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Why has progress on gender diversity stalled?
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Cultural Change Requires Investment
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Executive Committee Members Globally

10 90%
%

Source : Avivah
Wittenberg-Cox
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What s the problem?

U Our society i®iardwired with biasesand assumptions which
limits us

U Minorities need to overcomsticky floorsfrom their se* *
limiting beliefs /5,

BUT .

i
i

U Men haveyet to truly buy into the business cader advancing
women
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Unconscious bias
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How Diversity Makes us Smarter

U Diversity confers expertise
U Enables innovation & creativity
U Enables problem solving
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Source:ScientificAmerica
Katherine W. Phillips
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Integrated Leadershig the benefits

U Better business outcomes
U Greater customer loyalty

U Better negotiations & Team effectiveness
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Old Style Leadership

Source : MBAskool
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New Style Leadership

Source : Reference for
Business
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Questions to ask

U How balanced is my leadership team

U Doesmy team have a sidgpectrumof styles, traits,
strengths and behaviours

U Domy team members understand different styles
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MckinseyWomen in the workplace (REPORT)
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Myth of Merit

Objective performance assessment
Do you accept we all have bias

Rigorous selection processes

C: C: c: c:

Temporary special measures

Source: Jennifer Whelan, Melbourne BS
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Men are NOT the Problem

U Men are in thebest positionto mentor and sponsor
U They have th@reatest knowledge and experience

U Men are happy to help but have ideawhat they might do
differently

U22YSY 2F0SY R2y QiU LJzii HKE&Wa !
encourage them!
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Sadly middle management still feels like this!

Source :
Shrink4men
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Things to do

U llluminate the path to leadership ]

U Speed up company culture changéh progressive
corporate policy

U Build supportive environments

U Put in structural measures to minimise the effect of
bias (

-

Source: 2015 report from EY , Women Fast Forward
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Publishing gender data?
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Virgin Money Annual Report 2016

2016 gender pay gap

Virgin Money welcomes the UK government initiative to improve
pay equality through collecting and reporting gender pay data,
as at April each year. Whilst these requirements come into effect
from April 2017, we are voluntarily disclosing our gender pay gap,
asatApril 2016.

We have reviewed gender pay across the Company in 2016 and
are confident men and women are paid fairly for the same and
similar jobs. Virgin Money’s mean gender pay gap in April 2016
was 36 per cent (median 39 per cent). As explained by the Chief
Executive on page 26, the gender pay gap at Virgin Money is
driven primarily by two factors:

> The under representation of women in the senior
leadership team; and

> Theunder representation of men in more junior roles.

Consistent with the regulations we show below the gender
distribution across four equally sized quartiles based on pay.

@ money

We are committed to addressing gender imbalance and the
resulting gender pay gap.
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Quartile reporting¢ Virgin Money

2016 gender pay gap analysis

. This illustration divides staff into four groups based
on pay and discloses the gender balance in each

% ( w quartile. There are significantly more women in the
] lowest quartile and the average pay for men and
ﬂ\ women is the same. In the highest quartile there

Lowest Quartile 2 Quartile 3 Highest are more men and the average gender pay gap is

0.6% pay gap 1.7% pay gap 2.5% pay gap 13.8% pay gap 13.8 per cent.
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How can we help?
5SLISYRAY3I 2y gKSNB &2 .. " N

Managing Your Career:lmportance of career planning & knowing
yourself + networking

On Track for Success: Workshop- what gets you to the top & the
career benefits of being a boadirector

cetting Started: Realising your board potential, board éL’
connections and writing a NED CV
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What makes uslzy’ A lj dzS X X 2 dzNJ b 9 5

Our 20,000 + members across the UK

Margaret Johnson OBE Stephen Howlett
TR 0 v -':-’-:?'
INTERVIEW SUPPORT @Q PROFILE HELP
it gl

Professional, Supportive,
Influential
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