedback from our members suggests that current flexible working policies are not 
sufficient to bring about sustainable change in attitudes towards part-time work.  Existing 
research indicates that many women feel unable to benefit from these policies for fear of 
being overlooked for promotion (Liff and Ward (2001), Distorted views through the glass 
ceiling. Gender, Work and Organization (8), 19-36).  
 
2.2 Discussions with both Mentors and Mentees reveal that relevant role-models (both 
male and female) and a safe environment, in which women and men feel safe to raise 
matters of work life balance, might help.  Some of our participants believe that a real 
cultural shift is needed before part-time work can be enjoyed at all levels within 
organizations.  There is also a question as to whether many of the women who are now 
at the top of organizations feel willing or able to support increases in flexible part-time 
working, in particular as this is unlikely to have been an option they experienced.  
 

3. To what extent have the recommendations in Lord Mervyn Davies’ Report 
“Women on Boards” (published in 2011) been acted upon? 

 
3.1 The Committee will be aware of progress reports published, including Lord Davies’ 
first annual review in July 2012.  In that report, material progress was demonstrated in 
the number of female appointments to boards and also in the number of search firms 
that have signed up to the new code of conduct aimed at increasing the number of 
women on board shortlists. 
 
3.2 Figures published on the Professional Boards Forum Boardwatch website indicate 
that overall female board appointments have risen to 17.3% overall, with 21.5% of NED 
appointments going to women (up from a previous three year plateau in 2011 of 15.6%) 
and 6.6% of Executive Board positions going to women (up from 5.5%).  The UK is now 
in line to meet Lord Davies’ recommended targets for 2015.  
 
3.3 As progress develops in the UK, focus is now turning to sustainable long term 
change through developing and sustaining the “pipeline” of next-generation talented 
women to succeed to the very top. To that end, with support from some of our existing 
member companies, The Mentoring Foundation is launching a new pilot initiative 
(Programme 2.0) to offer women at the junior end of senior management mentoring from 
very senior female executives in other companies.  The Mentors for Programme 2.0 are 
all Alumnae of the main FTSE Programme.  Therefore, women in the pipeline will be 
supported by some of the most senior female executives in UK companies, who have 
themselves benefitted from mentoring from Chairmen of FTSE 100 or equivalent 
companies.  This “ripple” effect from one Programme to another will provide women in 
the pipeline with Mentors and role models as well as access to a growing network of 
powerful women and the Chairmen who have supported them.  We believe that these 
initiatives offer a sustainable model for change that address the root causes of why 
women are being held back. 
 

 
 



3.4 Given the figures and our experience of participation by companies in our voluntary 
activities, we would echo the words of Vince Cable, Secretary of State for Business that 
the “UK’s business-led approach to achieving boardroom diversity is working” (2011).  
Our evidence indicates that the same approach is now being applied to the task of 
developing and sustaining the pipeline of future women business leaders. 
 

4. To what extent should investors take into account the percentage of women 
on boards, when considering company reporting and appointments on the 
board? 

 
4.1 Changes to the UK Corporate Governance Code, which came into force on 1st 
October 2012, require companies to publish their policy on diversity and publish 
progress against that policy annually as well as taking diversity into account when 
considering a company’s effectiveness. 
 
4.2 It seems that, given these requirements and the recommendations made by Lord 
Davies in 2011, diversity information will be publicly available and may well affect market 
sentiment about companies (although there is no evidence yet to indicate how that 
sentiment might be affected by the recent changes to the Code). 
 
4.3 Other than monitoring these regulatory changes The Mentoring Foundation is not in 
a position to comment on the role of investors. 
 

5. Why are there still so few women in senior positions on boards, and what are 
the benefits of having a greater number? 

