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ABOUT GLASS LEWIS  
 

Glass Lewis is the world’s choice for governance solutions. We enable institutional investors and publicly 
listed companies to make sustainable decisions based in research and data. We cover 30,000+ meetings each 
year, across approximately 100 global markets. Our team has been providing in-depth analysis of companies 
since 2003, relying solely on publicly available information to inform its policies, research, and voting 
recommendations. 

Our customers include the majority of the world’s largest pension plans, mutual funds, and asset 
managers, collectively managing over $40 trillion in assets. We have teams located across the United States, 
Europe, and Asia-Pacific giving us global reach with a local perspective on the important governance issues. 

Investors around the world depend on Glass Lewis’ Viewpoint product to manage their proxy voting, policy 
implementation, recordkeeping, and reporting. Our industry leading Proxy Paper product provides 
comprehensive environmental, social, and governance research and voting recommendations weeks ahead of 
voting deadlines. Public companies can also use our innovative Report Feedback Statement to deliver their 
unfiltered opinion on our proxy research directly to the voting decision makers at every investor client in time 
for voting decisions to be made or changed. 

The research team engages extensively with public companies, investors, regulators, and other industry 
stakeholders to gain relevant context into the realities surrounding companies, sectors, and the market in 
general. This enables us to provide the most comprehensive and pragmatic insights to our customers.  

 

 

 

 

Join the Conversation 
Glass Lewis is committed to ongoing engagement with all market participants. 

 
 
 

info@glasslewis.com     |      www.glasslewis.com 

 

  

https://www.glasslewis.com/proxy-voting-2/
https://www.glasslewis.com/proxy-research-3/
https://www.glasslewis.com/report-feedback-statement/
mailto:info@glasslewis.com
http://www.glasslewis.com/
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EXECUTIVE SUMMARY 
 

The need for gender diversity at board level has been a high-profile governance issue for investors, companies, 
and the broader community for several years now. For the UK, in particular, 2020 marked a benchmark year for 
the FTSE 350 as the deadline for achieving the Hampton-Alexander targets — a minimum of 33% representation 
of women on boards — loomed, having been set for December 31, 2020. 

In the aggregate, the FTSE 350 met the minimum board target during the year, although it was not without its 
laggards (see “In Numbers”). The FTSE 350 was also free of all-male boards for a time, before relapsing when all 
women directors retired from both Aston Martin Lagonda and Domino’s Pizza Group. Dominos’ Pizza has since 
appointed women directors, leaving Aston Martin Lagonda as the only remaining all-male board in the FTSE 350. 

This paper includes an interview with Denise Wilson OBE, CEO of the Hampton-Alexander Review; outlines the 
background to progress against gender diversity initiatives in the UK to date; and juxtaposes the UK gender 
diversity framework with that of its European equivalents.  

Following from this, the paper highlights indicative gender diversity statistics from FTSE 350 companies which 
held Annual General Meetings (AGMs) between January 1 to December 31, 2018, 2019 and 2020, respectively. 
The paper concludes with an overview of the changes in Glass Lewis policy on gender diversity in the UK from 
2020 to 2021. 
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IN CONVERSATION 
Denise Wilson OBE, CEO of the Hampton-Alexander Review 

 

In mid-October 2020, while assessing the data for this paper on gender diversity at FTSE 350 companies, we sat 
down (virtually of course) with Denise to discuss some of the pressing questions surrounding the representation 
of women on boards as we approached the 2020 year-end deadline for the Hampton-Alexander review.  

What follows is a synopsis of this conversation, including some key quotes, and some guidance on what 
investors should be focused on as they enter into their post-year, pre-AGM engagement activities. 

With the deadline approaching, is there any justification for not meeting the target of a minimum of 
33% women directors on a board? Are there instances where some leeway should be afforded? 

“Part of the problem is boards getting just to that 33% because obviously it gives them no slack 
actually, and if something unexpected does happen then they are straight away below the line. So 
those clearly that have built in some resilience and are at 40%, that’s different because they could 
lose somebody and still have a reasonably diverse board.” 

Denise broadly agrees that there are some instances where a little flexibility is required. For example, a 
company that previously had 33% women directors on the board but temporarily dips below during a year-end 
transition. Another example is a company that is has recently been promoted to the FTSE 250.  

