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FoRewoRD

It is a companion study to our 2017 Thinking Differently About Difference report and part of a wider 
series based on the work and outputs of Green Park as we look to change the face of work by helping 
people think differently about talent.  

These reports are our contribution to the health and prosperity of the sector by holding up a mirror for 
everyone who wants their sector, whether private, public or voluntary to thrive in modern Britain.

It is important to note that the Major 100 UK Charities should not simply be seen as shorthand for a sector 
which is hugely diverse in terms of size, scale, funding, activity or reach.  There are thousands of small 
and medium sized local and regional organisations who would see themselves as different on all sorts of 
metrics.  But these 100 organisations are among the most prominent in the public consciousness.  They 
represent some of the most recognised brands.  At a time when public scrutiny and trust is volatile, that 
visibility confers an even greater degree of responsibility on those charities to be representative.  

What Green Park’s research demonstrates is that this is simply not the case. Power still resides within 
structures that are largely defined by class, colour and gender. Those with power are demonstrably 
reluctant to let it go.  As the Civil Society Futures Inquiry reported, civil society’s biggest role in coming 
years is to “generate a radical and creative shift” that will enable power to be held by communities and 
individuals. In the light of the data presented, the Inquiry would seem to be right in its mid-term findings 
that too many charities are “part of the problem” and too few appear to grasp that changing the picture 
is not someone else’s business, but theirs. Connections with those people and communities are being 
lost or have never been formed.  

As has been well documented in recent times, the voluntary sector continues to face considerable 
pressures and challenges; political, financial, technological, reputational. New solutions need to be 
found.  New connections made.  Those solutions and connections are easier to come by if the people 
developing them have more experiences, more perspectives and more touch points in their network. 
The more varied the input, the more unexpected the combinations, the richer the results. 

Whether diversity is inherited or acquired, visible or cognitive, we believe that no organisation can 
sustainably deal with change without increasing the agility, skills and customer orientation within its 
leadership team.  We also know there is a clear correlation between those qualities, the diversity of the 
team, and its ability to protect the future relevance and impact of the organisation.  We firmly believe 
that for the charities represented in this report to thrive and drive positive social change, it will be vital to 
“widen the gate without lowering the bar.” As Ruth Hunt puts it so perfectly elsewhere, change with regard 
to diversity is not just about “getting into an organisation, but about getting on in that organisation.”  

At Green Park we hold ourselves to a higher standard, searching for candidates more widely and learning 
from others to ensure our candidates reflect the wider world and the communities our clients support.  
As this report resoundingly highlights, there is still much to do and we are proud that, of the Board 
level appointments we made between 2015 and 2017, 24% were from BAME communities (compared 
to an 8% national average in the Third Sector) and 39% were women (compared to the sector’s average 
of 33%). In 2018, we remain committed to further changing the face of work. It remains in our shared 
interest to do so.

This is the fourth year of the Green Park Leadership Series, 
and the first Leadership 2,000 report specifically written for the 
Voluntary Sector.    
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The Green Park Third Sector Leadership 2,000 maps the gender and ethno-cultural diversity of 
selected Board and Executive Leaders in Trusts and charitable institutions.  

The sample is carefully designed to allow meaningful comparison with the Top 3 and Top 20 levels of The Green Park Leadership 
10,000, which analyses equivalent senior leaders in FTSE 100 companies, and The Green Park Leadership 5,000, which looks at 
Public Sector leaders. 

In this report, we examine the backgrounds of 1,866 individuals working in the largest 100 UK charities (Major UK Charities), 
categorised by annual turnover and broken down into 10 sub-sectors.

eXeCUTiVe SUMMARY
FoRewoRD

KeY FinDingS

eThno-CULTURAL DiVeRSiTY

genDeR DiVeRSiTY

 • 8.1% of senior positions in Major UK Charities are held by ethnic minority leaders.
 • 34 of the 100 Major UK Charities have no ethno-cultural diversity in their senior leadership team; all their leaders, whether 

voluntary or professional full-timers, are white.
 • Minority representation is higher amongst Trustees, at 9.6%, than the Executive Leadership Team, at 6.3%.  
 • While ethno-cultural diversity within major charities is greater than at the same seniority level in FTSE 100 companies and 

Central Government, the picture is uneven: Black individuals are twice as likely to be found in the senior ranks of major 
charities, whilst Muslims are slightly more likely to be found amongst FTSE 100 leaders, as are Chinese individuals, who are four 
times as likely to be commercial leaders than their charity equivalents. 

 • People of Chinese and other Asian ethno-cultural backgrounds are virtually non-existent as charity leaders, making up only 
0.3% of our sample.

 • The Top 3 roles of Chair, CEO and CFO are less diverse than the Top 20, at 6.2%.
 • At 7%, the position of Chair has the highest representation of ethnic minorities at Top 3 Level, which includes Chair, CEO and CFO.

 • 41% of senior positions in Major UK Charities are held by women. This is far higher than in the FTSE 100, at just 24.3%.
 • There is greater gender balance within Major UK Charities’ Executive Leadership Teams at 46.3%, than Trustees at 42%. 
 • However, female representation in the Top 3 roles of Chair, CEO and CFO is significantly less at just 27.5%. 
 • At only 23% female, the role of Chair is most male dominated, followed by CEO at 27.1% female and CFO at 32.6% female.

DiVeRSiTY bY SUb-SeCToR TopiC
 • Charities operating in the Health, Mental Health & Disability sub-sector have the highest level of female representation at 44.2%.
 • At 26.3%, Trusts and Foundations have the lowest level of female representation.     
 • At 15.8%, NGOs (principally foreign aid charities) show the highest level of ethno-cultural diversity.
 • At 1.8%, Animal charities have the lowest level of ethno-cultural diversity.
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ReCoMMenDATionS

ReCoMMenDATionS

it is particularly interesting to note that our conversations with senior sector leaders and other key 
findings within this document reflect several of the calls to action of our 2017 report “Thinking 
Differently About Difference”. As before, these recommendations are designed to provide strong 
starting blocks for any organisation looking to embed diversity effectively in their corporate 
strategy.