 
5.1 The factors holding women back from achieving senior positions in greater numbers 
are widely acknowledged to be manifold and complex.  Those obstacles identified in 
research and highlighted in our answer to question 1 give some insight into the invisible 
and deep rooted nature of many of those barriers.  They underpin the approach at The 
Mentoring Foundation to offer highly effective and rounded mentoring relationships with 
UK business leaders in order to tackle those obstacles at their root cause.  
 
5.2 The benefits of achieving more women in senior business roles, including on boards, 
have been widely debated and can be categorised as relating to financial performance, 
corporate governance and board room behaviour: 
  
5.3 Numerous studies have found strong correlations between the number or proportion 
of women on boards and financial performance (McKinsey (2010).  Women Matter: 
women at the top of Corporation). It has been hard to demonstrate a clear, causal link, 
but the weight of evidence strongly suggests there is such a link. Such microeconomic 
benefit aggregates to macroeconomic benefit. 
 
5.4  In addition, research suggests a causal link between the proportion of women on 
the board and the quality of corporate governance (Adams and Ferreira, Journal of 
Financial Economics, 2008). This suggests overall macroeconomic risk, of which we 
have become acutely aware in recent years, will be reduced when there are more 
women on company boards.  
 
Finally, Sir David Walker in his 2009 Review of Corporate Governance highlighted the 
dangers of overly collegiate “groupthink” and how more diverse boards would avoid its 
pitfalls.  Groupthink is a psychological phenomenon defined as "A mode of thinking that 

 
 



 
 

people engage in when they are deeply involved in a cohesive in-group, when the 
members' strivings for unanimity override their motivation to realistically appraise 
alternative courses of action”  (Irving Janis, Victims of Groupthink: a Psychological Study 
of Foreign-Policy Decisions and Fiascoes. Boston: Houghton Mifflin).  
 
5.5 Speaking before the House of Commons Treasury Select Committee on 22nd May 
2012, Sir David described the need for “challenge” in the board room and how gender 
diversity can help avoid groupthink:  “The word I have been very keen to deploy and 
promote, greatly irritating some, is “challenge”.  Diversity is likely to provide, invite, elicit 
challenge and women are part of it.” 
 
5.6 The Department has itself highlighted some of the benefits of greater diversity on 
company boards, with Vince Cable, Secretary of State for business stating that: 
 
 “Diverse boards are better boards: benefiting from fresh perspectives, talent, new ideas 
and broader experience which enables businesses to better reflect and respond to the 
needs of their customers. This is good for women, good for companies who need to be 
the best they can be in order to compete in today’s tough global market place, and 
ultimately good for the UK economy as a whole. It is essential that Executive Search 
Firms and Chairmen continue to use the Code to increase this rate of change”. (2012) 
 
5 October 2012 
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Written evidence submitted by Mr Steven Moxon 
 

 
EXECUTIVE SUMMARY 
 
1. The central and first issue to address is not what measures can be taken to 
increase the proportion of those at high levels in organisations who are women, but 
whether or not this can be achieved even in principle, given relevant scientific 
understanding. As I outline, the seldom discussed, but overwhelmingly evidenced 
scientific research reveals ineradicable very deep-seated (biologically-based) 
reasons why few women are on company boards in comparison to men, and why 
this will never substantially change. 
 
2. The central question of feasibility in principle is relegated to almost the bottom of 
the list of questions in the remit (and is only a half question at that; inappropriately 
linked as the other half to another question that has as its implicit assumption that 
measures would in fact provide a benefit), indicating a serious political reluctance to 
even broach it. Yet irrespective of the political position the Select Committee may 
adopt, if the science is ignored and measures are taken to try to increase the 
proportion of women on company boards, then (for reasons I outline) this is not 
unlikely to be counter-productive and lead even to a decrease, let alone to no 
change. 
 
3. At least by taking into account the science, then this sort of adverse impact on 
women may be minimised. Given the general appreciation that women would have 
been given further help, then any women who do get on to a board would be 
regarded even more than at present as having risen not according to their talents. 
Consequently, measures easily could serve generally to undermine women in the 
workplace, in direct opposition to the intention. 
 