Specifically, we discussed examples where a woman director might have to step off a board to take up a 
chairship on another board or where there is a sudden resignation outside of a normal succession plan. And, as 
outlined in the quote above, the crux of the issue here is with boards who have no built-in buffer because they 
are just meeting the minimum 33% target rather than exceeding it. This, Denise cautions, is one of the hazards 
of aiming just to meet the target - the lack of capacity to absorb such unplanned/unforeseen changes.  

Considerations of other areas, such as the level of representation of women on the executive committee, should 
be weighed when appraising gender diversity performance in these instances also. For example, an executive 
committee comprising only of men would certainly be a red flag where a board is also failing to meet the 
minimum target for women at board-level.   

And what of the argument that qualified women candidates are in short supply?  

“The supply of competent, capable women is full to overflowing.” 

Denise asserts that there exists a strong pipeline of experienced women candidates, many of whom now have 5 
years plus of listed board-level experience, and the argument that these candidates are in short supply, or that 
the qualified ones are already taken does not, therefore, hold water.  

Wider diversity considerations, naturally, are warranted; however, these should not come at the expense of the 
representation of women particularly when we consider that up to half of the population, of graduating classes, 
and of employees are women. In consideration of gender balance in those areas, the 33% target for FTSE 350 
boards should not, therefore, be viewed as a big ask and rationales such as the lack of qualified women 
candidates should be viewed critically, and challenged.  
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For smaller boards should there be an exception given where they have women appointees but fail 
to meet the 33% target? 

“33% is a minimum, not a threshold.” 

Denise admits, of course, this is a tricky one, and smaller boards could technically be a “One & Done” despite 
having met the 33% advocated for by the review. The question has to be, however, why can’t board size 
increase by one, and have women directors in the majority — 33% is a minimum standard to achieve, it is not 
where representation has to end. The data has to be instructive in these instances: what is the direction of 
travel? Are companies moving forward or are they stagnated? Is it a case of all talk, no action? 

This initiative, firstly through Lord Davies’ Review and now Hampton-Alexander, is 10 years old now – the FTSE 
100 in particular, being fairly stable in terms of constituents, should have little to no excuse for not meeting the 
minimum target.  

How much weight should be given to membership of the various sectoral initiatives such as the 
“Women in Finance Charter” or the “Women in Defence Charter”, and the corporate driven “30% 
Club” where a board is failing to meet the 33% target? 

“They are all additive initiatives, but they are not a substitution for.” 

The 30% Club, Women in Finance, Women in Defence, and other such initiatives are pledge-based and stand 
apart from the two government-backed reviews into diversity, namely Hampton-Alexander and Parker, and 
while these are massively helpful in supporting the increase of women representation on FTSE 350 boards, they 
should not be viewed as a substitution for failing to meet the minimum 33% target. Pledging, such as that 
advocated by many of these initiatives, has been a very important part of progress and has encouraged 
companies to think about the process of increasing gender diversity. Denise asserts, however, that if a company 
is not meeting the government-backed target for listed companies, being a signatory of these initiatives, while 
indicative of intent, is not a substitution for performance against the minimum target and associated actions. 

What questions should institutional investors be asking their investee companies as we approach 
year-end and transition into 2021? 

 “If you are struggling to meet the 33%, where does that put you next year when the number may be 
higher?” 

Denise’s view summarised: It’s time to be circumspect, and to push back on laggards. Aside from the obvious 
question — what are your plans to meet the target — some of the pertinent questions could be:  

• What is your appointment rate in the last 12 months? Of the available opportunities on the board 
and/or in senior leadership, how many went to men and how many went to women? 

• How is the annual bonus and pay increase allocated between men and women?  
• What are you doing to move women into more senior roles? 
• What does your current succession plan look like? Have you identified diverse candidates that could fit 

into each and every role in an emergent situation? 
• What are you doing to close the gender pay gap and is it decreasing year-on-year? 

And while these questions are certainly granular, they are necessary to understand how a company is 
approaching gender diversity and how it is preparing to address any deficiencies in the short-term. 
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What are the next steps for the Hampton-Alexander Review? 

