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The theme for this Women's Day is #BalanceForBetter, which highlights why this day was launched - to 

achieve full gender equality in this world.  However, a stagnant 'GENDER PAY GAP' still exists and we need 

to take action for equality. Apart from trying my personal best to consult women regarding their career 

progression and finding them the right roles, there is not much I can do to fight this inequality on a mass basis.

 

That is why this International Women's Day, I decided to look at where I could make the most impact, with 

the most relevant information and along with reaching the maximum amount of people. Since, I 

predominantly work in the Banking sector and I am in constant touch with their HR managers, therefore I 

decided to focus on the Gender Pay Gap in this sector.

 

Even though companies are taking positive steps to reduce their gender pay gap, it would take time to actually 

reduce their gap. Anna Sandford, a solicitor at PwC, pointed out the reason behind increase in the gap for 

some organisations due to their gender representation. Even if they are attracting and recruiting women at a 

high pace, this would intially increase a firm's gap as these roles are being filled at an entry level. Moreover, if 

organisations have focused on filling senior positions, then changes may happen gradually and it would take 

considerable time to actually show a massive reduction in their gender pay gap.

 

I assume these numbers would be more significant when an organisation has implemented it's gender and 

talent management policies for atleast 5 years, to see what is working and what isnt...

 

Thus, to for us to compare what steps these banks are taking I have complied the following e-book for you. Hope 

you find it useful. All the information below has been collected either from Government official gender pay gap 

service or the banks' official websites and press releases. 
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HSBC

There are a number of steps they are taking to improve 

their gender balance which would positively impact their 

gender pay gap in the UK over time. 

 

1. Driving better gender balance at all levels in the 

organisation 

• They have an aspirational target for 30% of senior      

leadership roles to be filled by women by 2020. 

• An Inclusive Leadership objective is included in the 

performance scorecards of their people managers.  

• They are requesting gender diverse shortlists for all 

external senior leadership hires.   

• They are training their hiring managers with a new 

inclusive Hiring essentials program. 

 

2. Developing female talent to strengthen the leadership 

pipeline. 

• They are driving a gender-balanced intake of graduate 

talent in the UK.  

• They are working in partnership with external 

organisations in the UK to support the progress of their 

talented women.

• They are expanding opportunities for talented women 

in Global Banking and Markets to access sponsorship and 

mentoring to support their career ambitions.

 

3. Supporting families, flexibility and retaining female 

talent

• Parental leave coaching is available for new parents 

and their managers in the UK  

• They are promoting shared parental leave and 

sabbatical policies to help employees manage their lives 

outside of work.   

• Many of their employees are already working flexibly 

in some way.
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1. Creating new career opportunities

• They have expanded their graduate and apprenticeship programmes to reflect our commitment to improving 

employment opportunities and attracting diverse talent. 

• They continue to build a pipeline of next-generation leaders and highlight female talent through our Women in 

Technology group that encourages women to take up technology careers in banking and finance, providing networking and 

mentoring opportunities.

• For those looking to re-enter the workforce after taking time out of their careers, their ‘Encore! Return-to-Work’ 

programme provides opportunities for experienced professionals to join a paid programme which could help them secure 

a permanent position. 

 

2. Talent management and leadership development

• The creation of ex-officio positions on the Group Executive Committee and across the business unit and functional 

Executive Committees has provided them development opportunities for a number of their high potential female leaders. 

• An yearly Women in Leadership conference which focuses on building capability and upskilling leaders. 

- Their Women on Boards programme assists senior women who aspire to take on a Non-Executive Director role and 

they run a global Director to Managing Director promotion sponsorship programme for high potential female leaders. 

• They are regularly reviewing succession plans to ensure that they have a diverse internal pipeline. 

 

3. Cultural change

• Their progressive maternity, paternity, adoption and shared parental leave policies go beyond the statutory 

requirements. 

• Their Unconscious Bias training, now attended by over 10,000 leaders, supports the continued elimination of bias from 

our people processes. 