4. Women do not reach high levels in organisations for reasons of major 
ramifications of the essential functional difference – indeed dichotomy (profound, 
non-overlapping difference) – between the sexes, that impact not only on relative 
competitiveness but also in terms of the social structure and dynamics distinctive 
according to sex. 
 
5. Not only is the nature of the workplace structure in accord with male sociality and 
at odds with that of the female, but competitiveness per se is inimical to how women 
behave in the presence of the opposite sex: whereas men actually become more 
competitive as part of their displaying to women; women actually back away from 
being competitive because this compromises their displaying to men the attributes 
that confer female mate-value. Furthermore, male competitiveness allied to the male 
facility to focus leads to men intensifying competitiveness in areas that are 
favourable to them but withdrawing from other areas, resulting in a distribution of 



effort on any particular measure showing a pronounced polarised spread, with males 
disproportionately at both the top and the bottom of variation. This contrasts with 
women tending to crowd the median of any distribution. Consequently, even if there 
were in aggregate no sex difference in performance or aptitude – and not excluding 
in competitiveness itself -- then still there would be ten times as many men than 
women at the top. 
 
 
A BRIEF INTRODUCTION TO THE SUBMITTER 
 
6. Given the central question posed in the Inquiry remit of 'why are there still so few 
women in senior positions on boards', I feel that I am in a very strong position to 
provide an answer and therefore to make a submission. As a cross-disciplinary 
researcher and published writer regarding the nature and basis of human sociality 
(social structure and dynamics), with a special interest in the sexes, in particular I 
focus on the neglected but crucial necessity of fully understanding the deep 
biological roots of sex differences that are ineradicable and profound. 
 
7. My work appears in science journals, and also in book form through the renowned 
academic publisher, Imprint Academic: The Woman Racket: The New Science 
Explaining How the Sexes Relate at Work, At Play and in Society (2008). This has 
had a considerable influence amongst evolutionary psychologists in particular, 
receiving distinct praise from Professor Geoffrey Miller (University of New Mexico, 
USA), the author of the ground-breaking book, The Mating Mind. My MS had 
received such a glowing review from Professor Bruce Charlton (Universities of 
Newcastle and Buckingham) that Imprint Academic felt immediately obliged to 
publish it, and Professor Charlton provided assistance in further development. 
 
8. Women and work is the subject of the book's most prominent chapter, for which I 
had some help in content and overview from the world's leading expert on this topic, 
the sociologist Catherine Hakim, formerly of the LSE. 
 
9. Constantly researching, I am always preparing papers and working towards a 
follow-up book to include all of the relevant science irrespective of disciplines. 
 
10. Mine is a contribution of the sort standard academics are unable to make owing 
to their specialisms. You will appreciate that without a full and wide-ranging scientific 
understanding of the basis of why women tend to fail to rise within workplace 
hierarchies, any policy initiatives to try to change the current reality are doomed to 
failure; if not, indeed, actually to produce the very opposite effect to that intended. 
 
11. It is widely agreed that this is already evident in the attitude of businesses to 
maternity and childcare legislation, and it cannot be assumed that even just the 
threat of imposing such as quotas will not produce overall a negative impact on 
women. Indeed, and as I outline, in some respects the agents of a negative impact 
on women of trying supposedly to help women, are likely to be women themselves. 
 
 
 
 



SUBSTANTIVE COMMENTS 
 
The Reasons Why Women Won't Match Men in the Workplace 
Irrespective of Whatever Action is Taken 
 
12. My submission is to address the one central question in the remit: “Why are 
there still so few women in senior positions on boards, and what are the 
benefits of having a greater number?” As I outline below, the actual reasons for 
the first part of this question are not those usually supposed, which are implicit or 
explicit within the Inquiry's remit. The actual reasons render irrelevant all of the other 
set questions, so there would be no point in my answering them. Despite its absolute 
centrality, and the question that needs to be asked before any other, the first part of 
this question is near the foot of the several questions within the remit, which is 
thereby revealed to be fundamentally misguided and ideologically motivated. This is 
also revealed by the second half of this question in its being loaded to assume a 
benefit; apparently not even accepting the possibility of no benefit, let alone of a 
disbenefit. 
 
