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Setting the scene 

CHANGE THE 

FOOTER ON THE 

FIRST MASTER 

Our world faces an uphill struggle for gender equality. In some countries, 

this challenge is immense. There are places where women only recently 

gained the right to vote, and  others where women are still not allowed to 

work. There are countless ways in which businesses can improve the lives 

of women across their value chains.  

 

Yet there is one particular area that is central to the responsible business 

agenda. Numerous stakeholders – from regulators to investors – 

increasingly see gender diversity at work as being directly linked to a 

company’s ability to deliver long-term value for business and society. We 

believe that business leaders – and their teams in corporate responsibility 

and human resources functions – need to come together to take action on 

this vital issue.  

 

This paper aims to serve as a helpful guide for companies that want to 

improve gender diversity in their workplace. It includes our framework, 

“The Gender Diversity Accelerator,” which outlines how to put a strategy in 
place and identify key actions to take to improve. 

Why should businesses care about this issue? Gender diversity is about so 

much more than just doing the right thing. It’s about delivering long-term 

benefits by investing in what many companies would say is their most 

important asset – their employees. 

 

After all, you don’t have to be a business expert to know it’s not wise to 

ignore 50% of your talent pool. At Corporate Citizenship, we believe 

addressing the issues most relevant to female employees can often 

benefit the workforce as a whole. It’s therefore crucial to include men’s 

perspectives in the conversation and identify opportunities to meet needs 

across the workforce. As the saying goes, a rising tide lifts all boats. 

 

This is not to say that gender is a more important diversity issue than any 

other. Many of the benefits we will describe can be realized through other 

areas of diversity too. Yet, by adopting a more narrow focus, companies 

can create a tailored solution to accelerate positive change. 
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Why does gender diversity matter 

to business? 

• Gender diversity in the workplace isn’t just a social issue, it’s an economic 

imperative. The OECD found that greater gender parity in the workforce leads 

to better economic outcomes. This finding could have implications on a global 

scale. Research from the McKinsey Global Institute estimates that if women 

played an identical role in labor markets to that of men, as much as $28 trillion, 

or 26%, could be added to the global annual GDP by 2025.  

• Individual companies stand to benefit directly from gender diversity. A 

company’s ability to recruit, advance, and retain key talent, including women, 

is inextricably linked to its long-term profitability.  

• This issue is drawing increasing attention. Stakeholders, including governments, 

investors, and consumers, are looking more at gender diversity in the 

workplace. New regulations are already under way, including legislation from 

the UK and Germany that would require companies to disclose their gender 

pay gap.  

 

Opportunities 

• Improved financial performance: 

Credit Suisse’s research shows 

that greater female 

representation in corporate 

boards and management is 

associated with higher returns on 

equity and superior stock price 

performance.  

• Stronger talent pool: A 

commitment to gender diversity 

helps place the right people in 

the right roles. 

• Better customer insight: A 

workforce that is more 

representative of its customer 

base is better placed to 

understand, meet, and 

anticipate their needs. 

• More creativity: A diverse mix of 

people brings a range of unique 

perspectives that can lead to 

more innovative solutions.   

 

Risks 

• More attention from investors: In 

recognition of the associated 

benefits, investors, including 

Bloomberg and RobecoSAM, 

are integrating gender diversity 

indicators into their assessments. 

• Increased competition: There is a 

growing risk of losing employees 

and customers to competitors 

that better address the issue. 

• Greater reputational and 

financial costs: A failure to 

embed a culture of gender 

diversity at all levels can seriously 

damage a company’s public 

image as well as its bottom line. 

For example, companies that 

don’t address this issue can find 

it difficult to recruit women and 

may attract gender 

discrimination lawsuits.  

What are the implications for business? 

http://www.oecd.org/employment/50423364.pdf
http://www.mckinsey.com/global-themes/employment-and-growth/how-advancing-womens-equality-can-add-12-trillion-to-global-growth
https://www.bcgperspectives.com/content/articles/human_resources_creating_people_advantage_2014_how_to_set_up_great_hr_functions/
https://www.bcgperspectives.com/content/articles/human_resources_creating_people_advantage_2014_how_to_set_up_great_hr_functions/
https://www.bcgperspectives.com/content/articles/human_resources_creating_people_advantage_2014_how_to_set_up_great_hr_functions/
http://txwsw.com/wp-content/uploads/CS-Gender-3000.pdf
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Case study: Gender diversity in 

professional services 

An upcoming UK law will require companies to disclose their gender pay gap. In 

response, a professional services company engaged Corporate Citizenship to 

help identify potential opportunities to improve gender diversity in the 

workplace. The company recognized that a more inclusive workplace would 

contribute to economic growth and the long-term success of its business. 

 

The main drivers: 

 

• Closing the gender gap – The company has a low representation of women in 

leadership positions, which contributes to its gender pay gap. 

• Harnessing employee expertise – As a professional services company, 

employee expertise and creativity drives sales. It is critical that high performers 

do not leave the company, taking their knowledge and clients with them.  

• Increasing human capital – The corporate talent strategy focuses on the 

importance of recruiting, advancing, and retaining top talent. The company 

recognizes that women represent 50% of the talent pool, and thus are core 

factors in delivering this talent strategy.   