• Their flexible working initiative ‘Dynamic Working’ supports colleagues in all stages of their lives in achieving an optimal 

work and life balance, helping them with parenthood, studies, caring and hobbies. 

 

4. Strategic partnerships

• Barclays is a proud partner and founding member of the United Nations HeForShe campaign, which is engaging both 

men and women in gender equality and driving the financial empowerment of women in the world more broadly. 

• They are partnered with UK government-backed Women’s Business Council.

 

BARCLAYS
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RBS

1. They set a target to have at least 30% of roles in the three most senior levels of each of our businesses (c.800 roles) filled 

by women, by 2020.

 

2. With a 37% aggregate, they are on track to achieve 40% women in our top three leadership layers by 2020. They 

already have women as their Chief Risk Officer, Deputy Chief Executive Officer and Chief Financial Officer. 

 

3. RBS was one of the first signatories to HM Treasury Women in Finance Charter  requiring organisations to publicly 

report on progress against the targets they have in place.

 

4. They hold a Platinum rating for our gender progress from the UK’s Business in the Community (BiTC) Gender 

Equality Campaign and are recognised by the Bloomberg Gender Equality Index.

LLOYDS BANKING GROUP

1. In 2014 they made a bold public commitment on gender equality to increase the proportion of senior management roles 

held by women to 40% by 2020. Since they launched the goal in 2014, representation of senior women has increased from 

28% to 35.3% (as at the end of 2018). 

 

2. They were among the first signatories to the Women in Finance Charter. 

 

3. They have an award-winning women’s network which is now the largest of its kind in the UK with 15,000 members and 

4,000 mentors.

 

4. They sponsor of the Women of the Future Ambassadors Programme, which connects award-winning women 

with school sixth formers to provide the students with mentors and role models.



PARITAS RECRUITMENT PAGE |  04

1. Transitioning back to the workplace: 

In 2017, they launched our Career Comeback programme in the UK. Already successfully established in the US and   

Switzerland, the programme is aimed at people who are looking to get back into the workplace after a career break of two 

or more years. People are matched to permanent roles from day one, and supported through their first year with 

classroom learning, mentoring and coaching to help make their transition back to work a success. 

 

2. Shared parental leave: 

They offer eligible parents increased flexibility to share the care of their new child and enhanced shared parental leave pay 

for up to 26 weeks within the first year of their baby's life. 

 

3. Working Parents Coaching Programme:

They are committed to retaining working parents and increasing their representation at all ranks. They offer coaching 

sessions and online support to employees who are expecting, adopting or returning to work, to help them balance their 

lives at work and at home. There are also sessions available to line managers to enable them to better support individuals 

through parental transition. They have enhanced our Adoption and Maternity Leave pay to offer full pay for up to 26 

weeks. 

 

4. Agile and flexible working:

Our state-of-the-art London Headquarters, 5 Broadgate, offers our employees the best possible environment in which to 

work and collaborate. They know that there are increasing demands on our professional and personal lives. That's why 

they consider, where possible, flexible working arrangements to help employees meet their personal needs whilst 

remaining productive and successful in their careers. 

 

5. Time off to volunteer:

They want their employees to have the time to contribute back to our society. Any permanent UK employee is eligible to 

take up to two days paid leave to volunteer for community projects, including those offered by our established community 

programme in EMEA.

 

6. Consistent leadership style:

They ask everyone in a management role to champion our UBS House View on Leadership qualities and to reflect them in 

their hiring, development and promotion decisions. We've also embedded the House View into our promotion, hiring and 

development processes.

 

7. Encouraging diversity in the workplace:

Their eight active employee networks represent – and encourage – diversity in the workplace, whether from a gender, 

culture, life event, disability or sexual orientation perspective. These inclusive groups provide networking, mentoring and 

well-being support to encourage professional and personal development.

 

UBS
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DEUTSCHE BANK

1.They have a  global sponsorship programme, Accomplished Top Leaders Advanced Strategy (ATLAS), that helps 

women progress to senior positions within the bank. Currently just over 40% of alumnae now report either directly 

to a Management Board member or one level below and the vast majority are in more senior roles. 

