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People identifying as female and employed in financial services are substantially
less likely to be offered an unsolicited promotion than those identifying as
male. Those identifying as female, however, are more successful at receiving a
promotion when requesting it. The study, which aimed to test whether gender
identity affects promotion rates, found that gender plays a role in careers, and
those identifying as female were overall less likely than their male counterparts
to receive a promotion, regardless of whether they requested it or not.’

Funded by a Gender Diversity Grant from the Australian National University
College of Business and Economics, this study was part of a joint research
partnership with CFA Institute. The survey supporting the study was conducted
in 2019, and Laura Ryan, head of research at Ardea Investment Management, led
the research.

Full survey responses were received from more than 400 people employed in
the Australian financial services sector, 33.5% of whom identified as female.2
The survey posed three questions relating to promotions, defined as a change
of title to a rank higher than currently held:

e How many times have you asked for a promotion?

e How many times have you received a promotion?

e How many times have you been offered a promotion (without asking)?

'See Crowe, Middleweek, Ryan, Vidler, and Whiting (2023).

2As of May 2021, 488,400 people were employed in the finance and insurance sectors. According to the Australian
government's Labour Market Information Portal, we estimate the population relevant to our survey to be

approximately 150,000. With a margin of error of 5% and 90% confidence, this translates to a required sample size
of 2,712. At 95% confidence, this translates to a required sample size of 384. The sample size for this study is 400.
We note that opinion polls in Australia are often in the range of 1,000-2,000 people as a representative sample for
a voting population of approximately 17 million (see https://www.aec.gov.au/enrolling_to_vote/enrolment_stats/).
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We tested the data to determine whether the answers were independent of
gender and controlled for education, years of experience, career breaks, and
job function. The foregoing questions allowed us to test whether the four
promotion variables, shown in the following table, were independent of gender.

Is Promotion

Promotion Variable Independent of Gender?

Propensity to request (How Yes
many times have you asked
for a promotion?)

Propensity to be offered No
without asking (How many

times have you been offered

a promotion without asking?)

Propensity to receive a No
promotion when applied for

Propensity to receive No
(How many times have

you received a promotion

regardless of whether it was

offered or requested?)

Men and women ask for
promotions in the same
proportions

Men receive more
unsolicited promotions
than women

Women receive more
promotions when they
request them

Men receive more
promotions than women
overall, regardless of
whether the promotion
was offered or requested

Ryan commented, “Our study confirms that males benefit from a bifurcated
promotion process, in which ‘gifted advancement’ (i.e., promotion without
prior request of the employee) is a significant contributor to males receiving a
compounded financial advantage over females as a direct result of the latter's

less frequent promotion.”

Co-author Cassandra Crowe, CFA (vice president, T. Rowe Price Group), noted,
“This study is important to gaining an insight into the factors resulting in the
under-representation of women in the top ranks of global financial services
companies as reflected in data collected by CFA Institute, highlighting [that]
women represent approximately 11% of investment management chief (chief
executive officer, chief investment officer, chief financial officer) positions
globally and 14% across the Asia-Pacific region as at June 2023."3

Previous studies have put forward reasons for this discrepancy, which include

a lack of female talent, the idea that women are too agreeable, and career
breaks resulting from family commitments. These reasons, however, ignore the
possibility of systemic discrimination and bias, which our study explored.

*These percentages are based on data from current CFA Institute members as of June 2023, which includes
region/country, gender, and job title. See CFA Institute (2016) for a formal summary of these observations using

2016 data.
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Although research has been devoted to cataloguing and detailing the difference
in pay based on gender across numerous industries, this study focused on

a related and distinct feature of female professional attainment—promotion
rates across the entire finance sector at all levels. Earlier research conducted

in the United States identified structural bias in performance appraisals among
retail employees, wherein women receive substantially lower ratings for their
potential as employees despite receiving higher job performance ratings
(Benson, Li, and Shue 2024, pp. 0, 1, 26).

