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Abstract

Despite the entry of women in recent years, Investment Management
remains a male domain. The absence of women is most notable in the
fund management suite and on the trading floor (the most lucrative sub
sectors of the industry) where “a jungle of chest-pounding males” prevails
(Lewis 1989, p.9). This research addresses the factors that influence men
and women to embark on careers in Investment Management as well as
those barriers that are faced once inside the sector. Perceptions and
experiences of potential entrants to the sector, as well as those of people
who work in the sector, are examined to identify barriers, both perceptual
and real, facing women. The research strategy involved a mixed method
approach using focus groups, a questionnaire survey and semi-structured
interviews to provide a holistic understanding of relevant ideologies and
practices to explain the male-domination of the sector.

The research shows that male and female postgraduate students in
Finance, who might aspire to careers in Investment Management, are
motivated by very similar factors, including potential earnings and the
perceived status and prestige of these careers. Offsetting these was the
perception and expectation of divergent career paths for men and women
alongside different obstacles and barriers. Working in the sector, men and
women are exposed to highly gendered recruitment and advancement
practices. Women dominate in back office roles while men dominate the
front office. The empirical data collected corroborated the view that a
complex mix of cultural, organisational and individual barriers faces
women opting into, and surviving within, Investment Management. The
male-dominated, performance-driven culture of the sector permeates the
career aspirations of women and men and results in a perpetuation of that
working environment.

This research complements the existing literature by providing a unique
examination of the barriers facing women throughout their career
trajectory in Investment Management, from pre-entry to exit. It
represents the first academic study in the Irish Investment Management
sector. This research adds an important contribution to the existing body
of literature concerning gender segregation in Investment Management.
This study, by exploring a diverse range of theories and explanations
spanning a wide range of disciplines, provides evidence that a tri-partite
multi-faced cluster of barriers and obstacles stemming from individual,
organisational and, above all, cultural factors face women at all stages of
their Investment Management career trajectory. Highlighting these issues
and giving voice to women regarding these hurdles is an essential first
step in addressing and tackiing these barriers.
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Chapter 1 Introduction

One of the most striking features of the global labour market is that despite
improvement in the numerical presence of women in employment, significant
differences exists in the occupations of men and women (Weisgram et al.
2010). In particular, women are significantly underrepresented in fields such
as Construction Engineering and Computer Science. A significant body of
literature has examined women’s experiences in these domains (Rosenbloom
et al. 2008; Hegewisch et al. 2010; Johnson 2013). Within the field of finance,
there is only a small body of research that addresses women'’s representation
in the sector. Most of this literature has focused on women working in
accounting and, to a lesser extent, auditing and taxation (Barker and Monks
1998; Twomey et al. 2002).

Over the last decade, some literature on women in Financial Services sectors
such as Insurance and Retail Banking has emerged (Burgess 2003; Ozbilgin
and Woodward 2004; Ogden et al. 2006; Broadbridge et al. 2007). To date,
Investment Management has been relatively under-researched in academic
literature (McDowell 1997; Rowe and Crafford 2003; Roth 2006; McDowell
2010). However, sector-specific gender-related issues have received
widespread coverage in the media in recent years. A number of whistleblowers
have told their stories about their working lives in the sector (Anderson 2009;
Suzana 2009; Thompson 2010). Nevertheless, within an Irish context, there
remains a notable absence of research concerning women in Investment

Management. This thesis seeks to address the gap.

The aim of this chapter is to provide the reader with an insight into the
motivation, purpose and background to the study. The background to the
research is set out in Section 1.2. The research objectives are outlined in
Section 1.3, followed by the research methodology in Section 1.4. The terms

of reference for the research are set out in Section 1.5. Section 1.6 describes
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the conference presentations and publications which have arisen based on this
research. The chapter concludes with an outline of the thesis chapter
structure, thereby providing the reader with an overview of the research and

its findings (Section 1.7).

1.1 Motivation

The motivation behind this thesis came from the author’s experience of
working in Investment Management and subsequently in academia. Having
worked in Investment Management for three years, in what the sector terms
the ‘front office’, the lack of women on the investment floor and in the dealing
room was clearly evident. Equally, the high number of women present in the
‘back office’ was apparent. This disparity between the numbers of women in
these two subsectors led the author to question whether or not her experience
within this workplace was unique; what were the factors for men and women
when considering employment within Investment Management; and what

blocked women from progressing within the sector?

The author’s experience in academia furthered these questions. In managing
postgraduate programmes in Finance (aimed at those seeking employment or
progressing within Investment Management), the dearth of female students
was evident in the classroom, despite statistics illustrating that women were
undertaking undergraduate Finance-related programmes at similar levels to
men. The purpose of this thesis is to explore these issues and investigate the
overarching question of how Investment Management has become, and
remains, an occupationally segregated sector of employment. Factors which
influence career choice of Investment Management, recruitment into the
sector, and progression and retention within the sector are explored. The
perceptions of the sector as held by potential entrants are examined.

Furthermore, the experiences of those who work or have worked in the sector



are studied. This approach provides a holistic understanding of how and why

Investment Management front office roles have remained a male preserve.