“Overall, we have made great progress and we often forget that. If you look back to 2010, the 
conversations that we had then are light years from what we are having now — it has all hugely 
changed and the issues are understood and out on the table. We just need a bit more runway to sort 
these issues.” 

Discourse on gender diversity has become more sophisticated in the last 10 years, and adequate representation 
of women is acknowledged as pivotal and central to business strategy, so old rationales for not achieving at 
minimum 33% representation are no longer acceptable.  

In 2018 there were 78 “One & Done” boards versus approximately 20 currently — this, as Denise rightly points 
out, is great progress. The expectation is that instances of “One & Done” are virtually, if not actually, eliminated 
by 2021. Further, about half of the FTSE 100 boards have 40% or higher proportion of women to men. 

Boards should be considering that a minimum of 33% is the 2020 target, that number will certainly not be 
reduced and will, in all likelihood, increase — though to what number is yet to be determined. Consultation with 
the Government will be key to get agreement as to the next steps, and the expectation is that the final 
Hampton-Alexander report will be produced post year-end with a set of recommendations and measures to 
move into the next stage of the drive for gender balance on the boards of listed companies. 
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OVERVIEW 
Development of UK Gender Diversity Initiatives 

 

In February 2011, Lord Davies of Abersoch led a government-backed review to examine the under- 
representation of women on boards, and the obstacles that prevent more women from reaching senior 
positions in business. The report, ‘Women on Boards’, considered the business case for having gender-diverse 
boards and set out ten recommendations for achieving urgent change, including a voluntary target of 25% 
representation of women on FTSE 100 boards by 2015. By 2010, only 12.5% and 7.8% of directors of FTSE 100 
and FTSE 250, respectively, were women. 

The ‘Women on Boards: 5 year Summary’ report, published in October 2015, identified that all FTSE 100 
companies achieved the 25% target by 2015. The report also recommended that FTSE 350 companies increase 
the voluntary target for women’s representation on boards to a minimum of 33% to be achieved in the next five 
years (i.e. 2020) and “extend the best practice seen at Board level to improve gender balance and look to 
fundamentally improve the representation of women on the Executive Committee and senior-most leadership 
positions.” 

In February 2016, the UK government appointed Sir Philip Hampton and the late Dame Helen Alexander to chair 
an independent review, which continued on the work of its predecessor led by Lord Davies. The review focused 
on increasing the representation of women on FTSE boards and women in senior executive positions. 

In November 2016, the Hampton-Alexander Review was published, which set out five recommendations, most 
notably 33% of women on FTSE 350 boards by the end of 2020. Further, the report recommended that "FTSE 
100 companies should aim for a minimum of 33% women’s representation across their Executive Committee 
and in the Direct Reports to the Executive Committee by 2020.” 

  

https://ftsewomenleaders.com/wp-content/uploads/2015/08/women-on-boards-review.pdf
https://ftsewomenleaders.com/wp-content/uploads/2015/11/Davies-Review-Five-year-Summary-Oct-2015.pdf
https://ftsewomenleaders.com/wp-content/uploads/2016/08/FINAL-HA-Review-Nov-2016.pdf
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OVERVIEW 
Board-Level Gender Diversity Targets in Europe 

 

 

 

 
 
 



 

Gender Diversity in the FTSE 350 10 

IN NUMBERS  
Gender Diversity in the FTSE 350  (2018 – 2020) 

 

Broad Strokes 
Over the past three years there has been substantial progress against the Hampton-Alexander review targets. 
The aggregate percentage of women directors in the FTSE 350 has climbed from 25.8% in 2018 to 33.6% in 2020. 

Overall Gender Diversity 

 

Representation of Women on FTSE 350 Boards: Breakdown 
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Boards with High Levels of Diversity 

Twelve FTSE 350 companies have greater than 50% representation of women on their boards. While the size of 
the board may be a factor, the inclusion of measurable objectives, which are discussed further below, does not 
appear to be the sole driver of gender diversity in these examples. 

Boards with a Majority of Women 

 

Types of Roles Held by Women: Cross Section 
The achievement of enhanced representation of women on boards has been particularly pronounced amongst 
independent directors – 46.2% of whom are now women. Women, however, have had a seemingly more 
difficult time accessing leadership positions with only 11.6% of board-level executives being women (see over). 

