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when looking at both gender and ethnicity. 
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HAMLYN WILLIAMS
INTRODUCTION

Gareth Carpenter
Director of Financial Services & Client Engagement
g.carpenter@hamlynwilliams.com

It’s crucial that women get to know people in different 
roles and functions, both within their organization 
and externally. You never know where your next 
connection may lead you.

- Erin Morrow, pg.6

All of this, in conjunction with traditional search techniques, not only has the effect 
of improving representation but actually improves the quality of talent across all 
demographics. It is a recruitment truism that a thorough search targeting both passive 
and active talent generally increases the quality of all applicants – not simply diverse 
or women’s talent. A rising tide does indeed lift all boats.

Hamlyn Williams is pleased to have been involved in numerous projects driving 
women’s representation in partnership with a range of clients globally over the past 
year. We have increased scrutiny not only of our hiring practices on behalf of our 
clients, but also on behalf of ourselves, identifying areas of our own business where 
female leadership should be nurtured and developed.  

I would like to thank Erin Morrow, Managing Director, Chief Compliance Officer - 
Compliance Testing and Sonal Shah, HR Advisor of Citigroup who have been 
generous enough to share their own experiences of being women in business in a major 
financial institution and who articulate from a perspective of personal experience their 
views on the importance of representation.

In Hamlyn Williams’ recently published Diversity & Inclusion report we observed that, 
due to the dramatic social progress made in the past few years (such as #metoo and 
Black Lives Matter), clients are not only accountable to the heightened standards of 
the moment but also those that will continue to be applied in the future. As recruitment 
partners we are expected to live and breathe these values. I believe that part of 
upholding this commitment is a responsibility to provide a platform for leaders to 
have conversations about diversity, inclusion and representation wherever possible. 
That is why I am delighted to present our second annual thought leadership piece as 
part of American Business Women’s Day with contributions from, and in partnership 
with, our client Citigroup.

Hamlyn Williams saw a 50% increase in female placements into permanent roles 
within Financial Services organizations in 2020, and 56% of our placements in 2020 
were considered diverse when looking at both gender and ethnicity. Despite this, in 
the historically male dominated senior end of the markets we work, so far in 2021 
roughly 1 in 3 of our placements are women. This shows there is still some way to 
go in advocating for women in business. And this is why firms across the board are 
pursuing innovative programs to increase representation and bolster diversity.

Hamlyn Williams is increasingly being asked to help our clients drive these initiatives, 
which have moved beyond simply delivering diverse shortlists of candidates or 
measuring applicant equal opportunity data. For example, clients are increasingly 
seeking our support in driving diverse submissions in microcosms within their 
organization where they haven’t seen broad representation in applications through 
traditional (usually passive) recruitment channels, such as advertising. Micro-niching 
focus on specific functions and even specific levels within functions allows us to 
map diverse and female candidate pools on behalf of our clients. In addition, focused 
networking via alumni and business groups allows us to make connections that are 
more sustainable, less transactional, for the longer-term benefit of our clients’ brands.

https://www.linkedin.com/in/garethcarpenter/
https://www.hamlynwilliams.com/blog/2021/07/diversity-report-hamlyn-williams
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How has your previous employment 
and life experience aided your 
position as a leader today? 

I believe that there is no one set path or 
defining roadmap that leads to success 
and fulfillment. My career path has been 
a non-linear one; I’ve held positions in 
revenue generating roles, consulting, risk 
and control, audit and compliance. This 
mix was incredibly helpful in preparing 
me for my current role, as Compliance 
is not just about meeting regulations. It’s 
critical that compliance professionals 
understand business drivers so we can 
create a compliance program that moves 
the business forward in a safe and sound 
way to protect our clients. 

Throughout my career I’ve pursued the 
roles that I believed would be exciting 
and engaging and lead to professional 
growth. It’s so important to enjoy what 
you do, or it certainly isn’t worth it.

I’ve also been lucky to have connected 
with great mentors along the way – 
people who have helped me understand 
and articulate my core skillsets and then 
discover opportunities that would be a 
good fit for me, even if they weren’t the 
most obvious next moves.

What advice can you offer women 
who are seeking to join, or be leaders 
within the Banking industry?

We talk a lot about the importance of 
building a network, however there’s far 
more involved to this than making a 
new connection on LinkedIn. It’s crucial 
that women get to know people in 
different roles and functions, both within 
their organization and externally. Go to 
meetings, participate in various forums, 
attend industry events and be curious 
about the people you meet. You never 
know where your next connection may 
lead you. I once sat next to someone at 
and industry event who ultimately hired 
me into Citi!

ERIN MORROW
Managing Director, 
Chief Compliance Officer - 
Compliance Testing

When you meet people, it’s important 
to be yourself. Personally, when I meet 
someone, I want to know their authentic 
self, what drives them, their goals, rather 
than learn facts about their current role. 
By knowing someone as a person, I am 
able to think about opportunities that 
might help them grow and develop and 
how Citi might factor into that.