1. Ensure that the business case for diversity is articulated in a clear and transparent way at all levels, 
making sure that the entire workforce understands and agrees on how diversity is defined, and why 
diversity is important for future success.

 This is important moving forward; if the messaging and business case are not clear, inclusion will 
always be treated as a tick-box exercise, and not as a mandate for real impact in the sector. Human 
Resources can be key here for ensuring that training and development programs for all staff levels 
and volunteers are put in place and focus on the workplace benefits of diversity and inclusion.

2. Believe in the capacity of expert citizens and volunteers to transform your board and organisation 
for the better. Those with lived experience and expertise are the reason your organisation exists and 
should be an integral component of your organisation’s strategic planning. 

 Be open to adjusting your board meetings to include those with lived experience, expertise or 
particular needs, ensuring you get the maximum impact from their insights. Expert citizens will only 
be a valuable addition to your Board if the right resources are in place for them to flourish and to feel 
comfortable in the environment, and so being open to challenge, and reconfiguring ‘the usual way of 
doing things’ is critical.

3. Diversity and inclusion are not separate issues or an ‘add-on’ in your organisation; they need to be 
embedded into your organisation’s DNA, embedded in the very fabric of your corporate strategy.

 Diversity should be seen as an ‘enabler’ which underpins each key area of your organisation, rather 
than something which is worked into your offering as an adjunct. When diversity and inclusion are built 
into the strategic elements of all areas of the organisation and supported by the senior leadership 
team, decision-making and strategy tend to be much more innovative and change-oriented.
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ReCoMMenDATionS

4. Think about your organisational value proposition when you are hiring. Are your external literature (job 
descriptions, person specifications, marketing and promotional material) and recruitment processes 
genuinely inclusive and open to candidates of all backgrounds, or do they alternatively target a very 
specific audience?

 When composing job descriptions and briefs, does the language you use and the criteria you set 
mean that you are ensuring the role is open to diverse backgrounds and experiences? Person 
specifications here are also crucial – they can be useful indications of the skills you are looking for, or 
barriers and blockers to the diversity and inclusion your organisation needs.

5. Organisations can often be reluctant to share best practice around diversity. However, by being open 
about your organisation’s diversity and inclusion journey, creating collaborative communities and 
cultures of knowledge-sharing, you will improve engagement with diversity in both your organisation 
and the sector more broadly. Conversely, many organisations are still fearful of speaking openly 
about the diversity challenges they face, but this often means that issues will not be addressed and 
problems are likely to arise further down the line from a lack of activity. This can sow distrust and 
cause reputational damage in the long run.
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SCope

MeThoDoLogY

This report covers the leadership of the UK’s largest 100 Trusts and charitable institutions, by income, across two key senior cohorts.

Top 3: Chair, CEO and CFO (or equivalent)
Top 20: Board of Trustees and Executive Leadership Team (or equivalent)

The Leadership 2,000 concentrates on the gender and ethno-cultural backgrounds of those who sit within these cohorts. No 
distinction is made by nationality in this report.

This report examines the backgrounds of 1,866 individuals1  in 
total. Data is analysed and cross-checked using several sources, 
many of which are publicly available, including annual reports, 
Charity Commission listing information, company websites and 
LinkedIn.

The aggregate analysis of the cohort by gender and ethno-
cultural background is derived from a unique program designed 
by Professor Richard Webber, best known as the lead developer 
of two of the most commonly used consumer classification 
systems in the world, Mosaic and Acorn.

This software uses a database of 1.2 billion individual records 
globally. It uses 2.5 million family names and 0.8 million personal 
names to generate algorithms that can associate individual 
names to gender, ethnic or cultural identity. 

The software is tested annually against multiple samples where 
the ethnic and/or gender composition is known through other 
methods and achieved accuracy levels of more than 95%. For 
example, against a file of 40 million British adults, the software 
produces a population breakdown directly comparable to that 
of the 2011 census. 

In some respects, the breakdown differs slightly from most 
published reports. This is because most published surveys rely 
on self-declaration which, in the case of ethno-cultural origin, 
suffers from partial or incorrect returns and differential rates of 
return by various ethnic groupings. 

The database used in this report is unaffected by any of 
these difficulties. In the case of the executive level employees 
considered in this report, virtually all names are published 
on the relevant organisation’s website or annual report and 
where possible, program-derived results will always have been 
validated through alternative methods too.

1  This report treats one individual, holding (e.g.) two Non-Executive Director positions as equal to two individuals. 
An individual who is both Chair and Chief Executive Officer at the same organisations is treated as one individual..

ReSULTS AnD AnALYSiS
This recent analysis is correct as of Q1 2018 and examines the differences between FTSE 100 (2017) and Central 
Government (2017), as per Green Park’s Leadership 10,000 and Public Services Leadership 5,000 reports. 
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TeRMinoLogY
“Major UK Charities” refers to the UK’s largest 100 Trusts and charitable institutions, categorised by annual turnover.

In analysing the ethno-cultural diversity of the Major UK Charities, this report looks at metrics for over 200 different 
classifications. To make the picture meaningful, and approximate to common usage, these have been aggregated 
into five categories that correspond to those used by the Office for National Statistics (ONS)2.

These include three ethnic categories (1. White, 2. Black, 3. Chinese & other Asian) and two cultural/religious 
categories (4. Muslim and 5. Hindu & Sikh). Therefore, the term “ethno-cultural” is used. 

In a few cases where a group is identified both by national and cultural signifiers a category has been chosen 
that most strongly predicts outcomes. For example, Indian Muslims are categorised in the broad group ‘Muslim’. 

People of mixed heritage tend to be counted per their male parental origin, though the combination of personal 
and family name usually offers a strong indication of the most appropriate category. In a few areas, we draw 
attention to the impact of one sub group or another. For example, though in general we include Hispanic individuals 
in the White group, where their presence is particularly significant we draw attention to their specific contribution.

2 http://www.ons.gov.uk/ons/guide-method/measuring-equality/equality/ethnic-nat-identity-religion/ethnic-group/index.html#1

Black Pakistani Indian Chinese
African Bangladeshi any other Asian
Caribbean Arab
Black British

White

Chinese/other Asianhindu + SikhMuslimblackwhite Unknown/other

UK Working Age Population (2011)

87.2% 3.5%3.6% 0.6%3.8% 1.3%

our database 
classifications 
- for both the 
overall and 
the working 
population - 

are consistent 
with those 

derived from 
the census.