Independent Directors 
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Executive Leadership 

While the FTSE 350 has made vast strides in improving gender diversity, the focus should now potentially shift 
towards the development of a diverse executive pipeline and the acceleration of the rates of appointment of 
qualified women into key leadership roles. 

Executive Directors 

 

It appears that gender diversity in the executive ranks might take longer to improve than non-executive diversity 
and will necessitate considerable focus and the implementation of targeted and pervasive initiatives. As 
discussed in the interview prefacing this paper, organisations such as the 30% Club, Women in Finance Charter 
and the Women in Defence Charter have a significant role to play in supporting companies in their endeavours 
to improve gender diversity in the executive pipeline. See Appendices B and C. 

Chairs, Vice-Chairs and Senior Independent Directors 

Progress is being made in leadership roles, with a 213% increase in the number of women chairs across the FTSE 
350 in 2020 relative to the 2018 baseline.  

Chairs 
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We note that women are better represented in senior independent director and vice chair roles (26.8% in 2020) 
relative to other leadership positions, which we expect will contribute to a diverse pipeline for future chair 
appointments. 

Senior Independent Directors & Vice Chairs 

 

Committee Chairs 

A notable trend is the increasing number of women directors serving as remuneration committee chair, with 
women now occupying the majority of these positions in the FTSE 350.  

 

There has also been a gradual uptick in women serving as chair of the audit committee, with almost one third of 
all audit committee chairs in the FTSE 350 being women. At 12%, the low rate of representation of women as 
nomination committee chairs does not come as much of a surprise given that, in general, the chair of the board 
typically serves as chair of the nomination committee, and approximately 90% of board chairs in the FTSE 350 
are men as of 2020. 
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Commitment Levels 

With the Hampton-Alexander Review targets coming due by the end of 2020, the issue of board level gender 
diversity was a regular topic of conversation in Glass Lewis’ engagement meetings with public companies this 
year. In these discussions, the low levels of representation of women on the board were occasionally 
rationalised by a claim that the pool of women candidates for director level positions was relatively small, with 
eligible candidates currently serving on the boards of a number of other listed companies. Some public 
companies therefore argued that that the appointment of a suitably qualified woman to the board could lead to 
situation where the new appointee was potentially ‘overcommitted’. 

Average Number of Directorships 

 

Women directors in the FTSE 350 take up only a marginally higher number of board positions than men (2.2 vs 
1.8 boards on average). As such, the data on director commitment levels would not support the aforementioned 
rationalisations on the availability and commitment levels of qualified candidates.  

In any case, notwithstanding these findings, the contention that the pool of women candidates should be limited 
to those women who already serve on public company boards is itself dubious, and would suggest an overly 
restrictive set of eligibility criteria for appointments, or a lack of imagination on the part of those making that 
argument. 
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GLASS LEWIS’ APPROACH 
Gender Diversity  

 

During 2020 Glass Lewis, as in previous years, captured UK companies’ disclosure and progress towards meeting 
the Hampton-Alexander Review targets, both at the board and senior-management level, in our Proxy Paper 
reports. Both the progress itself, and the level of disclosure provided, impacted our voting recommendations. 
During 2020, absent a robust explanation, we generally recommended against the chair of the nomination 
committee of all-male boards, “One & Done” boards, and boards that otherwise substantially lag below the 
targets or offered a boilerplate, or tokenistic, approach to gender diversity. 

Addressing Gender Imbalance: Measurable Objectives 

An important consideration for Glass Lewis when assessing performance against the Hampton-Alexander Review 
targets was the quality of the company's disclosure around the policies and initiatives in place to improve 
diversity within the organisation, and at board level in particular.  

Such disclosure could include any initiatives that the company might have to promote women into senior roles, 
or commitments related to hiring practices, such as the use of executive search firms that have signed up to the 
Voluntary Code of Conduct on gender diversity. However, the disclosure which was probably of most value to 
shareholders was any reference to quantifiable and measurable objectives that the company might have in 
respect of female representation, particularly at board-level. Such disclosure provided clear visibility as to the 
company's strategy for increasing diversity, and therefore served to reassure shareholders as to the board’s 
intentions in this area — which could be of particular importance at those companies that were 
underperforming in this regard. As shown below, 41.3% of companies in our coverage had this type of 
measurable objective. 

