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At our inaugural Gender Matters think
tank eventin 2018 we observed a renewed
focus on the need to promote and
enhance inclusive business practices.
This was reflected in media interest in
gender issues and the introduction of UK
legislation on gender and pay. Yet despite
this revived attention on gender equality
in the workplace, women continue to be
under-represented in positions of power
in organisations.

In this second Gender Matters brochure
we draw on a range of sources to illustrate
the current scope and range of gender
and inclusion challenges that we identify
as prevalent in 2020. We focus on the
gender pay gap, the leadership pipeline
and managing the personal and the
professional. We use the financial
services sector as an exemplar of the
challenges facing a key player in the

UK economy.
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The illustrations identify the continuing
resilience of workplace gender inequalities
and the stubborn persistence of the
practice-policy gap. We use the term
‘practice-policy gap’ to explain how the
development of fair and equitable ‘gender
neutral’ policies fail to take account of
gendered social assumptions that can
(dis)advantage women and men'’s everyday
practice at work. The figures in this and the
first Gender Matters brochure reveal the
enduring nature of the divide between
good intentions of ‘neutral’ policy and the
reality of our own practice, behaviours and
perceptions, influenced by social norms.

2020030188023464

Academy for o
Gender, Work and @ Lancaster University
Leadership

3.

Lancaster University Management School
Bailrigg, Lancaster, LA1 4YX

01524510752
lancaster.ac.uk/lums

flw With a Financial Services
Sector illustration

Supported by funding from
UKRI's Quality-Related Strategic Priorities Fund (QR-SPF)

Academy for o
Gender, Work and % Lancaster University
Leadership

()




GENDER PAY GAP THE LEADERSHIP PIPELINE MANAGING THE PERSONAL
Women's pay continues to lag behind that of Women's progression in the workplace to leadership positions is A N D —l_ H E P Ro F ESS I 0 NAL

men; this is a global phenomenon. The UK persistently problematic. The figures below demonstrate a Familv r nsibiliti ffect ial perceptions of women and men different|
figures reveal a widening gap that increases with status gap between women and men: women are more prevalent amily responsibiiities atiect soclal perceptions otwomen a en ditrerently

age, status and family responsibilities. in junior roles and men are more prevalent in senior roles. and this has_an im!oact on b.ehavi.ours. Figure_s reflect a p.ractice-policy gap
where well-intentioned policy fails to be realised in practice.
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In the UK sector the pay gap widens with age and seniority, extending to additional aspects Women's lack of progression is mirrored in the UK financial services sector with a widening gap Globally, flexible working practices are recognised as enhancing productivity in the sector. However in the UK
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