In 2011, most of the UK population described themselves as 
belonging to the ‘White’ ethnic group (87% or 55 million).

The remaining 13% (8.1 million) belonged to a minority ethnic 
group, representing one person in eight of the UK population.

87% 13%

whiTe bAMe

The results of this report must be viewed within the context of the country’s current ethno-cultural 
composition

popULATion
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The Top 20

The Top 20 comprises of the board of Trustees and executive Leadership Team (eLT) of the Major UK 
Charitie. This grouping also includes The Top 3 cohort, (Chair, Ceo and CFo). The report examined 1,866 
individual records.

Many of the individuals who fill the top positions in the Major UK Charities will be drawn either from the lay 
membership of the Board (in the case of the Chair) or from the Executive ranks just below the Board (in the 
case of the CEO and CFO); or the equivalents in other major charities (lateral hirings). 

Thus, the composition of the whole Board and the Executive Leadership Team are critical limitations on the 
future diversity of the Top 3 roles. Therefore, the Top 20 most senior roles in the Major UK Charities are a vital 
signal to the health of the talent “pipeline”.
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UK WORKING AGE POPULATION

TRUSTeeS eXeCUTiVe LeADeRShip TeAM

CENTRAL GOVERNMENT

FTSE 100

Fig 1: TOP 20: genDeR DiVeRSiTY

Fig 3: TOP 20: genDeR DiVeRSiTY bY SeCToR

Fig 4: TOP 20: genDeR DiVeRSiTY bY LeADeRShip CohoRT

Fig 2: TOP 20: eThno-CULTURAL DiVeRSiTY

oVeRView

genDeR DiVeRSiTY

41%

24.3%

34%

51%

42% 46.3%

MAjOR UK CHARITIES

Women hold 41% of roles within the Major UK Charities Top 20. This is higher than the 
FTSE 100 (24.3%). Surprisingly, women are more heavily represented amongst full time 
professionals than amongst the voluntary Board members – a contrast to the relative 
preponderance of female Non-Executive Directors in the FTSE 100.

FeMALe MALe

41%

FeMALe

8.1%

bAMe
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eThno-CULTURAL DiVeRSiTY

Fig 5: TOP 20: eThno-CULTURAL DiVeRSiTY bY SeCToR

bAMe

UK WORKING AGE POPULATION

CENTRAL GOVERNMENT

FTSE 100

8.1%

7.1%

2.9%

13%

MAjOR UK CHARITIES

TRUSTeeS eXeCUTiVe LeADeRShip TeAM

Fig 6: TOP 20: eThno-CULTURAL DiVeRSiTY bY LeADeRShip CohoRT

The highest concentration of ethno-cultural diversity lies amongst Trustees, with 9.6% 
coming from an ethnic minority background.

34 charities show no ethnic minority representation at senior levels. One charity shows 
an all ethnic minority Board of Trustees: Islamic Relief Worldwide (IRW) makes up 30% 
of the Muslim representation in the Top 20.

9.6%

6.3%

34 charities show no ethnic minority representation at senior levels
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Fig 7: TOP 20: eThno-CULTURAL DiVeRSiTY bY eThniC gRoUp

Fig 8: TOP 20: eThno-CULTURAL DiVeRSiTY oF LeADeRShip CohoRT bY 
eThniC gRoUp

Black Muslim Hindu & Sikh Chinese & Other Asian

The proportion of people of colour in these senior roles does not yet come anywhere 
near their proportion in the working population overall; but some groups are better 
represented than others. Muslim and Chinese and other Asians are less well-
represented within the Major UK Charities than they are within the FTSE 100. Black 
individuals are twice as likely to be found in the upper ranks of major charities than in 
the FTSE 100. Chinese and other East Asians are, astonishingly four times as likely to 
be found in commercial leadership as in charitable organisations.

Very few individuals of Chinese & East Asian origin on Main Boards are present either 
as Trustees or professional full-timers. 

eThniC gRoUp

FTSE 100

MAjOR UK CHARITIES

TRUSTeeS eXeCUTiVe LeADeRShip TeAM

Black Muslim Hindu & Sikh Chinese & Other Asian

3.8%

1.7%

3.7%

2.2%

1.5%

2.4%

0.2%

0.4%

3.1%

1.6%

1.6%

1.9%

3.1%

2.2%

0.3%

1.3%
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The Top 3

The Top 3 is our shorthand for an analysis which looks at the Chairs, Chief executive officers (Ceos) and 
Chief Financial officers (CFos) of the Major UK Charities. 

This analysis is a comparison of the gender balance and ethno-cultural diversity of these Top 3 positions 
across the Private and Third Sectors.
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Fig 9: TOP 3: genDeR DiVeRSiTY    Fig 10: TOP 3: eThno-CULTURAL DiVeRSiTY

27.5%

FeMALe

6.2%

bAMe

Fig 11: CHAIRS: genDeR DiVeRSiTY

Fig 12: CEOS: eThno-CULTURAL DiVeRSiTY

Men still hold dominance, making up 77% of Chair roles. Whilst women only represent 
23% of all Major UK Charity Chair roles, this is almost five times higher than in FTSE 
100 companies.

Of the Top 3 positions (Chair, CEO and CFO), the position of Chair has the highest 
representation of ethnic minorities (7%). This is more than double the figure of FTSE 
100 Chairs but to put this in context, 10.9% lower than amongst the Chairs of Clinical 
Commissioning Groups within the Health Service.

The most senior leadership group – Chair, CEO and CFO – of the Major UK Charities 
display a familiar pattern in relation to ethnicity, with representation of ethnic 
minorities less than half the percentage of working population overall. White men 
and women are therefore significantly over represented. Amongst the few minority 
individuals who occupy these most senior roles, men are predominant.