13. PRELIMINARY NOTE 
This submission necessarily is in terms of the roots of human social structure / 
dynamics, because only a 'bottom-up' analysis from the biology can explain what is 
going on with women in the workplace. It is too often not understood that all culture 
is itself biology in being a manifestation of human psychology evolved to function to 
feed back to fine-tune and reinforce the biology underpinning it. Consequently, 
culture never goes off at a tangent such that it needs its own level of explanation 
beyond biology; and far from being obscured by culture, actually culture serves to 
render the biology ever better expressed. The problem with a 'top-down' perspective, 
as from sociology, is that culture has evolved not least to further the biology in an 
'ignorance is bliss' way to obscure from us its working, and even to cause self-
deception. The upshot is that sociological starting premises are really ideological and 
not scientific positions, into which any data is prised as a circular exercise little better 
than a tautology. Therefore, the biological perspective is the necessary one, and so 
any investigation has to start with the evolved roots of human social structure / 
dynamics to see if sex differences or dichotomies exist that account for women's 
failure to climb the workplace hierarchy. 
 
14. The executive board of a commercial enterprise is at the apex of a form of 
organisation essential and therefore common to all workplaces of a hierarchy, which 
is the form of organisation of human male sociality apparent right from early toddler 
age onwards (this fact having been long universally accepted in the science 
literature, so there is no need to cite any here). Same-sex (all-male) dominance-
hierarchy is a ranking of individual males otherwise relatively loosely inter-connected 
within a coalition. It is entirely different to the female form of sociality, also evident 
from early toddler age, of what is generally dubbed a 'personal network' of much 
more intimate same-sex dyads (twosomes) extending out from family to friends and 
acquaintances. Dominance hierarchy is the male form of sociality ubiquitous across 
species in biology, ineradicable in humans, and fundamental to the essential 
biological function of the male, which is as the 'genetic-filter' [1. 2.] (or, as very 
similarly but alternatively conceptualised, 'mutational- cleansing'). [3.]  
 



15. To unpack this a little for essential background to subsequent discussion: within 
the dominance hierarchy, competitive defeat causes an individual male to be 
reproductively suppressed (low fertility and sex drive), and to be rejected sexually by 
females; whereas competitive victory confers higher-status, indicating ‘good genes’. 
As the lower-status males fail, absolutely or relatively, to reproduce, this system rids 
the gene pool of accumulated gene-replication error (deleterious mutations and 
recombinations) that otherwise would lead to local and ultimately to species 
extinction. This is the male ‘genetic filter’ or ‘mutational cleansing’ function in action, 
and thus is solved the fundamental problem in any biological system. The male turns 
out to be the very opposite of ‘useless’. The corresponding female function is in 
being simply the ‘gene-vessel’, as it were, to transmit the genes filtered by the male 
– the ‘good genes’ in higher-ranking males -- to the next generation. Consequently, 
female mate-value (sexual attractiveness) is not to do with ‘good genes’, but is 
instead to do with fertility. Albeit that genes also determine fertility, as it is indicated 
by youth and beauty, this is a narrow set of genes, and the qualities they code for 
and control are more or less a ‘given’ – innate and immutable – and therefore cannot 
really be fought over (which is why, across nature, in species where females also 
exhibit dominance hierarchy, rank is often simply inherited). As a result, human 
female intra-sexual competition tends to be confined to mutual derogation regarding 
sexual proprietariness (in that suggestions of future infidelity would injure a female’s 
chances of acquiring a long-term sexual partner). Intra-sexual competition is fierce in 
males and for the most part relatively weak or absent in females, because for a male 
it determines whether or not he gets to reproduce, and, if he does, the degree of 
fertility and the number of partners with whom he reproduces. It determines little if 
any such thing for the female. This sex dichotomy is confirmed by very recent 
research into stress response. Brain imaging very graphically reveals completely 
sex-distinct major neuro-hormonal pathways and brain systems, whereby although 
stress is something to be alleviated in the female, it is by striking contrast something 
that is actively produced in the male so as to drive competitiveness. 
  