 

2. They have acceleration programmes for high potential employees to develop skill-sets which will assist them in 

preparing for more senior roles. In 2017, women represented 37% and 34% of the attendees at the Vice President 

and Director acceleration programmes respectively. 

 

3. They offer eligible employees enhanced maternity leave and enhanced shared parental leave. 

 

4. They are increasing the proportion of female graduate recruits in Technology. In 2017, nearly 40% of the 

graduates were women, up from 19% five years ago. 

 

5. They are sponsoring STEMettes, an organisation set up to encourage young women to consider careers in 

science, technology, engineering and mathematics, as part of our “Born To Be” youth engagement programme. 

 

6. They are participating in additional graduate and undergraduate STEM events, the IT & Technology Graduate 

Career Fair that matches both technical and non-technical graduates to roles; and City View that encourages women 

studying STEM degrees to develop their careers in banking. 

 

7. They are making progress with promoting women to senior positions with a 24% increase since 2010 in the 

number of women in senior roles (Managing Director and Director)
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CIT I  BANK

1. Their Women in Finance Charter goal is to have at least 30% of our senior management roles in our Europe, Middle East 

and Africa division be held by women by 2025. 

 

2. They also directly contribute to the SDG 5 in order to support gender equality and empowering women and girls. 

Specifically, they are enabling progress to ensure women’s full and effective participation and equal opportunities for leadership 

at all levels of decision making in political, economic and public life.

 

3. They are continuing their award winning policies, including flexible working, shared parental leave and emergency childcare.

Their Board of Directors now has 31% female representation and women now run 26% of their of their countries in 

EMEA, up from 15% in 2014.

CREDIT  SUISSE

1. Engagement and Retention

• Seven UK-based employee networks including  the EMEA Women’s Network and UK Family Network 

• Gender diversity benchmarks and awards 

• Inspirational and networking opportunities including International Women’s Day  and speaker events

 

2. Working Patterns

• Promotion of Flexible Working 

• Parental leave coaching for  individuals and their line managers.3. Compensation 

• Enhanced parental leave policies and payment.

 

4. Hiring and Selection

• Neutral job descriptions using customised software 

• Management accountability for diverse candidates in every shortlist

• Award winning Real Returns programme

 

5. Performance Management

• Commitment to D&I through our global Conduct and Ethics Standards 

• Unconscious bias training

 

6. Talent Management, Development and Promotion

• Review of female MD talent pipelines 

• Commitment to HM Treasury Women in Finance Charter
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1. In 2016 and 2017, 172 of their mid-level women participated in Pathways to Progression – an EMEA-wide program 

which targets Vice President level women, to increase retention, engagement and accelerate the progression of these 

women. Of those who have participated so far, a third have been promoted. 

 

2. Their range of benefits and programs provide parents and carers with the support they need at all stages of their family 

life cycle. This includes paid and unpaid leave, shared parental leave and new parents workshops and coaching. 

They also offer child/carer emergency leave, free back-up and emergency childcare, the ability to take additional time off 

work as unpaid family leave and flexible working arrangements. 

 

3. Through their partnerships with STEMettes and Code First: Girls, they host creative and interactive events in the UK 

and Ireland to encourage young women to consider a career in technology.

 

4. Their Global Ambassadors Program invests in emerging female leaders around the world, matching women with world-

class mentors including members of our global and regional management teams. 

 

5. Their supportive Cherie Blair Foundation connects female small business leaders in Asia, Africa and the Middle East to 

mentoring expertise to help advance their businesses. 

 

6. They have additionally received a number of awards like the following for their efforts to increase women representation 

at their senior levels:

• WorkingMums awareded them theTop Employer Award for Career Progression 2015 and 2017

• Ranked as leader on 2016, 2017 and 2018 Gender-Equality Index by Bloomberg Financial Index.

• Awarded for highest number of EMEA executives on 100 Most Influential Women in Finance 2017 list by 

Financial News.

BANK OF AMERICA
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