ChAiR

23%

5% FTSE 100

MAjOR UK CHARITIES

FeMALe MALe

bAMe

FTSE 100

MAjOR UK CHARITIES7%

3%

oVeRView
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FTSE 100

MAjOR UK CHARITIES

FTSE 100

MAjOR UK CHARITIES

FeMALe MALe

Fig 15: CFOS: genDeR DiVeRSiTY

Fig 16: CFOS: eThno-CULTURAL DiVeRSiTY

Almost one in three CFOs within the Major UK Charities is female. Of the Top 3 positions 
(Chair, CEO and CFO), the position of CFO has the highest representation of women 
(32.6%). This is almost triple the figure of FTSE 100 CFOs. 

Of the Top 3 positions (Chair, CEO and CFO), the position of CFO has the lowest 
representation of ethnic minorities (5.3%). However, this is still more than double the 
figure of FTSE 100 CFOs.

ChieF FinAnCiAL oFFiCeR

32.6%

12%

5.3%

2%

bAMe

FTSE 100

MAjOR UK CHARITIES

FTSE 100

MAjOR UK CHARITIES

FeMALe MALe

Fig 13: CEOS: genDeR DiVeRSiTY

Fig 14: CEOS: eThno-CULTURAL DiVeRSiTY

There are over four times the number of female CEOs within the Major UK Charities 
than in the FTSE 100. The proportion of BAME CEOs within the Third Sector significantly 
exceeds that of the FTSE 100. 

ChieF eXeCUTiVe oFFiCeR

27.1%

6%

6.3%

4%

bAMe
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3 100 charities were analysed in total. However, total number of charities here may exceed 100 as some charities operate 
across multiple sub-sectors 

SUb-SeCToR AnALYSiS bY TopiC

our Sub-Sector Analysis3 of the Major UK Charities aims to create the shortest possible list of sub-
sectors, by their principal area of activity or topic, to create groups containing a few organisations or 
institutions sufficiently large enough for a meaningful analysis. The analysis layers gender and ethno-
cultural diversity to show the collective industrial representation by sector. 
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HEALTH, MENTAL HEALTH & DISABILITy

ARTS & HERITAGE

ANIMAL

Fig 17: TOP 20: SUb-SeCToR genDeR DiVeRSiTY 
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MULTIPLE SECTORS

HOUSING & SOCIAL CARE
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TRUSTS & FOUNDATIONS

NGO

FAITH

MEDICAL

At this level, Major UK Charities operating in the Health, Mental Health & Disability sub-
sector are the most female-friendly (44.2%) with an above sector average of senior 
female representation. It is the Trusts & Foundations charities that have the lowest 
level of female representation, with Faith-based charities coming in second lowest 
with 29.3% representation.

Charities operating in the health, Mental health & 
Disability sub-sector are the most female-friendly
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Fig 18: TOP 20: eThno-CULTURAL DiVeRSiTY bY SUb-SeCToR TopiC

bAMe
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9.5%
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Figure 18 shows that NGOs (principally foreign aid charities) have unsurprisingly the 
highest level of ethno-cultural diversity (15.8%) amongst their leaders. Along with Faith-
based charities and Trusts & Foundations, these three sub-sectors show higher than 
average levels of minority representation.  

Animal charities display the lowest level of ethno-cultural diversity (1.8%). Three other 
sub-sectors (Health, Mental Health & Disability; Housing & Social Care; and justice 
& Welfare) also reveal a striking absence of diversity, each well below the overall 
average of 8.1%. It is striking that these latter three are widely thought to serve minority 
individuals disproportionately, giving rise to the “White Messiah” phenomenon - 
cause-based charities which serve people of colour disproportionately, but with a 
largely white leadership making the decisions about what is needed. 

Three sub-sectors account for most of the visible 
minority presence amongst charity leaders
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At first glance, Chinese and other Asians are the most underrepresented groups of Major UK Charities, followed by the Muslim 
community. 

There are eight sub-sectors that see severe under-representation by Chinese and other Asian leaders. Black and Muslim leaders 
are poorly represented within Housing & Social Care and Animal Charities. 

The Faith sub-sector includes organisations like Islamic Relief Worldwide, which will positively skew the stats. Representation may 
also come from some of the Christian organisations including leaders from the growing BAME churches, while White Anglicanism 
and Catholicism see declining numbers. NGOs often include Board members from overseas and they are often from the “Global 
South” (Africa or Indian Sub-Continent). What is surprising is the high level of representation, relative to the other sub-sectors, for 
Trusts & Foundations.  

In the Arts world, there has been a lot of energy invested into diversity and inclusion with heavy focus on leadership programmes. 
This may have had an impact on ethno-cultural representation within the sub-sector, but there is not enough data to attribute cause.  

Fig 19: TOP 20: eThno-CULTURAL DiVeRSiTY bY SUb-SeCToR TopiC AnD eThniC gRoUp

bAMe
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6.9% 4.3% 3.6% 1.0%
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CoMbineD AnALYSiS
Are minority men and women equally likely to be Major UK Charity 
leaders?
Analysing non-white leaders as a percentage of their gender grouping, allows us to understand the likelihood 
of an ethnic minority getting a senior leader role compared to their respective gender peer.

However, our ethno-cultural and gender combined analysis then takes this one step further by showing non-
white leaders as a percentage of their gender grouping. This highlights the proportionality of ethnic minorities  
of a certain gender and, therefore, allows us to understand the likelihood of an ethnic minority attaining a 
senior leader role compared to their white gender peer.
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ethnic minority females are almost a third less likely to 
have a position at Top 20 level than ethnic minority males

Fig 20: TOP 20: eThno-CULTURAL DiVeRSiTY bY genDeR

eThniC gRoUp

NON-WHITE FEMALE

NON-WHITE MALE4.8%

3.3%

Out of the 8.1% ethnic minorities in the senior leadership team of the Major UK’s Charities, 
4.8% are male and 3.3% are female. This shows that ethnic minority females are almost a 
third less likely to have a position at Top 20 level than ethnic minority males. 

