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The companies named in these pages - our 
second annual WiW Gender Equity Measure 
Report - deserve to be congratulated on their 
achievements.

Work needs to work for all, and the failure to 
successfully integrate 51% of the population and 48% 
of workers is a high-cost glitch. No company can 
afford to squander and underutilise the valuable asset 
the female workforce delivers. 

That’s why at Women in Work, we’ve made it our 
priority to highlight the pioneering, creative and 
economically thriving companies that are making 
changes to their business. 

Our second annual GEM report reveals those who 
have cracked the code, embracing rather than 
resisting the reality: that gender equity must go further 
than a worthy cause to tick off the CSR list. 

Year-on-year analysis of 400 major UK companies 
shows a 19% increase in organisations hitting our 
gender equity benchmarks. The momentum is 
undeniable. To enjoy the full benefit of women’s value 
to workforces and global economic progress, we 
need to facilitate and support their participation. 

The companies that made our Women in Work 100 
list are the beacons of light, harnessing the full 
spectrum of human talent to gain competitive 
advantage. We’re shining the spotlight on them, rather 

than calling out those that aren’t, so that more – and 
more – companies follow in their footsteps.
 
We know the WiW100 aren’t doing this from the 
goodness of their hearts; they’re doing it because 
they’ve seen the data and understood the ultimate 
blueprint for success; inclusive teams make sharper 
decisions, diverse leadership drives innovation.
 
And thanks to our partnership with LinkedIn, we 
have undeniable evidence: companies that demolish 
stereotypes, embed genuine flexibility, and support 
caregiving responsibilities don’t just feel good about 
themselves – they increase female leadership talent 
for economic advantage.
 
It’s how successful companies win; with an approach 
to work that works for all.
 
We need more leaders brave enough to bin the 
antiquated notion that presenteeism equals 
productivity. Bold enough to challenge the 
comfortable assumption that any role has a 
stereotype. Visionary enough to build workplaces 
that actually reflect how humans live in 2025.
 
The wave is building. The only question left is which 
companies will ride it to success – and which will be 
left stranded as their competitors surge ahead, 
powered by their equal talent strategies.
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HOW WORK 
THAT WORKS FOR 
ALL IS WINNING 

MARIELLA FROSTRUP
CO - FOUNDER ,  WOMEN  IN  WORK

F O R E W O R D

Choose wisely. Choose boldly. Choose the future.
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AN ECONOMIC CASE 
THAT’S IMPOSSIBLE
TO IGNORE

SUE DUKE LINKEDIN MANAGING DIRECTOR FOR EMEA & 
LATAM, & HEAD OF GLOBAL PUBLIC POLICY & ECONOMIC GRAPH

F O R E W O R D

At LinkedIn, our vision is to create economic 
opportunity for every member of the
global workforce - and unlocking that
opportunity for women is one of the most 
powerful ways to drive growth and build 
stronger businesses.

We are proud to partner with the Women in Work 
Group on the second iteration of this important report.

As the world’s largest professional network, we have 
a unique vantage point into how talent moves, where 
barriers persist, and what actions make the biggest 
difference. Through, from more than 40 million UK 
members, our Economic Graph insights, we analysed 
UK workforce data to understand which company 
policies and behaviours are most closely linked to 
stronger female representation in leadership.

The evidence is clear: we’re facing a leadership gap 
that isn’t just a pipeline problem- it’s a systemic one. 
While gender balance is nearly achieved at entry 
level, we see representation fall at every rung on the 
career ladder, with a sharp drop-off at senior roles.

For the third year running, our data shows the rate 
of hiring women into leadership roles has declined, 

a troubling reversal after years of progress between 
2015 and 2021. Globally, we’re back to where we 
were fi ve years ago in the share of women hired into 
leadership positions. This isn’t just a missed opportunity 
for women - it’s a missed opportunity for business and 
the wider economy.

But there’s reason for optimism. Companies taking 
intentional steps are seeing results. Those adopting 
fl exible work models, supporting career breaks, and 
addressing gender clustering across roles are moving 
more women into leadership. These actions are good 
for people and good for business.

For CEOs, this is a clear moment to lead.
The organisations making progress aren’t waiting for 
perfect solutions - they’re embracing data, testing 
what works, and taking action.

No business, institution, or economy can afford to 
sideline half the talent pool. This report offers
a practical roadmap for those ready to act, and 
an economic case that’s impossible to ignore.



The Women in Work (WiW) Gender Equity Measure (GEM) Report 
2025, in partnership with LinkedIn, is an annual review of 400 of the 
largest companies in the UK that sets the standard for aspirational 
modern workplaces that work for all.

We have one clear goal: to track the real progress companies are 
making in closing workplace equality gaps.

To measure this, we chose three indicators that show what gender equity 
looks like when it’s working:

          EQUAL:
How many women are on the board? Our baseline measure for inclusion 
in the WiW GEM 100 is 33% female representation.

          FAIR:
Is their lowest mean or median hourly pay gap less than 15%, in their 
published 24/25 Gender Pay Gap report or gov.uk submission?

          SUPPORTIVE:
Does the company share parental policies transparently online? 

Companies who do this are more likely to publicly share other 
forward-thinking policies that support women’s entire biological journey, 
not just pregnancy and parenthood.

Together, these measures form a practical benchmark for progress - not 
future intent or distant pledges, but proven outcomes.

Because gender equity isn’t achieved by promises.
It’s built through real action.

The 2025 GEM Report answers three critical questions:
1. Which companies top the list when it comes to workplace equity?
2. Is there progress or stagnation year on year?
3. Is there evidence that action predicts stronger female leadership 
     representation?

To answer this third question, we partnered with LinkedIn, the world’s 
largest professional network, who analysed their UK workforce data from 
more than 40 million UK members, alongside company-level features 
and actions from more than 10,000 UK businesses, to address the 
all-important question: what actions predict better representation?

S E C T I O N
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I N T R O D U C T I O N
            WHAT IS THE THE WiW GENDER
EQUITY MEASURE? 