 

 Our approach: 

Following Corporate Citizenship’s framework, “The 

Gender Diversity Accelerator,” we facilitated a series 

of working sessions with employees across the 

business. We explored catalysts and barriers to the 

recruitment, advancement, and retention of women 

in the workplace. The sessions were divided by both 

gender and professional level to encourage a more 

candid and open conversation. 
 

Outcomes 

There were three clear themes that came out of the sessions: 

• Making connections – The company needs to provide access to the 

people and resources that employees need to advance in their careers. 

• Parental leave and pay – The company needs to pursue cultural and 

practical changes that support men and women returning to work after 

parental leave. 

• Smarter working – There is a need to create cultural and practical changes 

that support more flexible ways of working. 

Based on these findings, the CEO asked the Director of Human Resources (HR) 

to work with commercial heads and other HR leaders across the business to 

identify the key actions needed to drive improvements in each of these three 

areas.  

90% of 
employees felt 
proud that their 

company was 
exploring 

gender diversity 
issues 
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4. Communication 

How should we 

share information 

with stakeholders? 

3. Measurement 

How do we 

evaluate our 

progress? 

2. Strategy 

development 

What actions 

should we take to 

improve? 

Steps to gender diversity success 

Gender diversity is a complex, evolving issue. It is not surprising that companies 

struggle to identify what steps they should take to create a more inclusive 

workplace. In fact, companies tend to ask four main questions when it comes to 

promoting gender diversity. Corporate Citizenship’s framework, “The Gender 

Diversity Accelerator,” outlines clear actions that businesses can take to address 

each of these questions: 

 

1.Issues 

identification 

What key issues 

affect our ability to 

recruit, advance, 

and retain female 

talent? 

• Get your employees’ views on what’s working 

and what’s not (see Case Study on page 4) 

• Benchmark your performance against 

competitors to see what you do well and where 

you can improve 

• Gain a better understanding of stakeholder 

expectations and emerging trends and issues 

(e.g. potential regulations) 

• Build a strategy with key goals to support the 

growth of a gender-balanced talent pipeline 

• Involve senior management and employees 

throughout the process to build buy-in and 

create the most effective strategy 

• Work with government groups, industry 

associations, and NGOs to address cultural and 

structural challenges 

• Set key performance indicators (KPIs) and 

targets to track and drive progress over time 

• Develop a measurement framework to collect 

and assess key data points (e.g. employee 

survey) 

• Assess the wider impact that your actions have 

on the business and society 

• Create a communications plan to deliver the 

right information to the right people 

• Report publicly on your commitment, the 

actions you are taking to advance, and how 

you are performing against KPIs to build trust 

and accountability 

• Pursue third-party verification to build credibility 

for your narrative and supporting data 
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Disclaimer 

Corporate Citizenship is a global management consultancy specializing in 

sustainability and corporate responsibility. The team uses expert insight and a 

simplified approach to sustainability to deliver growth and long-term value for 

business and society. With teams in London, Melbourne, New York, San 

Francisco, Santiago, and Singapore we work with clients on both a local and 

global level, to achieve their commitments to responsible business behaviors 

and sustainable practices. We advise on a number of areas including strategy, 

community, engagement, environment, supply chain, socio-economic 

impacts, reporting, and assurance – helping clients to make the smart choices 

that will enable them to survive and thrive in an increasingly challenging 

business environment. 

For further information please contact: 
 
W: www.corporate-citizenship.com 
E: mail@corporate-citizenship.com  

Twitter: @CCitizenship 

LinkedIn: Corporate Citizenship Company  
  

 

 

  

   

   

  

  

  

San Francisco Office 
901 Mission Street 
Suite 105 
San Francisco, CA 94103 
United States 

Santiago Office 
Av.Kennedy5735 
Oficina 1503 
Santiago 
Chile 
  

Singapore Office 
3 Fusionopolis Place 
03 – 54  Galaxis Worklofts 
Singapore  
138 523 

T: 1-415-416-9580 T: +56  22 3224 3569  T: +65 6822 2203 

London Office 
Holborn Gate, 5th Floor 
26 Southampton Buildings 
London WC2A 1PQ 
United Kingdom 

Melbourne Office 
LBG Australia & NZealand 
Corporate Citizenship 
20-22 Albert Road 
South Melbourne,  VIC 3205 
Australia 

New York Office  
241 Centre Street 
4th Floor 
New York, NY 10013 
United States 

T: +44 (0)20 7861 1616 T: +61 (3) 9993 0452 T: 1-212-226-3702 

DISCLAIMER: Every possible effort has been made to ensure that the information contained 

in this publication is Accurate at the time of going to press. The publishers and authors 

cannot accept responsibility for any errors or omissions, however caused, or responsibility 

for loss or damage occasioned. 
 

About Corporate Citizenship  

http://www.corporate-citizenship.com/
http://www.corporate-citizenship.com/
http://www.corporate-citizenship.com/
mailto:mail@corporate-citizenship.com
mailto:mail@corporate-citizenship.com
mailto:mail@corporate-citizenship.com
https://www.linkedin.com/company/corporate-citizenship?trk=biz-companies-cym

