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Diversity of 
thought is critical 
to success in 
modern business. 
At Schroders we 
are going a step 
beyond simply 
saying that it is 
important

Peter Harrison 
Group Chief Executive



Diversity of thought and experience has always been 
at the heart of Schroders. And providing an inclusive 
workplace where ideas are heard and debated is key to 
our long-term success.
We are committed to striving for gender equality 
across our business. By attracting, developing 
and retaining the brightest talent, our workforce 
should reflect the broad range of clients we 
represent. Talented people are celebrated at 
Schroders whatever their gender, age, race, sexual 
orientation, disability, religion, beliefs or other 
characteristics. We pride ourselves on always 
being open to different ways of thinking.

Diversity and inclusion at Schroders are 
championed at all levels, with the Group Chief 
Executive, Peter Harrison acting as our most 
senior sponsor. Peter, together with the Group 
Management Committee, is personally accountable 
for making sure we foster a culture that’s inclusive 
and that strives for diversity in all that we do.

More information on our diversity and inclusion 
action plan can be found on our website at  
schroders.com/inclusion

Our ambition is to be a sector 
leader in transparency around 
gender pay

We were delighted to have been one of the first 
FTSE 100 companies to voluntarily publish our 
gender pay disclosure, in March 2017, as well 
as one of the first signatories to the Women 
in Finance Charter. We see transparency 
around gender pay as integral to having more 
meaningful conversations around equality. 

Being proud to have published this data doesn’t 
mean that we are proud of what it shows. We 
are not proud of the gender pay gaps that we 
are reporting and we are taking a range of 
actions to understand and address the reasons 
behind it. 

Our analysis of pay levels for comparable roles 
shows that male and female employees are 
paid fairly for similar work. However, the lower 
representation of women at senior levels within 
the Group, which is an issue across the financial 
services sector and society more broadly, is 
reflected in our gender pay gap data. It is this 
representation gap that drives our gender pay gap. 

We recognise that, for a growing number of 
people, gender doesn’t simply refer to female or 
male. But for the purposes of this report we have 
calculated our gender pay gap comparing the 
pay of females and males, which is the approach 
set out in the UK’s gender pay gap regulations. 

To begin to address this, we have set ourselves 
a target of at least 33% female representation in 
senior management roles by 2019 and have made 
good progress toward that target. We also aim to 
have a minimum of 33% of the positions on the 
Board of Schroders plc held by women by 2020.

Pages 5 and 6 outline more of the steps we’re 
taking to increase female representation, and so 
close our gender pay gap.

Target of 33% women in 
senior management by 201933%
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What is a gender pay gap?

Our gender pay gap is a measure of the difference in the 
average pay of women and men – regardless of the nature 
of their work – across our firm.
It is different from an equal pay comparison, 
which would involve directly comparing the 
pay of two or more people who do the same, 
similar or equivalent work. So having a gender 
pay gap does not mean that men are paid more 
than women for doing the same work – it can 
be driven by the different number of men and 
women across different types of roles.

Gender pay gap

Men

Women

Equal pay comparison

The underrepresentation of women in senior 
management and other higher-paying roles is 
the main reason for our gender pay gap.

What are we comparing?

Pay
We compare the hourly pay, which includes base 
salary and other cash allowances.

Bonus
We compare the cash annual bonus plus 
other variable remuneration, such as deferred 
bonus awards.

For each of these, we compare the mean for 
women and for men, and also the median for 
women and for men.

How do we calculate the data?

Our UK figures are calculated as required by the 
UK gender pay gap reporting regulations. The 
mean and median pay are based on what was 
paid in the April 2017 payroll. The mean and 
median bonus pay are what was paid through 
payroll in the 12 months ending April 2017.

Our global figures are calculated on a slightly 
different basis, to simplify the calculations, as our 
workforce are spread across 29 countries. The 
mean and median pay are based on annual rates 

of pay and working hours as at the relevant year 
end. The mean and median bonus pay consists 
of the annual bonuses awarded in respect of 
2017 plus the expected value from other deferred 
remuneration awarded during 2017.