Because
gender
equity isn’t
achieved
by distant
pledges

1.1

SEE OUR METHODOLOGY
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Women in Work: opportunity not a minority
With women now almost half (48%) the UK workforce, dual-working 
parents the norm, and Gen Z’s changing expectations, fair hiring and pay 
is a future talent strategy and a competitive edge. Businesses and society 
need to shift the outdated view that working women or working parents are 
a minority if we’re to build workplaces that are truly fit for purpose.
This transformation can support talent retention, boost productivity, reduce 
costs, and contribute to a stronger economy.

Women in Work: legacy for leadership
LinkedIn data generated for WiW GEM shows that 75% of UK companies 
still have a lower proportion of women in leadership than the overall share 
of women in their company. While most companies have gender equity at 
entry level (a 50/50 gender split), this drops to 35% at senior manage-
ment and just 25% in the C-suite, according to the World Economic Forum’s 
Global Gender Gap Report 2025, in collaboration with LinkedIn. Today’s 
leaders have the opportunity - and the responsibility - to reverse this trend.

Women in Work: investment not a cost
Investing in holistic employee health can unlock up to $11.7 trillion in global 
economic value, primarily through improved productivity and reduced 
burnout, says the McKinsey Health Institute in collaboration with the World 
Economic Forum. For large companies, this means a powerful opportunity 
to boost performance, reduce attrition, and gain a competitive edge, while 
supporting female and family health.

Women in Work: economic advantage
Many large UK companies are already taking action - investing to close 
gender equity gaps, to equalise workplace policy and to shift culture. 
If all employers matched the ambition of the WiW100, the UK economy 
would see significant gains: Research from PwC estimated that improved 
female workforce participation between 2011 and 2023 added 
£6.2 billion annually to UK GDP. This is an opportunity businesses can’t 
afford to ignore.

A year after our inaugural 
WiW GEM Report, and 
with a new geopolitical 
landscape, are UK
companies stepping up
to gender equity or
stepping back?

The 2025 GEM Report 
offers an evidence-based 
answer, as we shine a
light on the firms moving 
forward - and examine why 
equality is a talent strategy 
for competitive advantage.

A blueprint for change 
is contained within 
these pages, which
outline the economic & 
business opportunity 
of gender equity.

WHY THE 
ECONOMIC 
IMPACT OF
GENDER EQUITY 
CAN’T BE
IGNORED

ECONOMIC IMPACT
1

2

3

4

Are UK companies stepping up to gender equity?

https://commonslibrary.parliament.uk/research-briefings/sn06838/
https://commonslibrary.parliament.uk/research-briefings/sn06838/
https://yougov.co.uk/society/articles/51744-in-what-areas-do-britons-think-more-needs-to-be-done-on-gender-equality
https://www.weforum.org/publications/global-gender-gap-report-2025/
https://www.weforum.org/publications/global-gender-gap-report-2025/
https://www.mckinsey.com/mhi/our-insights/thriving-workplaces-how-employers-can-improve-productivity-and-change-lives
https://www.mckinsey.com/mhi/our-insights/thriving-workplaces-how-employers-can-improve-productivity-and-change-lives
https://www.pwc.co.uk/services/economics/insights/women-in-work-index.html
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2EXECUTIVE
SUMMARY

A SNAPSHOT OF TOPLINE WiW GEM FINDINGS IN 2025

19% more WiW100 companies year-on-year: Of the same 400 companies across 24 sectors, 
121 achieved WiW100 status in 2025. Companies included in the WiW100 must achieve more than 
33% female board representation, a gender pay gap under 15%, and publicly 
published parental leave policy.

22% increase in transparency since 2024: Now, more than half (232) of the 400 companies 
reviewed have made their parental leave policies transparent and searchable – including number of 
weeks offered at full pay, compared to 190 last year. WiW100 companies are also twice as likely to 
offer equal parental leave.

10 Trailblazers prove sector and legacy are no barrier to equality – our Trailblazers who top the 
list, with more than 50% female board representation, a pay gap under 1%, and publicly 
published parental policies, have doubled year on year. They span seven sectors, with the eldest 
founded 150 years ago and the youngest just 10.

24 sectors represented: Sectors are no barrier to workplace equity. All 24 business sectors now 
have at least one company in the WiW100.

Three key factors that predict stronger female leadership representation are revealed by the WiW 
GEM Report in partnership with LinkedIn: adopting flexible work models, supporting dependent care, 
and reducing occupational segregation. (Based on LinkedIn UK workforce data from 40 million UK 
members based on 10,000 UK businesses.)

Firms with more than 50% remote or hybrid workers show a 1-2 percentage point higher share of 
women in leadership (around 34.2%), than those with less, showing that intentional action such as 
flexible work models can translate to stronger female representation.

Companies that show a track record of workers recording career breaks for caregiving on LinkedIn are 
27% more likely to have gender-balanced or female-led leadership teams. 

A 10-point increase in women in the company overall correlates with a 9.4-point rise in women 
leaders. Firms with less occupational stereotyping see stronger female leadership.

30% of WiW100 companies had a female chief financial officer (CFO), 18% had a female 
CEO... And 17% had a male chief people officer (CPO), challenging succession stereotypes and 
bucking the overall trend. Our 10 WiW Trailblazers are 3.3 X more likely to employ a female 
CFO, and 2.2 X more likely to employ a male CPO.
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            HOW MANY COMPANIES MET ALL 
THREE WiW MEASURES?

Having it all: equal leadership, fair reward, and 
supportive policies

We found 121 companies (the WiW100) making progress in all 
three areas, compared to 102 in 2024 - that’s 19% more companies 
year-on-year with: 

            More than 33% female board representation

          The lowest mean or median hourly gender pay gap

          is under 15% 

          Publicly published parental leave policy

IN DETAIL
LIST
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19% more
companies
made it into
the WiW100
this year

19% more companies made it into the                        in 2025
GEM Report: Progress year-on-year

TRAILBLAZERS
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Looking beyond our WiW100, we also found progress in our 
Trailblazers, which doubled in number (as detailed on page 10) and 
our WiW200: a 25% year-on-year increase in the companies that 
achieve two out of our three Gender Equity Measures. In 2024, there 
were 113 companies that passed this benchmark. Now in 2025, we 
have 144 WiW200 companies, that’s 31 more companies in 2025 
who are striving to achieve equity.