1.2 Background to the Research

According to Anker (1998, p. 3), “occupational segregation by sex is extensive
and pervasive and is one of the most important and enduring aspects of labour
markets around the world.” Siltanen et al. (1995) describe occupational
segregation in terms of two distinct concepts: segregation (horizontal
segregation) and concentration (vertical segregation). Segregation examines
the extent to which men and women are engaged “across occupations”,
concentration refers to the representation of “one sex within” occupations
(Siltanen et al. 1995, pp. 4-5). In the literature many metaphors have been
used to describe vertical and horizontal segregation. The most common are:
‘glass walls’ (referring to occupational segregation), ‘glass ceiling’ (referring to
vertical segregation) and ‘sticky floors’ (referring to very slow or no career
advancement) (Still 1997). In exploring both the horizontal and vertical
elements of occupational segregation it is essential to look at potential

entrants to Investment Management as well as those already working in, or

who have worked in, the sector.

Prior to exploring the research questions in this study, it is important to set the
educational and labour market context for Financial Services and Investment
Management specifically. Section 1.2.1 presents statistics concerning the
gender profile of potential entrants to Investment Management.
Undergraduate and postgraduate enrolments in Finance, Banking and
Insurance programmes are presented. This facilitates investigation of where, if
any, leakage from the educational pipeline exists from the pool of potential
entrants to Investment Management. Section 1.2.2 introduces the Irish

Financial Services sector framework and where the Investment Management




sector lies within it. Section 1.2.3 explores the Investment Management sector

specifically and sets out for the reader how the sector is organised.

1.2.1 Potential Entrants to Investment Management

Vlasblom and Schippers (2004) argue that education is one of the most
important determinants for how men and women decide to undertake
employment, the length of working hours they expend, their earnings
potential, and position(s) held. There is a positive correlation between
postgraduate education, better career prospects and pay (Burgess et al. 1998;
Donaldson and McNicholas 2004). Financial Services and in particular,
Investment Management are highly dependent on qualified graduates. For
example, to attain a position within front office Investment Management the

minimum educational requirement is a Master’s qualification (Forfas 2007).

Over the last decade women have been closing the gender gap in terms of
representation in third level education. In the EU27, in 2012, 36 per cent of
the population aged 30-34 years had attained a third level qualification. This
was comprised of 40 per cent of all women compared with 32 per cent of all
men (Eurostat 2013a, pp.1-2). Ireland has consistently matched or
outperformed the EU average over the last decade in terms of women'’s
representation within tertiary education®. In 2012, just over half (51%) of all
those aged 30 to 34 years had attained a third level qualification. This was
comprised of 44 per cent of all men compared with 58 per cent of all women
(Eurostat 2013a, p. 2). An examination of statistics for finance programmes in
Irish institutions revealed that women and men are relatively equally

represented at undergraduate level. In 2010, 56 per cent of all those

! International Standard Classification of Education (ISCED) levels 5 and 6.
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undertaking Finance programmes’ were male while 44 per cent were women
(Table 1.1). Statistics for 2009 and 2008 showed a relatively even gender
breakdown. In 2009, 1091 students undertook undergraduate Finance
programmes of whom 54 per cent (n=585) were male and 46 per cent female
(n=506). In 2008, an almost equal gender breakdown was evident among
those students undertaking undergraduate study in Finance. Of the 1272
students enrolled on Finance programmes, 49 per cent were male (n=630)

compared with 51 per cent female (n=642) (Higher Education Authority 2013).

Table 1.1 Undergraduate and Postgraduate Finance Enrolments 2010°

Undergraduate Enrolments

Institution Male Female Total

University 432 280 712

Institute of Technology 143 170 313

Total 575 (56%) 450 (44%) 1025 (100%)
Postgraduate Enrolments

Institution Male Female Total

University 326 156 482

Institute of Technology 17 5 22

Total 343 (68%) 161 (32%) 504 (100%)

Source: Higher Education Authority 2013

At postgraduate level, however, the divergence between the genders is more
apparent. Men outnumbered women in 2010 by a ratio of 2:1, clearly
indicating that women are leaking from the education pipeline by their lower
representation on postgraduate Finance programmes (Higher Education
Authority 2013). In 2009, 432 students undertook postgraduate study in

Finance, 86 per cent of these were male (371) compared with only 14 per cent

2 ISCED 343 Finance, Banking and Insurance.
3 Full- and part-time taught Masters enrolments.
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female (n=61) (Higher Education Authority 2013). The next section shifts
attention to the labour market and provides an understanding of the
composition of the Financial Services sector and where Investment

Management fits within it.

1.2.2 Financial Services Sector

The term ‘International Financial Services’ is an overarching term, which is
typically used to describe three primary business functions, namely Banking
and Capital Markets, Investment Management and Insurance (Forfas 2007).
Figure 1.1 provides a summary of the principal components of each of these

business functions as well as key industry facilitators.