NON-WHITE MALES

NON-WHITE MALES NON-WHITE MALES

NON-WHITE FEMALES

NON-WHITE FEMALES NON-WHITE FEMALES

Fig 21: TOP 20: eThno-CULTURAL AnD genDeR CoMbineD AnALYSiS 

Fig 22: TOP 20: eThno-CULTURAL AnD genDeR CoMbineD AnALYSiS bY 
LeADeRShip CohoRT

8.08%

3.9%

2.4%

8.10%

5.2%

4.3%

TRUSTeeSeXeCUTiVe LeADeRShip TeAM
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bAMe FeMALe bAMe MALe

Fig 23: TOP 3: CoMbineD AnALYSiS
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When data is broken down to a granular level, we find that ethnic minority males are 
twice as likely to be appointed Chair of a Major UK Charity than an ethnic minority 
female. This number multiplies when looking at CEO and CFO roles - ethnic minority 
males are five times more likely to be appointed CEO and almost four times more likely 
to be appointed CFO than ethnic minority females.
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Fig 24: TOP 3: CoMbineD AnALYSiS bY gRoUp
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DiVeRSiTY inDeX Top 25

we have taken the data collected across the board of Trustees, (including Chair,) and the executive 
Leadership Team, (including Ceo and CFo,) and ranked the Major UK Charities from 1-100 based on the 
successful diversification of their leadership teams.

This is the first leadership ranking of its kind and further highlights the need for greater focus on diverse 
leadership talent pipelines to ensure our leading Charities do better at diversity.

The Diversity Index ranking is calculated by averaging the ethno-cultural diversity and gender diversity 
percentage of the leadership team for each Trust and charitable institution.
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It is clear that some organisations have a positive skew based on gender or ethno-cultural representation.  For example, IRW is 
ranked second even though there is only one woman in their leadership team. This is because they are the only organisation with 
an all ethnic minority Board of Trustees. Where we may expect to see a women’s charity have a hign representation of women on 
the board for the same reason, charities like Children’s Investment Fund Foundation are actually richer in diversity and are perhaps 
sector champions. 
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Our analysis of the 1,866 charity leaders in the UK reveals 
some promising trends. The Major UK Charities have a 
higher level of ethno-cultural diversity in leadership positions 
(8.1%) than the FTSE 100 (7.1%), Ministerial (3.8%) and Non-
Ministerial departments (1.9%). This is especially noteworthy 
when we look at the Top 3 positions (Chair, CEO and CFO) 
where there are almost double the amount of ethnic minority 
post holders within the Major UK Charities compared to  
FTSE 100 organisations.  

We also conclude that there is a healthy and robust representation 
of women in the sector at Top 20 level. Women make up 41% 
of Top 20 level leaders, higher than their equivalents in the 
FTSE 100 and Central Government. There is also strong female 
representation within Executive Leadership Teams (46.3%) and 
Trustee (42%) positions.

However, much of this diversity is concentrated in specific sub-
sectors rather than as a result of focused and strategic effort 
by the sector as a whole. Even in the case of gender diversity, 
although there is a high level of representation, given how 
much attention has been paid to this agenda in recent years, 
there has not been enough penetration into the highest level 
(Top 3). Males occupy 77% of Chair roles, 72.9% of CEO roles 
and 67.4% of CFO roles.

The most disappointing findings in this report arise from our 
more detailed analysis of ethno-cultural backgrounds of Major 
UK Charity leaders. Considering the multitude of different 
communities that charities support, all with their unique culture 
and background, it should be a given that leaders can relate to 
peoples’ specific needs from charitable institutions. The scarcity 
of leaders from East Asian and Muslim backgrounds in particular 
should be a matter for serious concern. Charities’ claims to be 
outward looking and open to helping people from all walks of 
life are hardly enhanced by the continued domination of its 
leadership by white men.

Additionally, there are eight sub-sectors that are apparently 
difficult for Chinese and other Asian senior leaders to penetrate. 
The poor representation of Black and Muslim senior leaders 
within Housing & Social Care and Animal charities suggest that 
some sub-sectors are making little contribution to diversity and 
should be more concerned about their commitment.

AFTeRwoRD

AFTeRwoRD
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The Third Sector is unique in the sense that talent is sourced 
from both public and private sectors, especially for Trustee 
roles. But access to top talent from outside the sector may 
become progressively more limited, so it would be unwise 
for major Trust & Institutions to continue ignoring talent from 
underrepresented groups – particularly minorities and women 
–  given the communities they serve.

Finally, we strongly support those in our own industry and across 
the Third Sector who are calling for an improved service from 
Executive Search firms. We do not expect all of our competitors 
to follow our lead and return part of their fee should they be 
unable to provide a credible and diverse candidate list; nor 
would we expect others to do as we did in 2016 and 2017 and 
publish a list of 100 minority individuals whom we consider to 
be Board-ready. These are steps we have taken to support our 
commitment to diversity. 

However, we do challenge everyone to take their own steps 
to increase diversity. We are keen to work in partnership 
with anyone truly committed to greater diversity – no 
individual, company, or indeed government body, will achieve  
change alone.

This report serves as an opportunity for every Board, every 
recruiter and every leading political party to consider what they 
can do to effect immediate change in the interests of UK Trusts 
and charitable institutions - and thereby, society as a whole. 

AFTeRwoRD
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Lord Victor Adebowale Cbe is the Ceo of Turning point, 
a social enterprise providing health and social care 
interventions to approximately 77,000 people on an 
annual basis.

victor sits as a Non-Executive Director on the Boards of NHS 
England, the Co-Operative Group, Collaborate CIC, IOCOM 
and Leadership In Mind. He is also the Chair of Social 
Enterprise UK. victor has chaired a number of commission 
reports into; policing, employment, mental health, housing 
and fairness for The London Fairness Commission, the Met 
Police and for Central & Local Government. He was awarded 
CBE for services to the unemployed and homeless people 
and became a crossbench peer in 2001. 

victor is a visiting Professor and Chancellor at the 
University of Lincoln; an honorary member of the Institute 
of Psychiatry; President of The International Association of 
Philosophy and Psychiatry and a Governor at The London 
School of Economics. victor has an MA in Advanced 
Organisational Consulting from Tavistock Institute and City 
University.

LoRD ViCToR ADebowALe Cbe
Ceo | TURning poinT 

Victor AdebowAle

SeCToR ConTRibUTion

In order to move the discussion of diversity faster and farther, we have ambitious plans to bring about 
action and change in addition to the existing analysis.  Its purpose is to help widen the gate by providing 
statistically valid data into the actual composition of leadership in the Third Sector. 