Source: 2025 WiW GEM data

3.1



Aberdeen*
Accenture (UK)
Admiral Group
AF Blakemore & Sons
AG Barr
AJ Bell*
Arup
Asda
AstraZeneca
Autotrader
AXA UK*
Babcock International
BAE Systems
Barclays
Barratt Developments
Biffa
BP
British American Tobacco
BBC
Bupa*
Britvic (now Britvic Carlsberg)
BT Group
Burberry Group
C&C Group
Coca-Cola HBC AG
Colt Group Holdings
Computacenter*
Croda International
Currys*
Deliveroo
Deloitte LLP
Dentsu (UK)
Diageo
DLA Piper International LLP*
Dr Martens*
DWF*
E.ON
Entain
Ernst & Young LLP
Estée Lauder Companies
Experian
FDM Group Holdings*

S E C T I O N
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Flutter Entertainment
Ford Motor Company (UK)*
GlaxoSmithKline
Grayling UK*
Greencore Food to Go
Haleon
Hargreaves Lansdown
Hays
Helios Towers*
Hilton Foods
IG Group*
Ikea
Intercontinental Hotels
International Consolidated 
Airlines Group (IAG)*
Intertek
Ipsos
ITV
J Sainsbury
Jacobs*
John Lewis Partnership
Johnson Matthey
JPMorgan Chase & Co*
Kingfisher
Laing O’Rourke Corp
Lego
LinkedIn*
London Stock Exchange
Lush Retail
Man Group*
Marks & Spencer
Meta/Facebook
Microsoft UK
Mitie Group
Mondelez UK
MONY Group / Money 
Supermarket.com*
Monzo Bank*
National Grid
Nestlé UK & Ireland
Netflix*
Octopus Energy

Ofcom
Oxford Instruments
Page Group
Pearson
Pentland Group*
PepsiCo UK & Ireland
Pets at Home*
Premier Foods
PricewaterhouseCoopers LLP
Prudential*
QinetiQ Group
Reckitt Benckiser Healthcare*
Rolls Royce Holding
Safestore
Sage
Sellafield*
Severn Trent
Shell
Smiths
Sodexo
Spirax Group
Spire Healthcare
SSE
TalkTalk Telecom
Tate & Lyle
Taylor Wimpey
Telecom Plus*
Tesco
The Co-operative
The Rank Group
Transport for London
Unilever
Unite
United Utilities
UPS
Vodafone Group
Volvo
Weir Group
Whitbread
WM Morrisons Supermarket*
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WHO ARE THE TRAILBLAZERS IN 2025?

This year 10 of our WiW100 companies stood out with even 
stronger performances, having achieved: 
           

•More than 50% female board representation.

•Pay gap under 1%.

•Transparent, publicly published parental policies.

TRAILBLAZERS

10
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IN 2025

TRAILBLAZERS
AG BARR

BIFFA

BRITVIC (NOW BRITVIC CARLSBERG)

DIAGEO

GLAXOSMITHKLINE

LUSH RETAIL

OCTOPUS ENERGY

RECKITT BENCKISER

ROLLS-ROYCE HOLDING

SPIRAX GROUP

10 of our

companies
achieved
even higher
standards
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Trailblazers: overcoming sector barriers

For 2025, we found Trailblazers within seven different sectors, food & 
drink, health, retail, utilities & waste, energy, engineering, and aerospace 
& defence, proving that sector is no barrier. Equality is possible - and 
achievable - in even the most gender-traditional industries.

Trailblazers: creating a legacy of equality

Company age is no obstacle: the youngest of these trailblazing 
companies - Octopus Energy - is ten years old and the oldest 
- AG Barr  - is 150 years old. Many, like Spirax Group (founded 
1888), Rolls Royce (founded 1906), and Diageo (founded 1997), are 
building equality into their DNA.

Trailblazers: making parenthood possible

Our WiW GEM Report shows that these 10 companies are 2 X more 
likely to offer equal parental leave and 2.1 X more likely to 
have transparent 26-week paid maternity leave than the other 
390 large UK businesses we reviewed, making parenthood a possibility, 
not a penalty.

Trailblazers: eliminating occupational segregation

Trailblazers prove it’s possible to rid business of occupational 
stereotyping. They are 1.9 times more likely to employ a female 
CEO, 2.9 times likely to employ a female CFO, and 2.4 times 
more likely to employ a male CPO than the other 390 large UK 
businesses we reviewed, challenging traditional role expectations 
across the board.

Overcoming
barriers to
create a
legacy of 
equality

TRAILBLAZERS
How did our Trailblazers achieve higher goals?

1

2

3

4



LinkedIn collaborated with Women in Work (WiW) to uncover 
what enables women to rise to leadership in UK companies. 

Their findings are based on LinkedIn UK workforce data 
drawn from over 40 million UK members, offering a 
unique, real-time view across 10,000 UK businesses of 
all sizes and sectors.

Globally, women remain underrepresented in leadership - and 
progress has stalled over the past three years. New LinkedIn data 
shows similar patterns in the UK. While workforce gender balance 
is close to equal (42.9% of UK firms have more women than men), 
leadership tells a different story.

Based on LinkedIn data:

•On average, only 34.1% of leadership roles in UK firms are 
     held by women.

•Half of all firms have less than one third (33.3%) female 
     representation in leadership.

•In nearly three-quarters of firms (74.9%), women are less 
     represented in leadership than in the firm’s overall workforce.

This underrepresentation isn’t due to a lack of women in the 
pipeline — it’s about barriers to advancement.

S E C T I O N
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            CRACKING THE CODE FOR
REPRESENTATION IN PARTNERSHIP 
WITH LINKEDIN 

What enables 
women to rise 
to leadership 
roles in UK
companies?

DOES ACTION
TRANSLATE TO
RESULTS?

4.1
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To understand what drives change, 
LinkedIn analysed company-level data 
using regression models.

LinkedIn
PREDICTORS
FOR FEMALE
LEADERSHIP

Building
inclusive
pathways
to gender
equity at
the top

LinkedIn examined the share of leadership positions held by 
women - either in the workforce, leadership, or both, and identified 
the following THREE key attributes that most strongly predict higher 
female leadership representation, even after controlling for industry 
and other factors.