Figure 1.1 International Financial Services Universe

mm
Banking & Investmem
Capital Markets Management

Source: Forfas (2007, p.12)

Within the EU27 in 2005 over 5.8 million persons were employed within
Financial Services and it accounted for just over 4.3 per cent of employment
within the business economy* (Eurostat 2013b, p.3). To place this in context,
the non-financial business economy in 2005 accounted for over 19 million
active enterprises with a workforce of in excess of 125 million people (Eurostat
2008, p. 1). In Ireland in 2005, Financial Services accounted for 6.6 per cent
of employment within the business economy (Eurostat 2007, p. 406). In 2007,

4 ‘Business economy’ refers to the Eurostat NACE classification from sections C to K.
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148,000 people were employed in financial occupations within the Irish
economy (Forfdas 2007, p. 13). The International Financial Services Centre
(IFSC) in 2010 employed over 32,000 people directly and contributed 7.5 per
cent of Irish Gross Domestic Product (GDP) (Financial Services Ireland 2013,

p. 8; Irish Business and Employers Confederation 2010, p. 5)

In examining the numerical composition of the Financial Services labour force
gender equality for men and women is evident. In 2007, in the EU27 the
female employment rate within Financial and Insurance services was 52 per
cent®> (Eurostat 2009, p. 525). This is significantly above the non-financial
business average of 35.9 per cent according to Eurostat (2013b, p. 4). This
pattern is evident for almost all EU member states. In Ireland, of those
working in the Financial and Insurance services sector in 2012, 52 per cent
were female compared with 48 per cent male (Central Statistics Office 2013,
p. 10). Despite the implied numerical parity in the baseline figures for Financial
Services, women and men are not represented equally across the sector and,
in particular, at management and senior management levels. This is regardless
of the European Commission mandate that “gender equality is a fundamental
right, a common value of the EU, and a necessary condition for the
achievement of the EU objectives of growth, employment and social cohesion”
(European Commission 2008, p. 1). According to Metcalf and Rolfe’s (2009, p.
35) study of gender in the UK Financial Services sector, “occupational

concentration by gender is greater in finance than in the economy as a whole.”

> ‘Financial and Insurance Services’ refers to the Eurostat NACE classification J

Financial and Insurance Services which comprises of:

65 Financial intermediation, except insurance and pension funding
66 Insurance and pension funding, except compulsory social security
67 Activities auxiliary to financial intermediation



They indicated that close to half of all female employees working in Financial
Services hold administrative jobs, compared with 17 per cent of males. Men
were found to dominate in managerial roles and particularly senior
management roles. One subsector of Financial Services which is highly sex-

segregated is Investment Management.

1.2.3 Investment Management

‘Investment Management’ is a term that is widely used in both the media and
within the Financial Services sector. Despite the ubiquitous nature of the term,
it does not have clearly defined parameters. To some the term refers only to
fund management, to others it is a broad overarching term used to describe
everything from corporate banking to wealth management to portfolio
management. For the purpose of this study, the Investment Management
sector is bounded by the parameters defined by Forfas (2007), who define it
as comprised of two sub-groups of employment, referred to commonly in the
sector as ‘front office’ (Investment Management)and ‘back office’ (Fund

Servicing).

Generally, front office refers to those working in roles such as trading and
positions related to the management of funds. Back office refers to those
working in fund servicing and functions which support front office. The
employment profile required for these roles is of persons with high-level
quantitative and mathematical skills. Almost all candidates working in
Investment Management would, at a minimum, hold a postgraduate degree in
Finance or a related discipline or/and a professional qualification such as the
Chartered Financial Analyst (CFA) qualification. Within the Irish market, front
office positions are scarce and commonly seen as high-value well-paid and
knowledge-intensive roles. Such roles are based primarily on high-level

guantitative and mathematical skills (Forfas 2007).




Fund Servicing is where the majority of Investment Management employees
are placed. These positions are mostly resource-intensive and process-driven
based around administration and operational tasks. Generally, postgraduate
qualifications are desirable but not necessary for employment within these
roles. Fund Servicing roles are usually less quantitative and technical in nature
than those in front office Investment Management. However, there are some
functions within Fund Servicing which require third-level accounting, finance or
legal qualifications. These roles are sometimes referred to as middle office

rather than back office but the lines are often blurred as to how this is defined.

Empirical evidence suggests that women dominate within back office roles
while men are more prominent within fund management (front office) roles. In
the US in 2013, Catalyst undertook a wide-scale study of 227 companies which
were defined as ‘Investment Banking and Securities Dealing’ firms (Catalyst
2013). It found that women comprised just over one-third (35.2%) of all
employees. They occupied 15 per cent of executive and senior management
roles. In the UK in 2009, 33 per cent of all employees in Securities and Fund
Management were female compared with 67 per cent of men (Metcalf and Rolf
2009, p. 77). In Ireland, no official statistics exist to assess the position of
women in Investment Management. However, available evidence indicates that
findings are in line with the US and UK whereby “the single most
uncontroversial, indisputable statement one can make about women in

management is, that there is very few of them"” (Cross 2010, pp. 104-105).

In establishing a clearer picture of the ratio of men and women employed in
front and back office employment within the sector in Ireland, an obvious gap
in information was uncovered. Currently, no official or national statistics are
available providing a gender breakdown. In part, this is due to the blurred