Disclosure of Measurable Gender Objectives 
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Policy in Practice: Glass Lewis Against Recommendations in 2020 

During 2020, poor board gender diversity resulted in Glass Lewis recommending against the nomination 
committee chairs of EVRAZ plc, Kainos Group plc and Templeton Emerging Markets Investment Trust plc. 
Further, board gender diversity was a contributing factor in an against recommendation for the nomination 
committee chair of Hochschild Mining plc. 

Kainos entered the FTSE 350 in 2019 with an all-male board. While the company showed some signs of 
improvement with a woman director being appointed in late 2019 and the appointment of an external diversity 
and inclusion specialist, Kainos was considered a "One & Done” board by the time their 2020 AGM was held. 
Despite the year-on-year progress, and being mindful of the company’s relatively recent admission, Glass Lewis 
ultimately recommended against the nomination committee chair due to the poor levels of disclosure on gender 
diversity initiatives and the absence of any commitment to ensure additional board appointees would be 
women. In the absence of measurable objectives, or indeed a gender-specific aspect to its diversity policy, it was 
impossible to discern what the company was doing to promote greater gender diversity. Similarly, Templeton 
had been in the Hampton-Alexander "One & Done” list for two years in a row and the company’s poor gender 
diversity disclosure showed no indication of improvement. Hochschild Mining was yet another example of a 
“One & Done” board with poor gender diversity disclosure. 

EVRAZ was a less obvious outlier in terms of its gender diversity practices. While the board has achieved its 
"target” of having two women directors on the board (equivalent to 22% of the board), it had no additional 
commitments on achieving the Hampton-Alexander target and the last woman director was appointed in 2018. 
Further, the company had boilerplate disclosure regarding any improvement to senior management gender 
diversity (senior management being only 18% women).  

Ultimately, given both with the board’s disclosure and the lack of commitment to achieving Hampton-Alexander 
targets — instead accepting the achievement of its own, lower, threshold — we determined that a 
recommendation against the nominations committee chair was warranted.  

Glass Lewis’ Planned Approach to Gender Diversity in 2021 

The deadline for achieving the Hampton-Alexander targets will have passed by the time 2021 AGMs are held. 
Consistent with our 2021 voting guidelines, Glass Lewis will generally recommend against the chair of the 
nomination committee at any FTSE 350 board that has failed to meet the minimum 33% board gender diversity 
target set out by the Hampton-Alexander Review, absent sufficient mitigating factors. When assessing boards 
with insufficient gender diversity, we will take into account the board’s historical performance on gender 
diversity, the disclosure of initiatives and targets related to gender diversity, and any recent board turnover. 

Outside of the FTSE 350, Glass Lewis will generally be recommending against the chair of the nomination 
committee at any LSE Main Market company that has failed to ensure that the board is not composed solely of 
directors of one gender. 

 

 

  

https://www.glasslewis.com/voting-policies-current/
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APPENDIX A 
30% Club 
The 30% Club consists of representatives (primarily chairs and CEO's) who have made a commitment to improve 
the gender balance at their companies. 

The club was initially set up in 2010 with the aim of achieving a minimum of 30% representation of women on 
FTSE 100 boards by 2015. From 2016, the scope of the original target was extended to a minimum of 30% 
women on FTSE 350 boards by 2020.  

 In 2020, the objectives were further updated as follows: 

• More than 30% representation of women on all FTSE 350 boards, including one person of colour; 
• More than 30% representation of women on all FTSE 350 Executive Committees, including one person of 

colour; and 
• More than 30% of all new FTSE 350 Chair appointments to go to women between 2020 and 2023. 

FTSE 350 Signatories (as at December 2020) 
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APPENDIX B 
Women in Finance Charter  

On March 22, 2016, Jayne-Anne Gadhia, CEO of Virgin Money, published a review into the representation of 
women in senior managerial positions in the financial services industry. In response to the review's 
recommendations, HM Treasury launched the Women in Finance Charter. By signing the Charter, companies 
pledge to: 

• appoint an executive responsible for gender, diversity and inclusion; 
• set internal targets for gender diversity in senior management; 
• link executive pay to delivery against these targets; and 
• publish gender statistics annually. 