LinkedIn’s data shows that at firms where more than half of employees 
work remotely, women make up on average 34.2% of leadership. 
That rate is even higher for firms with 20%-49% of workers in remote 
roles, at 35.1%. However, companies with 0%-9% of workers in remote 
positions have on average only 32.9% of leadership positions filled by 
women. Even after controlling for industry and workforce gender 
composition, businesses with more than 50% remote/hybrid workers 
show around a 1-2 percentage point higher share of women in 
leadership, than those with less.

LinkedIn’s 2024 Global State of Remote and Hybrid Working report 
found women are more likely to apply to remote and hybrid roles, but 
there is a lack of supply as onsite remains the industry standard, 
regardless of gender. However, LinkedIn is starting to see a shift in this 
trend for women in the UK, for whom the share of positions added that 
were for onsite work in 2023 was 42.6%, less than the share of new 
positions which were hybrid, at 43.9%.

  1 .  F L EX IB L E  WORK IN G  MODE L S

https://economicgraph.linkedin.com/content/dam/me/economicgraph/en-us/PDF/global-state-of-remote-and-hybrid-work-sept-2024.pdf


The data shows women are overrepresented in healthcare and education 
- sectors with limited remote potential - while men are more likely to work 
in tech and professional services, where remote work is more common. 
Tech is the industry that most consistently shows higher preference for 
remote and hybrid working arrangements.

Perhaps it is no surprise then, that Tech – while having lower-than-
typical representation of women in the sector – is one of the leading 
sectors when it comes to the share of fi rms with better representation of 
women in leadership than in the company overall (true for 30.6% of fi rms 
in Tech, compared to only 25.1%  of fi rms across sectors).

A new LinkedIn report: Paths to Promotion for Women and Flexible Work, 
shows that the gender promotion gap is smaller for remote workers than 
on-site. However, there is still room for improvement, with overall
promotion rates for remote workers being lower than for on-site workers. 
Overall, companies that embrace remote work and build inclusive
leadership pathways are more likely to see gains in gender equity at the 
top – but the pipeline takes time to shift.

S E C T I O N
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Better
representation
at all levels
translates to
more equal
leadership
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Source: LinkedIn
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https://economicgraph.linkedin.com/content/dam/me/economicgraph/en-us/PDF/paths-to-promotion-for-women.pdf


In the UK on LinkedIn, women are 27.2% more likely 
than men to list career breaks. When taken, women’s 
career breaks are on average 41% longer than men’s
and are more likely to be for dependent care - factors 
that can impact career progression.

No matter the reason for these breaks, fi rms that
accommodate and normalise these breaks are
going to be more attractive to women. This is echoed 
in LinkedIn analysis, which shows that fi rms with a 
higher share of employees who have recorded career 
breaks for dependent care on LinkedIn tend to have 
better representation of women in leadership.

Companies that show a track record of workers with 
career breaks for caregiving are 27% more likely 
to have gender-balanced or female-led leadership 
teams. Among companies with above-average rates 
of such breaks, only 44.4% have leadership teams 
where women are in the minority - compared to 61.5% 
of fi rms with below-average support.
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Normalise caregiving
career breaks for more
gender-balanced leadership

That’s a gap of more than 17 percentage points,
suggesting that normalising caregiving breaks is
associated with more gender-balanced leadership. 
Leadership representation is also highest at fi rms 
where the average employee age is under 30 years 
old - 42.1% of leaders are women on average among 
these fi rms with a younger workforce, compared to 
24.1% of leadership among fi rms where the average 
age is above 50 years old.

Firms with an average age distribution of 30 to 
50-year-olds - when caregiving responsibilities and 
biological changes often converge for women - show 
some of the lowest female leadership representation, 
especially relative to the representation of women in 
the workforce who are in that age group (75.5% of 
fi rms have worse representation of senior leadership 
than overall for workers ages 30-39, compared to 
68.1% for workers under 30).
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2. SUPPORT CAREER BREAKS FOR DEPENDENT CARE

Source: LinkedIn

https://reports.weforum.org/docs/WEF_GGGR_2025.pdf
https://economicgraph.linkedin.com/content/dam/me/economicgraph/en-us/PDF/gender-gaps-in-career-breaks.pdf
https://economicgraph.linkedin.com/content/dam/me/economicgraph/en-us/PDF/gender-gaps-in-career-breaks.pdf
https://economicgraph.linkedin.com/content/dam/me/economicgraph/en-us/PDF/gender-gaps-in-career-breaks.pdf
https://economicgraph.linkedin.com/content/dam/me/economicgraph/en-us/PDF/gender-gaps-in-career-breaks.pdf
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Challenge
the norms of
stereotype
succession
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Source: LinkedIn

When women and men are clustered in different roles within a company 
such as women in HR and men in IT - it refl ects occupational segregation. 
LinkedIn measured this by comparing the gender balance of a fi rm’s
overall workforce to the average gender balance within each occupation 
for the same fi rm. If there are highly segregated occupations, the
difference will be greater on average.

Firms with lower-than-typical occupational segregation tend to have 
stronger female leadership representation. Among these fi rms, 66.5% 
have leadership teams where women are in the minority - compared to 
72.3% of fi rms with higher-than-average segregation. That means
companies with less gender segregation are 5.8 percentage points more 
likely to have gender-balanced or female-led leadership teams. Against 
an overall average of 69.4%, this is a meaningful difference. Even after 
controlling for industry and other fi rm characteristics this relationship
between less occupational segregation and better representation of 
women in leadership persists.

But representation in the pipeline matters too. A 10-percentage point 
increase in the share of a company’s workforce who are women is
associated with a 8.5 percentage point increase in women in leadership 
after controlling for the other fi rm characteristics - highlighting the
importance of building gender balance at every level.

3. AVOID STEREOTYPE OCCUPATIONAL SEGREGATION



HOW DO THE WiW 100 COMPARE?

100% of our WiW100 companies publish transparent parental 
leave policies.