To learn more about our remuneration policies 
and practices have a look at our Remuneration 
report, on pages 62 to 90 of our 2017 Annual 
Report and Accounts, available on our website at 
schroders.com/annualreport2017
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Our global gender pay gap (2017)
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A comparison to last year’s global figures shows we have made progress in closing our pay and 
bonus gaps as we have increased the representation of women at more senior levels.

Employees by region

We operate in 29 countries with 
our global headquarters in the UK

4,619

8%
55%

18%

19%

Worldwide

2,535

UK

Americas
UK

EMEA

Asia Pacific

Our global median pay gap is 31%, which 
is lower than our UK figure. This reflects 
a higher proportion of women in the 
workforce and in senior roles outside of 
the UK. In particular, Schroders’ offices in 
Asia Pacific have a greater proportion of 
women in senior roles than in the UK. 

The global gender pay gap reflects the higher 
proportion of men in senior roles than women 
– see page 4

Bonus incentives are higher in senior roles so 
the underrepresentation of women results in 
an even larger bonus gap than pay gap. This is 
evident in the median bonus gap of 50%.

31%
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Female representation and the 
Women in Finance Charter

We know that the underrepresentation of women in senior 
management and other higher-paying roles is what drives 
our gender pay gap. We take this problem seriously and 
are working to address the issue, which is an issue across 
the financial services sector and society more broadly. 
We were one of the first signatories to 
the UK’s Women in Finance Charter. We 
originally set ourselves the target to increase 
the representation of women in senior 
management from 25%, at the end of 2015, 
to 30% by the end of 2019. 

We have made good progress and exceeded that 
target for most of 2017, although by the year 
end this ratio had fallen to 29% as a result of 
minor restructurings within the firm. As a result 
of this progress, we increased our target to 33% 
female representation in senior management by 
the end of 2019. Overall, females make up 41% 
of our workforce.

The focus on gender diversity at Schroders 
begins from the top down. Our Board 
understands the importance of diversity. 

Our Nominations Committee looks for diversity 
of skills and experience, which is vital for an 
effective Board and management team, and 
this continues to be the primary criterion by 
which they select candidates for the Board. 
Nevertheless, they understand the importance of 
increasing diversity, including gender. Whilst we 
currently have three female Directors, we aim to 
have a minimum of 33% of Board positions held 
by women by 2020. 

Looking immediately below Board level, we have 
increased female representation in our Group 
Management Committee (GMC) from 7% to 19% 
since 2015. A key focus to drive more progress 
in the future is developing the pipeline of female 
talent immediately below the GMC, where female 
representation is currently also 19%.

Total workforce

Top quartile

59% 41%

78% 22%

Male Female

Second quartile

Third quartile

Fourth quartile

62% 38%

53% 47%

41% 59%
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The gender representation issue that we are 
looking to address is illustrated on the right 
by looking at the proportion of employees 
according to quartile pay bands. To do this, we 
order our employees based on their hourly pay, 
from lowest to highest, before splitting that list 
into four equal-sized groups and calculating the 
percentage of females and males in each. 



Signing the Women in 
Finance Charter is one action 
that enables us to continue 
to develop a more diverse 
organisation

Peter Harrison 
Group Chief Executive
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Closing our gender pay gap

We are clear that we need to close our gender pay gap 
and are committed to doing so. Our gender pay gap is 
similar to other financial services firms but that is higher 
than the UK average for all industries.
More information on some of the targets we’ve 
set ourselves for the next few years are outlined 
on page 4.

As part of our longer term aim to address the 
underrepresentation of women in senior roles 
across the business, we are undertaking the 
following measures to both attract talented 
women to Schroders, and to help close our 
gender pay gap entirely.

The talent pipeline

Introducing 50/50 gender split 
at assessment centres 
Key to addressing the gap 
is ensuring that our talent 
pipeline has a gender balance. 
By ensuring that our graduate 
assessment centres are split 

evenly between men and women, the next 
generation of Schroders employees can better 
represent our clients.

Executive search firms
We only use the services of executive search 
firms who have signed up to the Voluntary Code 
of Conduct on Gender Diversity.

