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WOMEN IN INVESTMENT
MANAGEMENT CHARTER

The FSC Women in Investment Management Charter (WIM Charter) was
launched in 2021 with the purpose of providing members with a practical
framework to support greater gender balance in investment management
roles. The WIM Charter introduces accountability and transparency
mechanisms to enable organisations to achieve their desired, self-nominated,
gender diversity target within their investment management teams.
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WHAT ARE THE BARRIERS TO
GENDER DIVERSITY IN ASSET
MANAGEMENT?

Candidate pool limitations
across all levels including entry
level positions.

Hiring practice limitations
including short placement
timelines which limit searches.

Achieving greater gender balance
will take time and a multifaceted
approach is needed.
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WHAT CAN HELP DRIVE CHANGE TO SUPPORT
GREATER GENDER DIVERSITY IN ASSET
MANAGEMENT?

Increasing placement timelines, or better yet hiring
ahead of need, are important considerations that can
raise female participation. Employers may also need
to recruit from outside the industry to achieve change,
which generally takes longer than recruitment from
within the industry.

Organisations report putting in place business processes
to support diversity objectives such as refreshing
Diversity and Inclusion (D&I) policies; focusing on
development of talent including putting in place
formalised sponsorship and mentorship programs

for women within the business; setting targets and
introducing accountability at different levels and
monitoring progress.
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