We believe that shining this light is more important than ever to build trust and help Charities and Social 
Enterprises to remain competitive and relevant through diversity and inclusion, enabling them to better 
support and represent the communities they serve.

To ensure the report adds genuine value and makes the move towards a more diverse sector easier to 
achieve, we have included insight and interviews with senior leaders within the Sector.
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The sector isn’t representative at leadership level or in its 
governance. It suffers from the same dynamics that affect 
society’s challenge with diversity and inclusion, with the additional 
factor that the sector sees itself as outside the pressures on 
commercial businesses to be more representative at Board 
level; and by and large has continued to recruit in the image 
of the last Chief Executive or Chair. This has a knock-on effect 
that produces a culture which rewards networks that are unlikely 
to be open to people from minority ethnic groups or even from 
working backgrounds. 

I would say there has been massive change in the sector with 
more women having reached Chief Executive positions and 
roles of seniority, but they are not necessarily women of colour. 
I would argue that that represents little change because it has 
resulted in little change at the top. The biggest shifts in the sector 
have been the increased move to a commercial businesses 
model, e.g. contracting. When I started, Turning Point was seen 
as an outlier in its approach to business, now it is seen as pretty 
normative. 

I actually think the sector has become harder for 
underrepresented groups to enter into management. The 
route to receiving a general leadership and business education 
relevant to accessing the top jobs in the sector are available to 
minority groups, but what isn’t are the networks that make you 
visible to head-hunters. Frankly,  there is wilful ignorance on 
behalf of some head-hunters, for instance I could not imagine 
a black Chief Exec of the National Trust; and the National Trust 
has been around for 50 years and there has never been one. 
Similarly, I could not imagine a black Chief Exec of Macmillan or 
the Red Cross, and that is an indicator of how little has changed 
over the years.

I believe there has to be a radical rethinking of how we define 
talent, where we find talent, how we encourage it. We have to 
look for difference rather than look for similarity. The cultural 
norms of many of the trusts and organisations in the sector need 
to accept that we are not living in the 1980s and that it is 2018. 
The expectation of stakeholders, funders and the general public 
is that they look like stakeholders, funders and the general 
public; although that might be a challenge for funders as they 
face the same problem. I think there needs to be a radical 
re-examination of purpose. There is a lackadaisical view of 
diversity. it is not diversity of skin colour that really matters; it is 
diversity of thought, which is represented by people of different 
backgrounds and there is plenty of evidence that diversity of 
thought leads to more successful organisations. 

At Turning Point we look for talent and we don’t put barriers in the 
way of protected groups applying. Are we successful? Probably 
not as successful as we should be, but we have a culture of 
openness and genuine enquiry as to diversity and diversity of 
thought. I think we could do better, we are self-critical which is a 
pre-requirement of moving the needle in this area. 

If we had seen change, it wouldn’t be necessary to do this survey. 
The sector is very slow to change and has managed to avoid the 
kind of critique that other sectors have received. I note the work 
of Green Park but there’s still a long way to go. One of the things 
we have to do is look outside the sector to bring people in with 
transferable skills as opposed to employing people we consider 
a “safe pair of hands”. If we are really going to move the needle 
on diversity and inclusion. 

i could not imagine a black Chief exec of 
the national Trust

Victor AdebowAle
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CARon bRADShAw  
Ceo | ChARiTY FinAnCe gRoUp

Caron bradshaw is Chief executive of Charity Finance 
group.  She joined CFg in june 2010 from the iCAew, 
where she was head of the Charity and Voluntary Sector. 

In addition to supporting a number of small charities and 
community organisations Caron is a member of the NCvO’s 
National Assembly, sits on the Charities SORP Committee, 
on a number of government working parties, is a member 
of the BBC Charity Appeals Advisory Committee, and 
is Chair of the Board of the Directory of Social Change. 
She is named in the top 30 UK social influences in Risk, 
Compliance and Regtech 2017.

Caron is a trained Barrister and has a wide array of 
experience across charity, regulation/law, policy, member 
support, and professional ethics.  In 2015 she was named 
Charity Principal of the year at the Charity Times Awards.  
In 2016 she received the Association Excellence Award for 
Leadership.  Caron is an avidly ‘social’ CEO and was been 
named in the top 30 social CEOs in 2013, 2014 and 2015 
before joining the judging panel in 2016.

I am proud to be able to say that all of my four directors at CFG 
were ‘home-grown’.  For each, the role here at CFG was their 
first official directorship.  Additionally, I can also highlight that the 
gender and diversity of my senior team is balanced.  But before 
I put pen to paper for this short piece I hadn’t really given much 
thought to why and how I got here…so here goes.

I am strongly of the view that you should offer opportunities 
internally to all staff - and not just in terms of obvious career 
progression.  This feeling that title, previous experience and 
qualifications are not the only guide for talent comes from my 
own experience.  Prior to becoming CEO at CFG I worked for 
16 years at the ICAEW.  During my time there I was privileged 
to be supported to change direction and take on new and 
exciting responsibilities (despite having no proven track record 
at the ‘right’ level) on a number of occasions.  The ICAEW were 
willing to see what I had done and what I had the potential to 
do; giving me the opportunity to stretch and grow personally and 
the determination and loyalty to do the best job I could for my 
employer. I took this value into CFG with me.

I believe that spotting potential and offering opportunities to shine 
should be the duty of every leader at every level - not just senior 
leaders or CEOs.  Not only do you get excellent value for money 
from staff you support (your investment in their growth is far more 
sustainable when those skills can be put to the advantage of your 
own organisation for longer) but you also send a strong message 
to those individuals who you have not spotted that progress and 
reward awaits people with talent.

It is this later point that I have become more passionate about 
over time.  However, much we try not to, we are all liable to 
unconscious bias.  We filter what we think about potential through 
our own experiences and values.   This can give us blind spots.  
It can make us fail to see talent that, with the right support and 
encouragement, could excel and deliver truly wonderful things for 
our organisations.  So we need to remove barriers to progression.  
We need to show that we stand for talent development - not just 
say that we do. I’ll give an example. 