16. The underlying separate sociality of the sexes continues through adulthood, 
notwithstanding cross-sex interaction. Other than matters sexual (and parental), the 
aspects of the social environment individuals find most salient are intra-sexual – 
within their own sex. This applies in particular to competition. [4.] As it would make 
no biological sense for competition to be inter-sexual, then competition is only de 
facto when, for example, individuals of both sexes apply for the same job promotion. 
The context merely of a ‘socially amorphous’ formal work organisation does not 
render the competition as being psychologically salient in any inter-personal sense. 
Albeit that the workplace formal social structure mostly corresponds to the informal 
actual hierarchy of male dominance of the male individuals within the workplace, it is 
not the same thing; and the disparity would be spotlighted when two opposite-sex 
individuals within the work organisation interact. What is psychologically salient then 
is not competition but sexual display. 
  
17. Regarding sexual display, recent research (re which I have a review paper myself 
in preparation) shows that in the presence of males, females tend to withdraw from 
any form of competition and instead display, whereas males in the presence of 
females become still more competitive. [5.] [That is, they compete in effect against 
their own previous performance or the performance of other males.] The upping of 
male competitiveness in the presence of females is evident even ahead of puberty in 



running-track experiments by Uri Gneezy (a key researcher in behavioural-
economics) with children at an age (ten) when there is no sex-difference in athletic 
ability. This seems to be because competition per se is felt by females (girls as well 
as women) to be antithetical to revealing female mate-value, whereas for males 
(boys as well as men) competitiveness per se indicates male mate-value and is part 
of male sexual display. Mutual sexual display makes a nonsense of the claim that 
women would confer a benefit to company boards through engendering reduced 
risk-taking, because their very presence is likely to produce the opposite effect of 
greater male risk-taking behaviour. 
 
18. As part-and-parcel of these sex-dichotomous forms of sociality is sex-
dichotomous in-grouping psychology – the sex-specific psychology which explains 
how an individual envisages his/her own group-belonging. [6. 7.] Human male in-
grouping psychology is a symbolic identification with any salient group of which an 
individual male feels himself to be a part – such as the work-group, company, 
university course-group or year-group, etc. This would correspond to a dominance-
hierarchy of the males within that grouping, but would appear additionally to include 
collaterally any associated females. By great contrast, but analogously, female in-
grouping corresponds to the individual female's 'personal-network', cutting across the 
more obvious basis of grouping felt by males; and also unlike for males features a 
fourfold same-sex preference. 
 
19. It is immediately apparent from this that women are likely to have serious 
problems in even wanting to locate themselves within the workplace, given that their 
mode of sociality and in-grouping psychology is very much at odds with the structure 
and dynamics of the contemporary workplace. Albeit amorphous and supported by 
official exhortation that everyone is supposedly the same irrespective of sex, the 
workplace is in significant ways less conducive to women than to men. It might well 
be asked, then, why any women desire to climb a workplace hierarchy? Status, in 
being in effect a summation of male ‘good genes’, indicates male but not female 
mate-value, so there would seem to be no good reason why any woman would wish 
to try to acquire status per se, with rank of no evident use to her. Even so, by 
climbing the amorphous social structure of the workplace, a woman can better meet 
males who possess the high mate-value she requires. She can place herself in the 
path of high-status men. On this understanding, whereas men obviously have a clear 
direct motivation to vie for status, women are only indirectly thus motivated. 
Therefore, women’s motivation will be weaker. This analysis does not conflict with 
the proximal explanation most people in work would provide: of a need to do a job 
well, and that this is its own reward. A progression up the ranks with increasing 
expertise follows naturally. Certainly this applies to women – given the findings that 
females are more conscientious than males; though males have greater facility to be 
focused – and can be envisaged as a tight positive feedback loop that has come to 
be split off from the core, distal motivation, to become an end in itself. Distal 
motivations are the crucial ones, and that we are mostly unaware of them actually is 
instrumental to better actualising them. 
  