FTSE 350 Signatories (as at December 2020) 
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APPENDIX C 
Women in Defence Charter 

On January 8, 2020, the UK Ministry of Defence launched the Women in Defence Charter. The Charter was 
launched to improve gender balance in the defence sector, both public and private. Signatories to the Charter 
pledge to: 

• have one member of the senior executive team who is responsible and accountable for gender inclusion 
and diversity; 

• set internal targets, where appropriate, for gender diversity in senior management; 
• publish progress annually against disclosed targets; and 
• have an intention to ensure the pay or the objectives of the senior executive team are linked to delivery 

of any internal targets on gender inclusion and diversity. 

 

FTSE 350 Signatories (as at December 2020) 
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CONNECT WITH US 
 
Corporate Website    |  www.glasslewis.com 
 
Email  |  info@glasslewis.com 
 

Social  |   @glasslewis.com          Glass, Lewis & Co. 
 

Global Locations 
 

North 
America 

United States 
Headquarters 
255 California Street 
Suite 1100 
San Francisco, CA 94111 
+1 415 678 4110 
+1 888 800 7001 

44 Wall Street 
Suite 503 
New York, NY 10005 
+1 646 606 2345 

2323 Grand Boulevard 
Suite 1125 
Kansas City, MO 64108 
+1 816 945 4525 

Asia 
Pacific 

Australia 
CGI Glass Lewis 
Suite 5.03, Level 5 
255 George Street 
Sydney NSW 2000 
+61 2 9299 9266 

Japan 
Shinjuku Mitsui Building 
11th floor 
2-1-1, Nishi-Shinjuku, 
Shinjuku-ku, 
Tokyo 163-0411, Japan 

Europe Ireland 
15 Henry Street 
Limerick V94 V9T4 
+353 61 292 800 

United Kingdom 
80 Coleman Street 
Suite 4.02 
London EC2R 5BJ 
+44 20 7653 8800 

Germany 
IVOX Glass Lewis 
Kaiserallee 23a 
76133 Karlsruhe 
+49 721 35 49 622 

  

 
 

http://www.glasslewis.com/
mailto:%20info@glasslewis.com
https://twitter.com/GlassLewis
https://www.linkedin.com/company/glass-lewis-&-co-
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DISCLAIMER 

© 2021 Glass, Lewis & Co., and/or its affiliates. All Rights Reserved. 
 
This document supplements Glass Lewis’ country-specific proxy voting policies and guidelines and should be 
read in conjunction with those guidelines, which are available on Glass Lewis’ website – 
http://www.glasslewis.com. This document is not intended to be exhaustive and does not address all potential 
voting issues, whether alone or together with Glass Lewis’ country-specific proxy voting policies and guidelines. 
These guidelines have not been set or approved by the U.S. Securities and Exchange Commission or any other 
regulatory body. Additionally, none of the information contained herein is or should be relied upon as 
investment advice. The content of this document has been developed based on Glass Lewis’ experience with 
proxy voting and corporate governance issues, engagement with clients and public companies, and review of 
relevant studies and surveys, and has not been tailored to any specific person or entity.  

 
Glass Lewis’ proxy voting guidelines are grounded in corporate governance best practices, which often exceed 
minimum legal requirements. Accordingly, unless specifically noted otherwise, a failure to meet these guidelines 
should not be understood to mean that the company or individual involved has failed to meet applicable legal 
requirements. 
 
No representations or warranties express or implied, are made as to the accuracy or completeness of any 
information included herein. In addition, Glass Lewis shall not be liable for any losses or damages arising from or 
in connection with the information contained herein or the use, reliance on, or inability to use any such 
information. Glass Lewis expects its subscribers to possess sufficient experience and knowledge to make their 
own decisions entirely independent of any information contained in this document.  
 
All information contained in this report is protected by law, including but not limited to, copyright law, and none 
of such information may be copied or otherwise reproduced, repackaged, further transmitted, transferred, 
disseminated, redistributed or resold, or stored for subsequent use for any such purpose, in whole or in part, in 
any form or manner or by any means whatsoever, by any person without Glass Lewis’ prior written consent.  

http://www.glasslewis.com/
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