Working to position asset management as an 
attractive industry for female talent
We are proud to support The Diversity Project 
and our Group Chief Executive is a member of its 
CEO Advisory Council. This is a group of leaders 
in the investment and savings profession that 
decided to take action to accelerate progress 
towards an inclusive culture within our industry. 
Together we can help attract women and other 
diverse groups to our industry by increasing 
their understanding of asset management. 
We target diverse talent pools and help them 
understand how their skills may be relevant to 
investment management. 

At Schroders, we have seen the level of female 
applications for our experienced hires increase 
from 20% to 30% over the last 12 months.

Tackling the imbalance of women 
in senior roles

Reviewing our maternity, 
parental leave and flexible 
working policies
As we move to our new offices 
in London, we are working 
to create a more flexible 

environment to support people with families and 
other commitments. We strive to do this across 
all our offices globally.

Pairing the top 10% of female talent with a 
senior sponsor
To address the gap in women in senior roles, 
we have set up a pairing system for our most 
talented female employees. 

Senior sponsors will regularly meet with them 
to give guidance on how to progress through 
the business.

Cultural changes

Diversity training
We are rolling out mandatory diversity training 
to all employees, including hiring managers, to 
better support women in the workforce. 

We understand that by embedding a diverse, 
inclusive culture at Schroders, we can foster a 
culture where people’s progress is based solely 
on merit, irrespective of gender or background. 

Changing our hiring processes
We are using new technology to review our role 
profiles and job advertisements to ensure that 
they will appeal to more diverse talent groups.

Other diversity measures
Next year, we will extend our senior sponsor 
programme to top BAME talent, to support 
the development of people from minority 
backgrounds in senior roles. 

We are a member 
of OUTstanding, the 
professional network 
for LGBT+ executives, 
leaders and their allies.

We are Stonewall 
Diversity Champions, 
to ensure LGBT+ 
employees are 
accepted without 
exception in the 
workplace.

We are members of 
the Business Disability 
Forum to help address 
the barriers faced by 
disabled employees.
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Proportion of female vs. male employees in each pay band quartile 
(based on hourly pay)

Total workforce

Top quartile

Second quartile

Third quartile

Fourth quartile

Schroder Investment Management

65%

82%

Male

68%

61%

47%

35%

18%

Female

32%

39%

53%

Schroder & Co

63%

87%

Male

80%

37%

47%

37%

13%

Female

20%

63%

53%

Our gender pay gap in the UK 

In the UK, our business is split into two main subsidiaries 
– Schroder Investment Management Limited and
Schroder & Co. Limited.
Schroder Investment Management is the main UK employing entity for Asset Management and 
Group roles. Schroder & Co. is the main UK employing entity for our Wealth Management business.

Schroder 
Investment 
Management

Fund 
management 
market norms1 Schroder & Co

Financial services 
market norms1

Pay
Median pay gap 29% 30% 45% 42%
Mean pay gap 27% 33% 36% 38%

Bonuses
Median pay gap 60% – 79% –
Mean pay gap 75% – 61% –

% receiving a bonus
Females 91% – 82% –
Males 93% – 86% –

1. Source: UK Office of National Statistics

Our pay gap is driven by the structure of our 
workforce and we are confident that it is not a 
result of unequal pay. The lower representation 
of women in senior management and other 
higher-paid roles is what drives the gender pay 
gap. Our analysis of pay levels for comparable 
roles shows that male and female employees 
are paid fairly for similar work, across both Asset 
Management and Wealth Management. 

The bonus gap is driven by the same factors. 
Bonuses increase with seniority and vary more 
between different kinds of roles and so the 
higher proportion of men in senior management 
and in certain areas of the business is reflected 
in the higher bonus gaps that can be seen above. 

This representation issue is illustrated below.
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Declaration

In accordance with the United Kingdom’s Equality Act 
2010 (Gender Pay Gap Information) Regulations 2017, 
we confirm this information is correct.

Peter Harrison
Group Chief Executive

Mary-Anne Daly
Chief Executive, Schroder & Co. Limited

Emma Holden
Global Head of Human Resources

John Troiano
Chief Executive, Schroder Investment 
Management Limited

SCH45875

Schroder Investment Management Limited
31 Gresham Street, London EC2V 7QA, United Kingdom
T +44 (0) 20 7658 6000 

@schroders
schroders.com