What do you think is the biggest 
issue for women in the workplace 
in Financial Services?

Sadly, in some business lines women are 
still having to act as trailblazers because 
no women have taken the path before 
them. Thankfully this is changing, and we 
are seeing women take on more senior 
leadership roles.

This is definitely the case at Citi. We are a 
company that fully embraces the diversity 
of our colleague base – including the 
talent of women – from the c-suite all the 
way through the organization. Earlier this 
year, Jane Fraser was appointed the first 
female CEO of a Wall Street Bank. Citi’s 
board of directors is 50 percent women 
and 50 percent men. Even in Compliance, 
our Executive Management Team is over 
50 percent women.

We believe transparency and 
accountability are key to our success 
in increasing the number of female 
leaders in our company. In 2018, we 
were the first major financial institution 
to publicly release the results of a pay 
equity review. We continue to review 
and report on our progress in closing 
our gender pay gap on an annual basis. 

I can sense excitement in the external  
market around Citi in terms of having 
the first female CEO of a Wall Street 
Bank, as well as around some of the 

public statements that are leaders 
are making. It shows positive growth 
toward type of firm we are trying to build. 

What organizational initiatives 
do you think are most beneficial 
to support women in business? 
Have you personally benefited 
or contributed to these?

I am a big believer in sponsorship. When 
you spot talent, you should be an active 
advocate for the individual’s career and 
help them make creative moves. Their 
career is ultimately in their hands, 
but we can help introduce them to 
opportunities and open their networks.

Citi has many opportunities to 
help women employees grow their 
networks. Our Citi Women Leadership 
Development Program (CWLDP) began 
over 13 years ago to help our top 
talent women employees strengthen 
their leadership skills, organizational 
savviness, and the ability to signal 
readiness to take on greater challenges 
and roles. It’s a wonderful forum that 

Erin Morrow joined Citi in 2013 and is the Chief Compliance Officer (CCO) 
for Citi’s Compliance Testing program. Previously, Erin served as the CCO for 
Global Consumer Bank (GCB) and the Chief Auditor for GCB.  Before joining Citi, 
Erin led the Governance, Risk and Compliance practice for Grant Thornton LLP’s 
Northeast Region.

Throughout my career 
I’ve pursued the 
roles that I believed 
would be exciting and 
engaging and lead to 
professional growth. 
It’s so important to 
enjoy what you do, or it 
certainly isn’t worth it.
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gets women together who might not 
connect in their day-to-day roles.

Citi also has many Employee Affinity 
Networks available, such as our Citi 
Women and Black Heritage groups. 
By joining one of these networks, 
employees are exposed to a large 
network of colleagues as well as 
professional development, mentoring, 
networking, and community 
engagement opportunities. I recently 
spoke on a panel at an event hosted 
by an Employee Network about 
Compliance and some of the profiles 
and skillsets we are looking for. After 
the event I received great resumes from 
diverse individuals who might not have 
considered a role in Compliance before.

How do you, as a Compliance 
leader, pro-actively support the 
diversity agenda? What are the 
challenges? 

As leaders, one of the most impactful 
exercises we can engage in from a 
diversity perspective is to look at our hiring 
processes. A valuable change we’ve made 
within my team is to ensure we have a 
strong slate of diverse candidates before 
we begin the formal interview process. 
If we conduct formal interviews before 
ensuring our candidate slate is diverse, it 
becomes nearly impossible to open our 
minds to other candidates, challenge the 
outcome and objectively think about what 
type of candidate we need for the role.

My team has also implemented live 
calibration sessions with our hiring 
managers and interviewers, rather than 
consolidating their feedback via email. 
The hiring manager is asked to share 
what they are looking for in a candidate 
long-term. This ensures that we focus 
on the candidates who will grow into 

the role and possess the leadership 
and soft skills that we need, rather than 
solely focusing on candidates who have 
direct linear experience. It also gives us 
an opportunity as a team to discuss how 
we can set the selected candidate up for 
success and provide targeted feedback 
to the candidates who were not selected.

This process is more time consuming. 
However, it helps move the hiring process 
away from being a tick-the-box exercise 
and gets hiring managers to think about 
how equitable our hiring processes are, 
the type of talent we need, and how we 
can make the best decisions possible.

There is no shortage of diverse 
talent within Compliance. We need 
to be diligent about connecting with 
the talent and leverage our diverse 
networks and connections to find 
more candidates where we have gaps. 

When I meet someone, 
I want to know their 
authentic self, what 
drives them, their goals, 
rather than learn facts 
about their current role. 
By knowing someone 
as a person, I am 
able to think about 
opportunities that might 
help them grow and 
develop and how Citi 
might factor into that.
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SONAL SHAH
HR Advisor

Sonal Shah joined Citi over 15 years ago as an analyst in their HR rotation program 
and has spent her entire career at Citi. She has had a variety of roles and covered 
multiple business lines, from banking, to risk management, and now compliance.