20. When you consider what is in effect playing a ‘double sexual game’, as it were, of 
aping male status-striving whilst not eschewing sexual display, together with the 
exclusionary basis of female in-grouping psychology and personal-network; then it is 
hardly a surprise that women are revealed to have a strong aversion to women 



managers – as shown by academic research [8. 9. 10.] as well as extensive if less 
rigorous survey (by the Alfred Marks Agency, the Royal Mail and the magazine, 
Harper's Bazaar). Women prefer as their managers even incompetent males over 
competent females. Conversely, women overseeing senior appointments are likely to 
favour only those women who are within their own in-group, notwithstanding a 
fourfold same-sex preference. Although this would drive discrimination against 
males, it would be counteracted by the universal view of males as naturally fitting 
into hierarchy and therefore appropriate as line-managers. The upshot is that as the 
proportion of women in management increases, then other women are the main 
obstacles to further advancement for many or most women. For some women their 
female manager may be the source of unfair preferment, but the introduction of such 
as nepotistic element is itself damaging to the workplace in contributing to 
inappropriate over-advancement .  
 
21. That there is not some simple sex discrimination against women in the workplace 
is shown very clearly by recent field survey work sending CV applications to 
employers for real jobs, where the CVs were identical other than for the sex of the 
applicant. The female-named applications were four times more likely to attract an 
invitation to interview. [11.] [This dramatic sex discrimination in favour of women is 
despite the jobs in question being highly male-typical jobs: systems analyst and 
accountant.] This suggests that the preponderance of women in HR departments 
might now be allowing the expression of the aforesaid fourfold female same-sex 
preference in recruitment. This would result in a large imbalance at entry level in 
(and in ‘parachuting’ into) organisations, with only particularly well-qualified and 
suitable male applicants being accepted in comparison to their female counterparts. 
This translates into a much poorer pool of female candidates for subsequent 
promotion to high position. However, the jobs in the study were not managerial, and 
when a very similar survey-study [12.] was carried out within science academia, the 
pro-female/ anti-male sex discrimination partially reversed, because the job in 
question was 'lab manager'. As soon as it becomes a question of line-management, 
then women as well as men view the job as naturally male-appropriate. It is not 
through some supposed general favouring of men, because the applications most 
liked were those purporting to be from a female. Notwithstanding this preference in 
favour of women, the male-named applications were more often chosen through 
being assessed as revealing greater competence. The competences in fact were 
identical, so this is an artefact of an implicit understanding that males rather than 
females are suited to hierarchical positions. 
 
22. This picture clearly is a problem for women not simply to be selected, but – to 
return to a major point already made -- themselves even to want to climb the 
workplace hierarchy: at least through line management. Women alternatively could 
expect more success if they eschew line management and try to progress through 
staff positions, such as in human resources departments. Clearly, this is very much 
what women do; HR being just the kind of ‘people-centred’ employment niche 
women favour; but it is not the route to get a full business sense of the company. 
This explains the striking current data revealing that almost all appointments of 
women to the boardrooms of major companies are for non-executive roles. [Between 
March and August 2012, as a result of the threat of legislated quotas if FTSE100 
companies don’t ‘voluntarily’ achieve 25% female representation by 2015 (as 
recommended in the Davies report, 2011), 55% of new FTSE100 directors were 



women (up from 13% in 2010 and 30% in 2011), but fully 100% of these have been 
as non-executives. All of the 18 new executive directors over the same period have 
been men.] 
 
