SOLUTIONS

RESOURCESOLUTION
I







INTRODUCTION

As global talent shortages grow more acute, new ways of
engaging and developing the business leaders of tomorrow are
needed to deliver sustainable talent strategies for the future.
Many businesses are investing in their people, but neglecting
to address the issues of why women are leaving the workforce,
and why women continue to be underrepresented in business
at the senior level.

The question is no longer why are women exiting the
workforce, but rather, what can employers do to attract and
retain talented women in their business.

The Robert Walters Group surveyed approximately 500
women working in professional disciplines. This research piece
explores the effectiveness of current strategies to empower
and advance women in the workplace, looking at areas such
as flexible working, mentoring, leadership and even asking
women what constitutes a successful career.
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GENDER DIVERSITY POLICIES AND APPROACHES
TALENT ACQUISITION STRATEGIES FOR WOMEN
RETAINING TALENTED WOMEN IN YOUR BUSINESS
FAMILY AND MATERNITY POLICIES

REPRESENTATION OF WOMEN IN BUSINESS LEADERSHIP

DEVELOPING WOMEN INTO FUTURE BUSINESS LEADERS
DIVERSITY AT RESOURCE SOLUTIONS




78% of women believe employers should
have a clear approach to diversity at board level



Without clear policies on how to achieve gender diversity businesses are
unlikely to accomplish it, and are likely to fall behind their competitors as the
global war for talent intensifies. Employers face two challenges: the first, to
develop an effective strategy for ensuring gender diversity in their business
and the second, to communicate this strategy to their employees and
potential employees.

of women surveyed felt that it was important that the company’s
gender diversity strategy was clearly set out at their workplace induction,
and felt that gender diversity policies should be in place to help
businesses build a workforce that represents the diversity of the
broader community.

Of those surveyed, many felt that strategies which focus on the individual,
rather than gender, were most beneficial, with 80% identifying that one-on-
one mentoring programmes were important, compared to half that number
who favoured gender-specific networking groups.

“Businesses that fail to understand the different motivations
that drive women to change jobs risk losing out in the war for
talent, as employers that have a strategy in place to address
the different needs and requirements of women will secure
the best talent.”

Katy Friedman

Group Talent Director at Robert Walters




37% of women surveyed say fulfilling and
rewarding work is their top career priority

TALENT ACQUISITION

STRATEGIES FOR WOMEN

26% of women say improved work-life balance is the number one reason
they would change jobs.

However, a more fulfilling job, higher salary and better career development
are almost as likely to be the main factor when changing jobs.

The women we surveyed were split almost equally four ways in terms of their
main motivation for changing jobs. Improved work life balance, a more fuffilling
job, higher salary and better career development opportunities were almost
equally important.

This presents challenges and opportunities for employers when shaping their
talent acquisition strategies, but the key message is that a one-size-fits-all
approach may not deliver the best outcomes.

“Whether trying to attract the brightest female graduates or
retain more experienced female executives, genuine flexible
working arrangements and stand-out maternity benefits

have never been so important to professional women.
Organisations that understand this have evolved to provide
the most attractive working environments, and these firms are
winning the war for the best female talent.”

Joanna Fagbadegun

Sales Director at Resource Solutions
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REASONS WOMEN WORKING IN

PROFESSIONAL DISCIPLINES WOULD
CHANGE JOBS

26% 23% 21%
26% 23% 21%

IMPROVED WORK-LIFE MORE FULFILLING HIGHER SALARY OR
BALANCE JOB BONUS




20% 3%

BETTER CAREER DEVELOPMENT ADDITIONAL TRAINING OR THE CHANCE
OPPORTUNITIES RESPONSIBILITY TO EARN QUALIFICATIONS
‘ON THE JOB’
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CASE STUDY

One major UK retail, corporate & commercial bank is making strides to create
sustainable change for a more diverse tomorrow. Through mentorship programmes,
networking events and an enforced “comply or explain” policy regarding women on
shortlists for senior roles, they are striving to ensure that at least 40% of top jobs are
occupied by women by 2020.

Resource Solutions works in close partnership with our client to ensure that their
strategy for diversity and inclusion is understood and embraced by all of the agencies
working as preferred suppliers.

Through a number of activities co-hosted by Resource Solutions and the client, such
as roundtable discussions, training events, best practice sharing and the identification
and engagement of agencies focusing on specific segment groups, the bank is one
step closer to ensuring their hiring managers get access to the most diverse talent in
the market.




FAMILY-FRIENDLY POLICIES
MOST IMPORTANT TO WOMEN

FLEXIBLE WORKING OPPORTUNITY TO COME BACK
ARRANGEMENTS TO WORK PART-TIME

ﬁ
5o

59%

42%

EMPLOYERS MAINTAINING MATERNITY LEAVE OVER THE
REGULAR CONTACT WITH STATUTORY ENTITLEMENT

EMPLOYEES ON MATERNITY LEAVE
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Balancing family life and a career is one of the main reasons women are

underrepresented in senior leadership. Over half of women who took a break

from their career felt they were disadvantaged when they returned (563%).
found it difficult to return at the same level.

Having a cohesive strategy for supporting staff during maternity leave and
providing a structure for their return to work is vital in combating the attrition
seen among women who leave their jobs to start a family.

“Based on personal experience, the ability to offer flexible
working to an employee upon their return from maternity leave
empowers an individual to succeed at work whilst allowing a
rewarding balance with their home life”.