4 X more likely to offer equal parental leave versus those not in 
the WiW100

2 X more likely to provide 26 or more weeks of fully paid 
maternity leave.

232 of our 400 companies are now sharing parental leave policies 
(up from 190 in 2024) - this was the biggest improvement.

67 of our 400 companies narrowly missed out on inclusion in WiW100 
because they hadn’t yet published their parental policies.
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Transparent Maternity
+ 26 weeks fully paidTransparent Maternity Policy Equal Parental Leave

100% 100%

43% 40%

11%

36%

50%

20%

40%

100%

75%

50%

25%

0%

TRAILBLAZERS OTHER COMPANIES WE REVIEWED

lead the way on parental leave

Source: 2025 WiW GEM data

LEADING ON
PARENTAL CARE



HOW DO THE WiW 100 COMPARE?
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Female in one of
these 3 rolesFemale CEOs Female CFOs Male CPOs

18% 20%
8%

30%

60%

18% 17%

40%

18%

92%
82%

61%

100%

75%

50%

25%

0%

TRAILBLAZERS OTHER COMPANIES WE REVIEWED

BREAKING LEADERSHIP
STEREOTYPES

break leadership stereotypes?Do the

Source: 2025 WiW GEM data

WiW100 companies show clear signs of 
progress in 2025, but there’s still room for 
improvement when it comes to breaking 
leadership stereotypes.

2.3 X  more likely to have a female chief executive officer (CEO)

1.7 X  more likely to have a female chief financial officer (CFO)

1.5 X  more likely to have a woman CEO, CFO or CPO.



HOW DO THE WIW 100 COMPARE?

CEO GENDER
PIPELINES
STRIVING FOR EQUAL SUCCESSION 

CEO gender was the only metric that went backwards year-on-year 
among the 400 companies we reviewed. 

The number of female CEOs reduced from 45 (11.25%) 
in 2024 to 43 (10.75%) in 2025.
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100 20 30 40 50

Same sex replacement Different sex replacement

Female CEOs succession Male CEOs succession

Succession analysis of 400 CEO positions YOY

2

41

3

2

Female

Male

Source: 2025 WiW GEM data

exiting female 
CEOs were replaced 
by 50% females
and 50% males.

exiting male 
CEOs were
replaced by 90% 
males.

50% 90%

OF THE 48 CEO VACANCIES DURING 
THIS TIME:

More 
equitable 
CEO 
succession 
pipelines 
should top 
the list on 
every 
company’s
next board 
agenda



            Which sectors have the most 
companies closing the equality gap?

It’s possible to shift equality gaps in ALL sectors.

Sectors are no longer an obstacle to workplace equity:  
every sector has at least one company reaching our WiW GEMs. 
From banking to energy, from construction to utilities - if all companies 
aspired to match the best equity performers in their field, significant 
strides could be made.
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5

CLOSING THE
SECTOR GAPS

Significant 
strides towards 
equality are 
being made in 
all sectors

A

B

C

Highest proportion of low pay gaps: 
Food & Drink with more than half the companies we 
tracked recording under 1% pay gap, and 90% of them 
recording pay gaps under 15%.

Highest number of women represented 
on boards: 
Insurance, Electronics, Fashion & Beauty, and Asset 
Management had the highest number of companies with 
women comprising more than one third of the people 
on boards. 

Highest number of publicly published 
parental policies: 
Telecomms and Insurance, with over 90% of the firms we 
track publishing their parental policies.

EQUITY BY SECTOR ACROSS 400 COMPANIES

5.1



Retail

Construction

Professional Business Support

Food & Drink

Heavy Industry/Raw Materials

Health

Technology

Travel & Tourism

Transportation

Asset Management

Finance

Media

Banks

REITS (Real Estate Investment Trusts)

Energy

Insurance

Utilities

Telecommunications

Gambling & Tobacco

 Aerospace & Defence

Chemicals

Electronics

Diversifi ed Industries

Fashion & Beauty

TOTAL

38

32

30

29

27

21

21

21

20

19

17

17

15

13

12

12

11

10

9

7

6

5

4

4

400

30

30

26

19

25

14

13

10

13

19

13

15

13

12

12

12

8

7

7

5

5

5

4

4

321

33

12

21

26

11

15

15

13

15

4

5

10

4

4

6

3

9

8

8

7

4

3

3

4

243

22

18

22

15

8

11

15

9

7

11

7

13

13

8

7

11

7

9

5

5

2

3

1

3

232

SECTORS

No. of companies tracking in the GEM Report

No. of companies with over 3% women on boards

No. of companies with under 15% lowest mean or median hourly pay gap

No. of companies with transparent parental policy
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C

A

B

C

C

B

B

B

B

Highest proportion of low pay gaps          Highest number of women represented on boards 

Highest number of publicly published parental policies

B



By sector, the picture reveals both the scale of the challenge, 
and the potential for progress. LinkedIn found that across 
around 10,000 UK organisations with suffi cient data,
spanning both public and private sectors, all industries show 
a lower share of women in leadership compared to their 
overall workforce on average.

Yet in every sector, there are exceptions: some companies do achieve
a higher or almost equal proportion of women in leadership than their
overall share of women. This proves that while underrepresentation is 
widespread, progress is possible in every sector.

In the private sector, the Retail sector is an example of a more
even-handed approach to stronger female leadership representation, 
with 72.4% of fi rms in the sector having worse representation of women 
in leadership than in the company overall, compared to the overall rate 
of 75%. On average, 42.2% of leadership positions for companies in the 
retail sector are held by women, and 55.7% of all positions.

The LinkedIn analysis found industry patterns hold: male-dominated
sectors like construction continue to show lower female representation
in leadership (only 16.2%, compared to 30.1% women employees
overall), while female-dominated sectors like Hospitals and Healthcare 
have better overall average representation (63.9%) but still face
gaps between workforce and leadership representation, which stands
at 48.1%.
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5.2WHICH SECTORS
HELP WOMEN WORK 
AND THRIVE?

75% of UK companies have a lower proportion 
of women in leadership (defi ned here as senior 
VP/C-suite/Partner level) than in their overall 
workforce, according to LinkedIn data.