A young woman came to CFG as a temp.  She was exceptionally 
bright, creative in her thinking and willing to put in the hard work 
to make things happen.  When my PA was promoted to CFG’s 
IT manager, although her temp contract was coming to an end 
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however much we try not to, we are all 
liable to unconscious bias  

she agreed to take on my PA duties on a temporary basis, whilst 
we recruited.  During the recruitment process she decided she 
would like to take on the role permanently. 

If her appointment had been down to her CV, interview 
performance or demonstrated experience in a given discipline 
we’d have missed out.  I am pretty sure that seeing previous 
internal movement and development happening at CFG played 
a part in her willingness to throw her hat in the ring.  I am glad 
she did; several years later that person is one of my directors.  I 
genuinely believe that she would have excelled elsewhere and 
rapidly (as talent finds a way) but her assent within CFG, I hope, 
is partly down to creating the right environment that supports, 
encourages and develops individuals.  

The second observation I would share is that not all individuals 
show themselves at the same pace.  Some jump at opportunities, 
others are held back by self-doubt or fear.  Such self-limiting 
narratives are not the exclusive story of women (be aware of 
that unconscious bias!). Men can also be guilty of believing the 
stories they are told; whether that’s about their sporting prowess, 
strategic skills or perhaps a lack of the hard-nosed, focus on 
outputs (stereotypically male) approach to leadership.

As leaders we have to be patient and to be invested in our staff.  
More often than not what our employees need is guidance, 
coaching and opportunity.  If we always focus on the instant 
success or the importance of ‘hitting the ground running’ then 
we risk missing out on longer term performance.  We might fear 
that our investment will be rewarded by staff taking those skills 
elsewhere.  But in my experience the payback you get from being 
part of someone’s development is worth the risk that they might 
prematurely depart your employ.  I am certain that the alternative 
(of depriving them of the development and opportunities they 
need) practically guarantees their early flight.

One last thing; think about how you harness and develop talent.  
We too often make the mistake of promoting people to lead 
others on the basis of the quality of their work not their ability or 
potential to lead.  However, we set such people up to fail if we 
confuse the two.  Becoming an expert and mastering a brief is 
not a proxy for the ability to lead others.

My messages for those wanting to develop their future leaders; 
lead with an open mind, invest in your people, lead with 
compassion and understanding.  I believe none of these things 
are a silver bullet to inclusion and diversity but they sure as heck 
contribute.

Caron Bradshaw
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There’s often an assumption that Third Sector organisations are 
inherently diverse and inclusive places to work because of their 
mission or ethos. We know that’s not always the case though. 
Only four charities made it in to Stonewall’s 2018 list of the Top 
100 LGBT-inclusive employers in Britain, for example (Victim 
Support, Touchstone, Barnardo’s, St Mungo’s). There are some 
genuinely committed organisations, but there is often a sense of 
complacency among many others. 

Whilst women may be well represented across the sector as a 
whole, little is really known about other protected characteristics 
in the charity sector. From an LGBT perspective, there’s an acute 
lack of bi and trans visibility within Third Sector organisations, 
especially role models at senior tiers. 

Within the current financial climate, charities are undoubtedly 
suffering and having to keep an even sharper eye on expenditure. 
Diversity may appear to be a soft target for de-prioritisation 
in these times. However, at Stonewall, we know that inclusive 
workplaces mean people can be themselves and perform their 
best, and inclusive employers attract and retain great talent. This 

benefits the employer, its service users and employees, so it’s 
even more crucial to focus on diversity in difficult times.

Many of the leading organisations we work with through our 
Diversity Champions programme now have an increasingly 
nuanced understanding of diversity and inclusion. Over time, and 
along with other sectors, the Third Sector has started to think 
about the distinct experiences of different groups they serve 
through a more intersectional approach to diversity. If charities are 
to comprehensively fulfil their mission, be great workplaces and 
stay relevant to donors and communities, they need to understand 
the lived experiences of all parts of the communities they serve. 
The experiences and challenges faced by a white, gay man in a 
city are going to be very different to those of a Muslim lesbian in a 
small town, for example. 

For Stonewall, that’s meant working to ensure our staff better 
reflect the diversity within LGBT communities, including a strategic 
approach to BAME LGBT inclusion in our own team. It’s meant our 
programmes and work with other organisations have diversified 
to include focus on BAME LGBTQ communities, trans and bi 

Ruth hunt is the Chief executive of Stonewall. in three 
years she has overseen a 50% increase in the charity’s 
income and the steady growth of its structure, taking the 
team from 70 to 120 employees and securing Stonewall’s 
place as the leading lesbian, gay, bi and trans equality 
charity.

Ruth has redefined Stonewall’s role as a charity, from 
one that enables change to one that empowers others to 
make change happen. Under her leadership, Stonewall’s 
programmes and the way they are delivered, have been 
refined to ensure they create sustainable, powerful 
grassroot activism, both in the UK and abroad. 

Ruth spearheaded Stonewall’s commitment to trans equality 
and, after careful consultation with trans communities, she 
created the Stonewall Trans Advisory Group. This year, 
after further careful consultation, A vision For Change was 
launched. This five-year strategy sets out how Stonewall 
will help achieve legal and social equality for trans people 
across all areas of their lives. 

RUTh hUnT  
Ceo | STonewALL 

2 Charity Finance 2017 Audit Survey

Ruth has also established Stonewall as a leading voice on international LGBT equality, delivering ground-breaking 
international empowerment programmes in some of the world’s most hostile countries, in addition to being a major 
influencer on the UK Government, ensuring the UK is an informed and effective world leader for LGBT equality.

RUTH HUNT
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communities, LGBT young people with a disability, LGBT people 
of faith, older LGBT people and more. 

Organisations that understand this better address inequalities 
experienced by their service users or beneficiaries and truly drive 
change.

Employers need to be explicit about their commitment to diversity 
and inclusion and about their support for specific protected 
characteristics, whether that’s on a website, in a job advert or an 
HR policy. When people from underrepresented groups can see 
themselves recognised and provided for by a potential employer, 
it speaks volumes. Organisations need to actively encourage job 
applications from underrepresented groups; just saying ‘our door 
is open to all’ isn’t going to cut it. 