Debs Keogh

Associate Director, Sales at Resource Solutions




The women we surveyed widely perceive there to be a lack of female representation in business
leadership. While women at junior levels are less convinced of this, the perception is still strong
across all levels of seniority. Overall, of those surveyed believe women are underrepresented in
business leadership.

The majority of those surveyed believe that the primary cause of gender disparity in leadership is a
preference for senior managers to promote men over women. However, issues relating to returning
to work after starting a family are also seen as impacting the number of women in leadership.

say difficulty returning to work after having children is a significant factor and 50% believe family
pressures and commitments prevent women from progressing to leadership roles.

Over a third of respondents think poor career progression strategies and a lack of female role
models also contribute to the challenges women face in reaching leadership positions.










52%

of women surveyed believe difficulty returning to work
after having children is one of the main reasons women are
underrepresented in leadership

CASE STUDY

For one of our financial services clients there continues to be a specific drive for
increasing the number of women in certain areas of the business. To support them,

Resource Solutions reviews the gender statistics of our agencies and that of our
direct recruiters such as CVs submitted, interviews and offers. Our approach
includes a focus on gender diversity at key touch points, from advertising to ensuring
all interviews for senior roles have a mixed gender interviewer panel. In addition,
through partnering with gender diversity organisations such as Working Mums and
Opportunity Now we have increased the number of successful female applications
for specific roles by over 100%.










CASE STUDY

Resource Solutions is working with a financial services organisation to
trial new gender bias technology in the UK, with the aim of eliminating
unconscious bias from their job adverts. The banking giant is an early
adopter of this innovative technology and one of the first European banks
to trial it.

The web-based application scans job adverts and provides a quality
score, identifying weaknesses such as jargon and repetitive wording,

as well as a gender bias indicator. Words which are noticeably more
appealing to either men or women are then flagged, with gender neutral
alternatives suggested.

The Resource Solutions on-site team is currently trialling the technology
on behalf of the client. Early results from the trial show an uplift in
applications received by female applicants.




WE ASKED WOMEN:
WHAT IS THE SINGLE CAREER

PROGRESSION STRATEGY
THAT WOULD MOST HELP YOU
ACHIEVE CAREER SUCCESS?

A MENTOR OR SPONSOR AT PERSONALISED TRAINING
SENIOR MANAGEMENT LEVEL PROGRAMMES

NETWORKING OPPORTUNITIES A FORMAL FAST STREAM FORMAL LEADERSHIP TRAINING
WITHIN THE BUSINESS PROGRAMME FOR HIGH SPONSORED BY YOUR
POTENTIAL STAFF EMPLOYER

25



CASE STUDY

At a leading UK investment bank one of our on-site team leaders is

a member of the Women'’s Initiative Network diversity group focusing
on mentoring and coaching the on-site team. The group has created
relationships with a charity called ‘Dress for Success’ which helps long-

term unemployed women back into work. The charity provides women
with professional clothes donated by retailers and personal interview
training in preparation for upcoming interviews. The group holds quarterly
suit drives and our client has provided support for their computer
infrastructure by networking all their computers and offering ongoing
technical and financial support.










At Resource Solutions we believe that a diverse workforce not only
allows us to benefit from a broad spectrum of ideas and perspectives,
but also ensures we realise our potential globally.

We believe in equality of opportunity for all applicants and employees
and our approach is supported by our Equality Opportunities and
Diversity Policy. We aim to provide a working environment and inclusive
culture that celebrates our differences. We do not discriminate against
candidates on the basis of gender, race, disability, religion or belief,
sexual orientation, maternity, pregnancy, age, ethnicity or nationality.
We are proud to be on a continuous journey with our clients,
candidates, corporate partners and employees to perpetuate a more
diverse vision for the future.

We also have a number of strategic
partnerships and working relationships
with organisations to support our own and
our clients’ diversity policies and attraction
strategies including:

OUTstanding

OUTstanding is a not for profit professional
network for lesbian, gay, bisexual and
transgender (LGBT) executives and their
allies. Harnessing the talent of all executives
and allowing them to be themselves is hugely
powerful for companies, the economy and
our society, and more importantly for the
individuals themselves.

Clear Assured

The Clear Assured process is an on-line
self-assessment programme which is
underpinned by guidance and external expert
advice to identify and remove the barriers that
may exclude people with disabilities. Resource
Solutions conducts a self-assessment which

is then tested using a candidate feedback
service, to provide evidence of the experiences
of disabled people going through our
recruitment processes.

Equal Approach

Equal Approach is a leading inclusive recruiter
and diversity consultancy in the UK that has
helped many organisations to increase their
profitability, improve success in bidding and
tendering, gain competitive advantage and
embrace the value of diversity. This partnership
enables our clients to maximise the benefits
from the recruitment, promotion and retention
of diverse talent.




CONNECT WITH US

m linkedin.com/company/resource-solutions

, @RSOutsourcing

fou R SolutionsRPO
Tube esourceSolutions

EMEA

Janine Chidlow, MD EMEA

11 Slingsby Place, St. Martin’s Courtyard
London WC2E 9AB

+44 20 7071 7000
janine.chidlow@resourcesolutions.com

APAC

Simon Bradberry, MD APAC

6 Battery Road #22-01

Singapore 049909

+65 6228 0200
simon.bradberry@resourcesolutions.com

AMERICAS

Oliver Harris, CEO

7 Times Square, Suite 1606

New York, NY 10036, USA

+1 646 712 9469
oliver.harris@resourcesolutionscom
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China
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