Progress is
possible
in EVERY
sector
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5.2
W O M E N  I N
L E A D E R S H I P
Average percent of company’s workforce who are women

10% 20% 30% 40% 50% 60% 70%0

Among all positions Among leadership positions

Average percent of a company’s workforce who are women

Hospital & Health Care

Consumer Services

Education

Government Administration

Retail

Professional Services

Accommodation & Food Services

Entertainment Providers

Administration & Support Services

Real Estate & Equipment Rental Services

Financial Services

Technology, Information & Media

Manufacturing

Utilities

Wholesale

Transportation, Logistics, Supply Chain & Storage

Oil, Gas & Mining

Construction

63.9%
48.1%

60.8%
50.1%

58.2%
46.4%

58.0%
44.6%

55.7%
42.2%

49.9%
36.7%

47.3%
35.3%

45.4%
37.0%

47.2%
34.2%

44.4%
29.6%

38.6%
27.3%

36.3%
27.5%

37.2%
24.2%

33.9%
24.3%

33.4%
22.9%

33.2%

29.6%

30.1%

21.3%

18.5%

16.2%
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Source: LinkedIn



Led by Group CEO Nimesh Patel, who also serves 
as co-chair on the FTSE Women Leaders Review, 
Spirax Group has demonstrated that consistent, 
long-term commitment to gender equity can deliver 
transformational results in engineering - traditionally 
one of the most challenging sectors for gender  
representation.
 
One company in the Group, Spirax Sarco Limited, 
has driven a systematic reduction of the gender pay 
gap over eight consecutive years. From a mean gap 
of 24.4% in 2017/18, the company has achieved a 
transformation, reducing this to just 3.6% by 2024/25 
- with its median gap now actually favouring women 
at -0.2%.  Overall the Spirax Group’s has again 
reduced their mean and median pay gaps year on 
year to 4.9% (-3.7% on 2023) and 4.0% (-3.8% on 
2023) respectively.
 
CHALLENGING GENDER STEREOTYPES 
 
The company had set ambitious targets of at least 
40% female representation across senior leadership. 
By January 2025, women represented 45.5% on the 
board and 44.4% across the executive committee, 
exceeding Spirax’s goals. This progress is illustrated 
by the appointment of Louisa Burdett as group chief 
financial officer, demonstrating a strong commitment 
to women in executive roles, and the challenging of 
gender stereotypes. 
 

Spirax achieved 60% female intake in its 2024 
global graduate scheme, surpassing its 50% target. 
The company’s enhanced women’s executive 
mentoring programme specifically supports 
progression into senior roles, while partnerships with 
WES (Women’s Engineering Society) and WISE 
(Women in Science and Engineering) address the 
broader societal challenge of attracting women to 
engineering careers. 
 
CHANGE STARTS FROM THE TOP 

The company offers industry-leading benefits 
including 16 weeks paid parental leave for all 
genders, 15 days’ caregiver leave, 10 days’ safe 
leave for domestic abuse situations, and pregnancy 
loss support - policies that recognise the diverse 
needs of its workforce.

As Patel says: “We understand the benefits of a 
diverse workforce. Through our experience, we have 
learned to be respectfully curious about the barriers 
people face and to consciously focus on inclusion.”
 
This curiosity-driven approach has delivered 
measurable results, with female representation in 
upper pay quartiles increasing by 7% and 
upper-middle quartiles by 5% between 2023 and 
2024 alone.

COMMITMENT TO GENDER EQUITY...
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SPIRAX
GROUP
GROUP CEO NIMESH PATEL

INSPIRING  PROGRESS

https://ftsewomenleaders.com/


CLOSING GENDER PAY GAPS
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More companies achieved a pay gap 
under 1% (up 9% YOY)

61%

10%
68%

SIX
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61% (243 companies of our 400) have a mean or 
median hourly pay gap of less than 15% in 2024/25 
reports, compared to 231 the previous year, showing a 
growth in the number of companies of 5% year on year.

SIX more companies year-on-year had a lowest mean 
or median hourly pay gap of less than 1%

10 more had a closed their gap to less than 10%

68% of women consider salary range and benefits 
information crucial in job descriptions, compared to 58% 
of men, according to LinkedIn’s Gender Insights Report. 
So, including this information in job adverts 
signals a commitment to transparency and fair pay.

REPORT
GEM

Source: 2025 WiW GEM data

https://business.linkedin.com/talent-solutions/diversity-inclusion-belonging/gender-balance-report


The youngest of our Trailblazers, Octopus Energy 
celebrates its 10th anniversary in 2025 - and is the 
only energy sector company to achieve WiW GEM 
Trailblazer status.

Founded by CEO Greg Jackson, the renewable 
energy company has achieved unicorn-level business 
success – valued at £9 billion in less than a decade 
while serving 7 million homes across 18 countries - 
and made gender equity a core business strategy, 
rather than an afterthought.

Over the past few years, the company has 
fundamentally shifted its recruitment approach, 
deliberately tapping into the often-overlooked pool of 
talented women returners. 

By offering enhanced flexibility and creating an
inclusive culture, Octopus Energy now receives 60%-
70% of job applications from women – a reversal of 
typical industry patterns. This diverse talent base has 
become instrumental in the company’s exponential 
growth trajectory.

ENERGISING AN EQUITABLE WORKFORCE

Jackson’s people-centric philosophy, shaped by his 
upbringing with a single mother, permeates Octopus 
Energy’s unique culture. He describes building teams 

like constructing a “dry-stone wall” - carefully 
considering each individual’s unique shape and 
contribution rather than forcing uniformity. 

This approach has led to an equitable workplace, 
where more than 50% of leadership positions are 
held by women.

EMBEDDING EQUITY INTO DNA

Speaking at Davos 2025 with WiW co-founder 
Mariella Frostrup, Jackson emphasised that equity 
policies aren’t barriers to success, but fundamental 
drivers of innovation, growth and resilience. 

“It’s not just the right thing to do; it’s the smart thing 
to do,” he explained, crediting gender equity as the 
foundation of Octopus Energy’s valuation and 
market position.