23. Yet this is but the start of the ramification of reasons why women are less evident 
on company boards. As a result of the radical sex difference – sex dichotomy – in 
competitiveness, the distribution of almost any attribute or accomplishment varies 
across individuals in two distinct types of distribution according to sex. The female 
normal distribution curve features a pronounced median but with both the top and 
bottom tails quickly falling away to zero. For males, the median is far less 
pronounced, whereas correspondingly the top and bottom tails are quite 'fat' and tail 
off only slowly. The upshot is that even in the unlikely event of there being a nil sex-
difference overall (that is, identical in aggregate) in ability or aptitude in respect of 
whatever is being measured – and this applies even to competitiveness itself – then, 
as you approach the top tails of the sex-separate distributions, you encounter the 
distinction between the pronounced top tail of the male distribution versus the near 
non-existent female top tail. This reveals the occupants at this point to be 
overwhelmingly if not almost 100% male and near 0% female. [This is commonly 
pointed out in the science literature. For a fuller outline see Moxon (2008). [13]] This 
is precisely the scenario pertaining to the apex of a commercial enterprise, and is 
highly illuminating in considering the sex composition of a company board. A ratio of 
men to women typically of ten to one is what would be expected. 
 
24.There is a surfeit of explanation for the lack of female company-board presence 
even before the more obvious, indeed self-evident usual explanations are proffered -
- such as a response to pregnancy, childbirth, and young children, of shifting to part-
time work, taking a career break, down-shifting or even leaving work permanently; 
these being now understood to be the result of not constrained but free choice, or, 
more subtly, neither choice nor restraint but 'satisficing'. [14.] 
 
25. What is often not appreciated is that sex-dichotomous psychology rooted in the 
most basic biological distinctions is the strongest driver of the various different work 
patterns that distinguish women and impact in slower progression. Part-time working 
(and, for many women, not working at all) is preferred irrespective of having or 
intending a family. [15.] Then there is the additional desire for both good working 
conditions and a conducive social aspect that is prominent for women but not for 
men. [16.] This drives profound sex differences in the choice of work niche. [I won’t 
go further into this, given that you have a submission from Catherine Hakim, who is 
the world expert on all this.] 
 
26. Deep psychological sex differences are also behind not merely work-niche but 
work-sector preferences. The orientation towards ‘people’- and ‘care’-centred 
occupations is all too well-known and I hardly need to cite work on this here – again, 
the most comprehensive reviews are by Catherine Hakim. Even when both sexes 
gravitate to the same work sector, they may well have a completely different view of 
it. In academia, the key reason cited in the recent major review [17.] about why 
women don't get to the top in science is that women much prefer teaching to 
research roles, and thereby do not place themselves on the main career ladder that 
requires prestige in a particular field. It would seem that whereas men are interested 
in working in science fields for the science per se, women tend to be interested in the 



'people’- and ‘care’-centred' aspects of science as a platform for a profession in 
teaching, and thereby self-limit their progression up the hierarchy. 
 
27. This submission is but an introduction to a plethora of research in the sciences 
that has direct bearing on the question of why it is that women do not climb the work 
hierarchy. Given the surfeit of explanation that is nothing to do with sex-
discrimination, then it follows that all of the other questions within the Select 
Committee's remit on this topic are irrelevant, and I need not address them. 
 