What do you think is the biggest 
issue for women in the workplace in 
Financial Services? How can working 
in Compliance help women optimize 
their career mobility?

We often hear that women won’t apply to 
a job unless they feel confident that they 
have 90 percent of the experience listed 
on the job description. I want to shout it 
from a rooftop that I think if you have 90 
percent of the experience, then it’s not 
worth your time.  My advice is to make 
sure you’re working for an organization, 
like Citi, that values learning on the job 
rather than needing to prove yourself in 
every aspect before you begin. 
 
Compliance is an excellent place to do 
just this because no matter what area you 
work in, it is going to be a very intellectual 
and stimulating job. Compliance involves 
problem-solving at the core of everything, 
and problem-solving skills layered 
with nearly most other skills become 
exponentially transferable for future 
roles. Additionally, the pace of growth 
and change in this sector provides 
multiple aspects and opportunities to 
create and continue an exciting career. 
Our leadership team is always in an 
active dialogue about what roles we have 
available and who our talent is, all with a 
passion and deep focus for how we can 
build the compliance officer of the future 
– what raw talent we need, the diversity in 
thought and experiences, and multitude 
of skillsets that is necessary in today’s 
compliance environment. 

What is the most important way you 
as an HR leader can support your 
stakeholders in driving their diversity 
agenda? 

My job as an HR leader, thankfully, is 
no longer to espouse the benefits of 

diversity, because Citi leadership has fully 
embraced it. I say “thankfully” because 
I recognized and know that it can be a 
difficult lift and continues to be for some 
of my other peers in the Talent & Diversity 
space. Instead, my team and I have moved 
to a phase that we can focus on how we 
build processes and programs that allow 
us to realize the benefit of diversity. 
 
It’s my job to know what people are 
working on and what opportunities exist. 
I connect-the-dots, creating connectivity 
between skillsets and opportunities in 
the pipeline. I enjoy putting the puzzle 
together for people, their transferable 
skills, and their path forward. 
 
What’s most challenging is making sure 
people know what opportunities exist. 
Conversely, making sure I am aware of 
the talent that could be fantastic for a 
specific job. I love making connections 
that close the gap between talent and 
opportunity. 

How have you seen Citi / the 
banking industry transform related 
to diversity and inclusion?

I began my career in the Talent & Diversity 
space and have been with Citi for more 
than 15 years. I have witnessed the 
diversity conversations evolve from the 
need to teach the business case for 
diversity, to it becoming embedded in 
the way we work and how we structure 
all of our processes. This evolution from 
awareness to action is critical to ensure 
real impacts and changes are made. 
The key component of this evolution for 
us was placing equity at the heart of our 
decision making.
 
The emphasis on diversity has impacted 
the makeup of our firm. It is no longer 
uncommon to see a deep female 
leadership chain anymore. Compliance 
now has a leadership team that is more 
than 50 percent women. 
 
The biggest change I have felt and have 

seen is cultural and behavioral. Colleagues 
have become more comfortable 
embracing and sharing who they are 
while at work.  Our Chief Compliance 
Officer, Mary McNiff, sets the tone by not 
just giving permission for people to be 
their authentic selves at work – but she 
herself brings her genuine and full self 
to work. I’ve seen this attitude cascade 
down and across our organization. We 
are more vocal about what matters to 
us as individual people. Colleagues are 
comfortable in their day-to-day to talk 
about their families, social context and 
their priorities outside of the office. It’s 
not just in what is said, but it is what is 
seen and felt in our culture. 
 
When I reflect on the last year, and the 
difficulties that the pandemic brought, I’m 
certain we had the right leadership in place 
to navigate us through that demanding 
time. It would have been a very different 
experience if leadership didn’t encourage 
a culture that allowed colleagues to show 
up as themselves in whatever way made 
them most comfortable.  

The biggest change 
I have felt and have 
seen is cultural and 
behavioral. Colleagues 
have become 
more comfortable 
embracing and sharing 
who they are while at 
work. 



HAMLYN WILLIAMS

Talent attraction and retention are critical to our client’s success; Hamlyn Williams’ 
mission is to support and enable this through the delivery of high-quality staffing 
solutions.

We place talent that makes a difference, and work with some of the most exciting 
companies and people across the Financial Services, Professional Services, Life 
Sciences and Manufacturing industries.

Founded in 2011, we are a global organisation with local offices across North America, 
Europe and Asia, and over 160 colleagues.

CONTACT US

Find your local number at www.hamlynwilliams.com/contact

Or alternatively email us on info@hamlynwilliams.com

London   New York   Hong Kong   Cardiff   Dallas   San Diego   Shenzhen   Amsterdam   Frankfurt
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