The company’s transparent parental policies, 
championed personally by Jackson, reflect this 
commitment. Rather than resorting to box-ticking, 
Octopus Energy has embedded equity into its 
organisational DNA, proving that inclusive 
workplaces are cornerstones of both business 
growth and employee satisfaction.
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THE YOUNGEST TRAILBLAZER

CEO GREG JACKSON

OCTOPUS
ENERGY

INSPIRING  PROGRESS

https://www.wiwsummit.com/articles/women-in-work-at-davos-driving-global-change-for-gender-equity-and-womens-health
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Championing 
policies that 
move the
needle on 
gender equity
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Gone are the days when it was enough 
to list “enhanced maternity leave” on the 
corporate website.

Of the 400 large companies in the UK that were reviewed for the 2025 
WiW GEM Report, over half (232) were transparent about how many 
weeks they offered at full pay. This was a 22% year- on-year jump, 
making transparency the majority, and spanning every sector.

Employers should be encouraged to offer female-focused benefits such 
as fertility care, childcare support, pregnancy loss leave, flexible working 
arrangements, menopause support, and paid parental leave.

It’s clear that these benefits not only promote gender equity but also result 
in healthier, more engaged, and loyal employees.

TRANSPARENT
PARENTAL POLICIES

22% increase in transparent
parental leave policies
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190
232

(almost a quarter) of the 400
we track, also offered six 
months’ fully paid leave 
(or more).

offered
Equal
Parental
Leave

97 82

Source: 2025 WiW GEM data

https://business.linkedin.com/content/dam/me/business/en-us/talent-solutions-lodestone/body/pdf/Gender-Insights-Report.pdf


Currys’ recent financial results demonstrate the 
powerful connection between culture, inclusion, and 
commercial performance. Results released in July 
2025 revealed annual profits of £162 million, up 
37%, despite flat retail markets. Group revenue rose to 
£8.7 billion, with UK and Ireland like-for-like sales up 
4%, and statutory pre-tax profit quadrupling to £124 
million from £28 million.

CEO Alex Baldock directly attributes this performance 
in part down to the company’s investment in people 
and culture: “If we hadn’t done all that, there’s no way 
we would have been able to do what we’ve done.”

Over the past three years, Currys’ approach to 
transformation has linked culture, leadership, inclusion, 
wellbeing, and colleague engagement with 
performance outcomes. The retailer now ranks in the 
top 3% of companies worldwide for colleague 
engagement, according to Glint.

HELPING COLLEAGUES THRIVE

In 2023, Currys introduced five wellbeing policies: 
IVF Support, Premature Birth Support, Pregnancy Loss 
Support, Menopause Support, and Gender 
Reassignment Support. Developed collaboratively 
with Currys’ National Forum colleagues, these policies 
signal a commitment not just to compliance, but to 

creating an environment where all colleagues can 
thrive. That same year, the Women’s Network was 
launched, quickly growing to over 500 members, 
running 30+ events, and offering leadership, learning, 
and mentoring opportunities. In 2025, the business 
went further, enhancing parental leave policies across 
maternity, paternity, and adoption, reinforcing its 
family-friendly culture.

PROGRESS TOWARD GENDER BALANCE

The company’s median gender pay gap has narrowed 
to 3.3%, significantly outperforming the national 
average of 13.1%. These gains point to the company’s 
structural progress toward gender balance in 
higher-paid and decision-making roles.

Currys inclusive, people-first culture strategy has 
strengthened engagement, widened access to talent, 
and enhanced retention, outcomes now visibly 
reflected in its financials as a hard-edged driver of 
resilience, profitability, and future growth.

As Baldock puts it: “We take this stuff seriously, not 
just because we’re lovely people, but because it’s a 
commercial imperative. It’s hard for the experience of 
the customer to be better than that of the colleague. 
Well-supported and highly engaged colleagues
deliver better business results.”
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CEO ALEX BALDOCK
CURRYS

INSPIRING  PROGRESS

THE POWERFUL CONNECTION

https://www.currysplc.com/investors/results-reports-presentations/
https://www.globalplayer.com/videos/2JsScW84tkc/
https://www.globalplayer.com/videos/2JsScW84tkc/


TRACKING THE RISE IN BOARD
GENDER PARITY
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20% increase in companies with 
50% or more women on the board

321
90

Closing the 
gaps can be 
achieved in 
any industry
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80% (321) operated a board comprised of more than 
33% women.
 
Of these, 90 companies had 50% or more women 
on the board, which is a 22% year-on-year rise in the 
number of boards with parity.

GENDER PARITY
TRACKING
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Companies with 33% to 40%
women on the board

Companies with less than 33%
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Of the 400 large UK companies reviewed for 
the 2025 WiW GEM Report:

Source: 2025 WiW GEM data



Led by CEO Jennie Daly CBE since April 2022, Taylor 
Wimpey has earned its place in the WiW100 – a 
frontrunner for equality in the traditionally  
male-dominated construction sector, demonstrating 
that gender equity is achievable across even the 
most unexpected industries.

One of the largest home-construction companies in 
the UK, Taylor Wimpey has achieved steady progress 
in female board representation, with women now 
comprising 44% of its board and 33% of its group 
management team. This represents significant 
advancement towards its target of 40% women in 
senior leadership roles, positioning it as an industry 
leader that is “punching above our weight” compared 
to its position in the FTSE 250.

BUILDING CONFIDENCE

Earlier this year, Taylor Wimpey launched ‘Aspire’ 
a targeted development programme supporting 12 
female successors into director positions. This initiative 
specifically builds confidence among high-potential 
women preparing for senior roles – tackling what 
Anne Billson-Ross, group HR director, identifies as 
“one of the biggest barriers to achieving gender parity 
in senior leadership within real estate.”

Meanwhile, Taylor Wimpey’s 40-week reverse- 
mentoring programme pairs women working in 
production with senior leadership team members.  
This groundbreaking initiative provides management 
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BREAKING BARRIERS

TAYLOR
WIMPEY
GROUP HR DIRECTOR ANNE BILLSON-ROSS

INSPIRING  PROGRESS

with crucial insights into how company policies and 
practices impact women, as well as offering direct 
access to career progression support and advice. 
“While structural challenges like representation and 
access to opportunities remain critical, fostering an 
environment that actively supports women’s  
development is equally essential,” says Billson-Ross.