The key insight that “despite being more likely to receive top performance
ratings, women are less likely to be thought of as possessing high ‘potential”
could provide one possible explanation for our study results. The research
questions the inequity created by such a bifurcated system within the Australian
financial services sector and suggests that future research should examine the
promotion gap as a result of these findings.

One of the subsets of data our study examined was the impact of career breaks
(time out of the job for any reason for more than six months) on promotion.
These breaks typically include maternity or paternity leave and time out for
further education.

Survey responses showed close to half of women and more than one-third of
men had taken time out of their career. The data indicated that a career break
triggered an important behavioural change: Men who have taken a career break
are more likely to ask for a promotion than women who have taken a break.

Given that women are slightly more successful at being promoted if they
request it, this changed propensity to ask can make a substantial difference
to their career progression. This dynamic was identified in earlier research as
the "motherhood penalty, fatherhood bonus” dichotomy (Elliott 2017; Yu and
Hara 2021).

Nonetheless, it is clear that among those who have not taken a career break,
women are in fact leaning in to ask for promotions, contradicting the notion
mentioned earlier that the pay and promotions gap has resulted, in part, from
differing levels of “agreeableness” between men and women. This behaviour
usually is construed to mean that women do not request or put themselves
forward out of a desire to be "agreeable.”

By providing evidence that challenges this notion and instead points to the
significance of "gifted advancement” concerning the difference in promotion
rates, the study offers an original contribution to existing literature on
workplace promotion. The study calls on the Australian finance industry to
develop and adopt a standardised framework for the development of corporate
promotion policies, with the specific goal of mitigating the systemic bias in
current promotion rates.
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Sarah Maynard, global senior head, DEI, at CFA Institute, shared, “CFA Institute
has developed a Diversity, Equity, and Inclusion Code for the investment
industry, which, through practical frameworks, aims to support firms as they
develop their own processes to enable greater equity across financial services
organisations. We are looking forward to working with investment leaders

in Australia to explore how we can most helpfully adapt and offer the Code

to this market.”
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ABOUT THE RESEARCH AND POLICY CENTER

CFA Institute Research and Policy Center brings together CFA Institute expertise along with a
diverse, cross-disciplinary community of subject matter experts working collaboratively to address
complex problems. It is informed by the perspective of practitioners and the convening power,
impartiality, and credibility of CFA Institute, whose mission is to lead the investment profession
globally by promoting the highest standards of ethics, education, and professional excellence

for the ultimate benefit of society. For more information, visit https://rpc.cfainstitute.org/en/.

Unless expressly stated otherwise, the opinions, recommendations, findings, interpretations, and conclusions expressed in this report are those
of the various contributors to the report and do not necessarily represent the views of CFA Institute.

No part of this publication may be reproduced or transmitted in any form or by any means, electronic or mechanical, including photocopy,
recording, or any information storage and retrieval system, without permission of the copyright holder. Requests for permission to make
copies of any part of the work should be mailed to: Copyright Permissions, CFA Institute, 915 East High Street, Charlottesville, Virginia 22902.
CFA® and Chartered Financial Analyst® are trademarks owned by CFA Institute. To view a list of CFA Institute trademarks and the Guide for the
Use of CFA Institute Marks, please visit our website at www.cfainstitute.org.

CFA Institute does not provide investment, financial, tax, legal, or other advice. This report was prepared for informational purposes only and is
not intended to provide, and should not be relied on for, investment, financial, tax, legal, or other advice. CFA Institute is not responsible for the
content of websites and information resources that may be referenced in the report. Reference to these sites or resources does not constitute
an endorsement by CFA Institute of the information contained therein. The inclusion of company examples does not in any way constitute an
endorsement of these organizations by CFA Institute. Although we have endeavored to ensure that the information contained in this report
has been obtained from reliable and up-to-date sources, the changing nature of statistics, laws, rules, and regulations may result in delays,
omissions, or inaccuracies in information contained in this report.
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