28. Indeed, to continue to still further press on with the intellectually dead extreme 
politics that drives the ‘women quota’ agenda, is to cause the very evil that it is 
intended to try to end. Actual sex-discrimination is produced: against men. This 
cannot be admissible if all of the effort in respect of alleviating discrimination is to do 
with egalitarianism as it purports to be. Unfortunately, it is not at all as it purports: the 
efforts all stem from the now hegemonic political-philosophy of 'political-correctness', 
which originated and developed as an attempt to salve the 'cognitive-dissonance' 
experienced by those with a political-Left mindset in the wake of the long-standing 
demonstrable failure of their ethos in practice. [18.] Instead of blaming the theory and 
one's own gullibility in accepting and adhering to it, blame was transferred to the 
hitherto projected recipients of 'liberation' from 'oppression': 'the workers'. [There is 
full agreement on this amongst the various scholars who have written about ‘political 
correctness’, e.g. Browne.] [19] In that ‘the workers’ typically were male, 'white', and 
heterosexual, then a replacement mass of people deemed worthy of being the 
'victims' in need of 'saving' was deemed to be by inversion the sum total of all those 
individuals who are non-male, non-'white' and non-heterosexual: that is, females, 
ethnic-minorities and homo- and trans-sexuals. This is a political idiocy without 
precedent in the history of our or any other culture. It is deeply disgraceful for this 
Select Committee that it should be even giving lip service to such foolishness. 
 
29. The consequences, inevitably reflected 'downstream' through the economy, of 
the combination of putting ever further obstacles in the path of men, with the bogus 
reasons (when they become generally understood) why this is being done, hardly 
need to be spelled out. The key problem – known to everyone intuitively, but now 
deemed politically inadmissible – is that men (but not women) need a good job in 
order to ‘have a life’ – that is, to acquire a partner and have a family. The explanation 
for this could not be clearer. Males possess mate-value in terms of the degree to 
which they possess 'good genes', regarding which male status is the major indicator. 
This is not the case for any woman: there being no overlap with men here, because 
female mate-value is 'fertility', not 'good genes'; and as such is unrelated to status. 
Status is purely a measure of male mate-value. Inasmuch as the scope for males to 
achieve status is ever more narrowed by deliberate government anti-male 
discrimination and in artificially favouring women -- and inasmuch as this is 
exacerbated by an inexcusably elitist-separatist motivation by those who have 
placed themselves within the government-media-education über-class -- then many 
or most men indeed will not be able to 'have a life'. The predictable impact of this is 
serious social breakdown, one major manifestation of which would be likely violence 
against the government-media-education elites, given that they are clearly 
identifiable as being responsible. 
 
 



30. Finally, the last part of the question I'm addressing posed by the Inquiry is in 
regard to what may be the benefits of including more women on company boards. 
Referring above to the issues that women themselves have with woman managers, 
then the presence of women in senior positions is likely to be a disbenefit to many or 
most other women in the company, and of no benefit or again a disbenefit to women 
even in terms of representation. The ‘womanly’ qualities sought after are exactly 
those qualities likely not possessed by the very unusual women who do successfully 
compete for a place on the board. This renders any 'representation' argument worse 
than empty. A childless career woman is hardly likely to be more able to represent 
the interests of the great mass of ordinary women (who never place work, let alone 
career at the centre of their lives) than is a man directly serving the interests of a 
typical woman in being partnered to such a woman. So even the presence of the 
'token' woman is unlikely to be of benefit. The case for even the most minimal 
'positive discrimination' is, to say the least, unconvincing. In any case, the economic 
case has been radically misrepresented. Already a poorer performance of 
companies in Norway is being seen after the imposition of female quotas for that 
nation's company boardrooms (though it is not for me to present the data and studies 
here, given that the knowledgeable expert on this, Michael Buchanon, has submitted 
specifically on this). Negative economic consequences into the bargain really does 
put the seal on the faux egalitarianism of imposing ‘women quotas’, doomed to 
failure as is any such attempt by the impossibility of engineering a wholly new human 
sociality. To imagine this is possible betrays an extraordinary historical and cultural 
illiteracy, and a wilful ignorance of science with the profoundest denial of human 
nature through a reprehensible inegalitarian extreme political philosophy. 
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