GENDER EQUITY: A CENTRAL PILLAR

The company has also introduced sector-leading 
family-friendly policies, including extended 
maternity, paternity, adoption and carers’ leave, 
alongside guaranteed phased returns and coaching 
support. These comprehensive policies have helped 
it attract and retain female talent, particularly those 
with caring responsibilities.

Gender equity is a central pillar of Taylor Wimpey’s 
broader business strategy, with regular progress 
updates to the board and group management team. 

The company continues exploring “new and disruptive 
strategies” with full board support, alongside multi 
-year investments in schools outreach programmes to 
challenge outdated sector perceptions.

As Billson-Ross says: “We are proud of our industry 
-leading position, which is testament to our 
commitment to foster a diverse workforce with equal 
opportunity for all – and remain committed to 
continuous improvement.”

https://www.taylorwimpey.co.uk/corporate/sustainability/our-people-and-suppliers/equality-diversity-and-inclusion
https://www.taylorwimpey.co.uk/corporate/sustainability/our-people-and-suppliers/equality-diversity-and-inclusion


THE NEXT STEPS
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The companies leading the 
way see equity as part of their 
DNA, and a true competitive 
advantage.
 

Our vision
is for the

to GROW
into the
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At Women in Work, our ambition is clear: to recognise the 
companies achieving gender equity across representation, 
pay, and policy – and to support others in learning from 
those doing it well. Our vision is for the WiW100 to grow into 
the WiW1,000 – and beyond.

By collecting and comparing data across our core measures, we’re 
building a picture of what good, better, and best look like in practice. 
We want every company to benchmark their progress, raise the bar in 
their sector, and help shape a fairer future of work.

We hope this report demonstrates that real progress is possible in every 
industry—and offers practical inspiration for what works when there is 
focus and intent.

We call on CEOs and leaders to:

•benchmark where you are today,

•make a clear, time-bound commitment to progress,

•be consistently accountable to our WiW measures.

This work is more than numbers — it’s about culture.

MAKE YOUR
COMPANY
MEASURE UP



HOW WE CAN HELP
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Companies recognised in the WiW100 can display the 
WiW Accreditation Mark - a visible sign of verified 
leadership in workplace equity. Contact us to apply and 
publicly share your commitment.

If your organisation wants to be considered for 
next year’s list, we offer guidance, data review, 
and support. Whether you’re ready to share 
updated stats or publish your parental policies, 
we’re here to help you take the next step.

If you’d like to use this research in your own 
communications - or want support in advancing your
equity goals - contact us.

VERIFIED
LEADERSHIP 

We encourage 
more 
businesses 
to meet our 
measures 
and seek 
recognition

https://www.womeninworkgroup.com/wiw-gender-equity-measure
https://www.womeninworkgroup.com/contact
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The 2025 WiW100 reflects publicly available data 
verified as of March/April 2025. These findings focus on 
three simple - and publicly available - benchmarks that 
were most important to women in the workplace:

EQUAL BOARD REPRESENTATION
FAIR PAY 
PUBLICLY AVAILABLE POLICIES
Our goal is to discover how many large companies are really 
making progress in all three areas, and whether equality gaps can 
be closed in every sector. Bringing this data together at a company 
level delivers new clarity and real comparisons. We believe that 
walking the walk in more than one area demonstrates a true 
commitment to close the equality gap, because when it works for 
women, it works for everyone.

A  C O M PA R A T I V E  S A M P L E

It’s worth noting this year’s results show true progress as we are 
tracking the same 400 companies year-on-year – with only five 
changes due to acquisitions, mergers, and unavailable data. 

To generate our WiW GEM Report, we independently reviewed 
the publicly available results of 400 large employers in the UK (the 
majority listed on the FTSE and the remaining were large private and 
publicly listed companies) across 24 sectors.

We applied the same three measures to all 400, which is a 5% 
representative sample of the UK’s 8,250 companies with more than 
250 employees, according to the Department for Business & Trade. 
To build a comparative sample, we focused on large commercial 
businesses with over 250 employees, armed with the resources and 
will to tackle challenges, rather than public sector organisations.

LinkedIn
METHODOLOGY

GEM AND

OUR BENCHMARKS

Kim Slaney 
Author, Analyst, Creator
WiW GEM Report

https://www.gov.uk/government/statistics/business-population-estimates-2024/business-population-estimates-for-the-uk-and-regions-2024-statistical-release
https://www.gov.uk/government/statistics/business-population-estimates-2024/business-population-estimates-for-the-uk-and-regions-2024-statistical-release
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I N D E P E N D E N T ,  T R A N S PA R E N T , 
A N D  P O S I T I V E

Companies did not submit entries or data. We reviewed their 
published information via gov.uk gender pay gap submissions, 
declarations on their own websites, and reporting contributions 
regarding gender equality performance in 2024/25.
       
Our goal is to encourage companies to focus on moving the needle 
on gender equity, and our aim is for many more to join the list. 
Our objective is to offer recognition and encourage a network of 
employers shaping the future to power faster progress together.

A B O U T  L I N K E D I N  DA T A

LinkedIn data relies on the profiles of its members and the companies 
they belong to. We recognise that some LinkedIn members identify 
beyond the traditional gender constructs of “man” and “woman.” 
If not explicitly self-identified, we have inferred the gender of 
members included in this analysis either by the pronouns used on 
their LinkedIn profiles or inferred on the basis of first name. 
Members whose gender could be inferred as either man or woman 
were included in the analysis.

We limited the sample to members whose location is the United 
Kingdom (UK) and whose work position is located in the UK. 
Leadership positions are defined as those at the VP, CXO, or Partner 
level at the company. We then aggregated the data into a 
company-level dataset, with the fraction of overall and leadership 
positions held by women as key outcomes, alongside several 
company-level characteristics such as firm size, age, and industry. 
We retained companies with at least four people in senior 
leadership positions observed in the data.

Findings are based on LinkedIn UK workforce data drawn from over 
40 million UK members, offering a unique, real-time view across 
approximately 10,000 UK businesses of all sizes and sectors in the 
analytic sample.
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