Some of the best employers we work with consistently 
help potential employees see themselves reflected in their 
organisation through their outreach and comms. They openly talk 
about diversity networks in their organisation, how inclusive their 
benefits are, and showcase role models from all backgrounds and 
at all levels of their organisation. They reach out to communities 
at diversity recruitment events, on recruitment portals like our 
own Proud Employers website, and in reports like Starting Out, 
Stonewall’s annual guide to LGBT-inclusive employers. 

Increasingly, employers need to understand how their potential 
employees think about their own sense of identity. Many young 
people, for example, think of gender identity and sexual orientation 
in a more fluid way; others have reclaimed the word ‘queer’ to 
describe their identity. For intergenerational workplaces, that 
can mean challenging conversations, but if organisations want to 
attract the best talent and reach underrepresented groups, they 
need to understand societal trends and cater for all.

Stonewall won’t be an effective organisation if we don’t have 
a workforce that reflects the communities we serve. We use 
different platforms for recruitment - in some cases, we use 
diversity-specific recruitment firms to ensure we reach those 

diverse talent pools. We’ll mix up our interview panels to ensure 
diverse thinking and remove any affinity bias, and we’ll ‘blind 
assess’ applications too. We’ll have a very visible and vocal 
presence at diverse community events, online and through 
personal and professional networks too. 

just reaching diverse talent isn’t enough though. you have to 
ensure your workplaces are fully inclusive if you want that talent 
to stay so, much as we support our Diversity Champions to do 
this, we focus on it too – from our own employee networks to 
celebrating diversity awareness days and profiling role models 
from different communities. 

It’s too easy for organisations, charitable ones included, to 
deter applicants or disadvantage them through structures and 
processes that aren’t inclusive or which inadvertently switch 
people off from even considering applying for a role. Robust 
training, diverse recruitment panels and visible role models from 
all backgrounds and at all levels of an organisation are a must. 

“Widening access” isn’t just about getting in to an organisation; 
it’s also about getting on in that organisation. For an LGBT 
person, for example, to thrive, it’s critical to think about 
that employee’s lifecycle in the organisation. This starts 
at recruitment and moves in to induction and personal 
development. It extends through out their journey – from the 
messages they see in internal comms from senior leaders to 
the relationship with their manager and how that manager 
values the difference they bring or recognises and rewards 
contributions to diversity networks, for example. 

All of this requires organisations to look inwards and do 
some honest self-reflection, collecting and analysing data 
wherever possible (including through promotions and exits) to 
better understand the journeys and lived experiences of their 
employees. That’s the only way to then take relevant, impactful 
positive action in an open and transparent way to address 
structural disadvantage. 

when people from underrepresented groups 
can see themselves recognised and provided 

for by a potential employer, it speaks volumes

RUTH HUNT
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The D&I conversation seems to have become more mainstream 
but I don’t think action has. I think there has been a hope that 
improving diversity can be dealt with alongside business as 
usual, but what sector leaders need to realise is that business as 
usual is the problem. Improving diversity and inclusion involves 
a conscious, targeted investment of time and resource. Trying to 
suggest that the voluntary sector will see overnight improvements if 
everyone has a diversity and inclusion policy is naïve. For example, 
in regards to disability, the sector needs to think about how to 
make workspaces and events more accessible, in regards to race, 
the sector needs to understand and confront its own unconscious 
bias. But the rewards are worth it. Diversity prevents group think, 
leading to more creativity and innovation, it will better connect you 
to the communities you represent and some research has found 
that diversity increases profitability. 

There are definitely more female CEOs in the sector than there 
were 10 years ago. This is borne out by research from ACEVO’s 
annual pay and equality survey which has shown a gradual 
increase in the percentage of female CEOs in the sector over the 
years from 44% in 2008 to 57% in 2018. We are now in a place 
where the CEO and Chair of the Charity Commission, the Minister 

for Civil Society and most of the umbrella body CEOs are women. 

There is still some way to go though. The voluntary sector 
workforce is two thirds female but leadership is not. There is still a 
gender pay gap and the larger the charity is the less likely you are 
to see women at the top, although great leaders like Polly Neate, 
Lynda Thomas and now julie Bentley are paving the way. It is also 
important to say that these are white women and there needs to 
be more support for women and men from a BAME background 
who aspire to leadership positions. 

It is easy to say ‘the sector’ as though it’s one big homogenous 
group. In reality different sub-sectors have their own challenges 
and barriers. The answer will also differ depending on which 
underrepresented group is being referred to and what level of 
management is being discussed. 

Earlier I talked about stats for female CEOs, but the number of 
women at Board level is lower. Where improvements have been 
made I think it is more because of leadership commitment and 
individual effort, not a systemic change and that is what we need 
for long-term, sustained improvements to happen.

ViCKY bRowning
Ceo | ACeVo

Vicky browning has headed up ACeVo, the network of civil 
society leaders, since February 2017.

ACEvO believes that great leaders make the biggest difference. 
Through its network ACEvO inspires and enables civil society 
leaders to have the vision, energy and leadership to change 
the world for the better. vicky works with the ACEvO team 
and trustees to support, represent and encourage ACEvO’s 
members in their ambition to create change.

vicky joined ACEvO from CharityComms, the membership 
network for communications professionals in UK charities, 
where she was director since March 2010. 

A former magazine journalist, editor and publisher, vicky 
worked at Haymarket Publishing, the UK’s largest privately-
owned publishing company for 16 years during the nineties and 
noughties. She was publishing director of a host of business 
titles including Third Sector and ad-industry bible Campaign, 
as well as spending two years in New york heading the launch 
team of internet marketing title Revolution US. 

vicky then enjoyed six years as an independent publishing consultant, offering management consultancy, product development 
and marketing services to a range of clients, before joining CharityComms and ACEvO.
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It is important that we do not rely on volunteering or unpaid 
internships as routes into the sector. Requiring people to work for 
free before they have the opportunity to be paid limits the talent 
pool. I would also like to see greater promotion of the voluntary 
sector as a career path at secondary school level. It is still widely 
assumed that everyone who works in the voluntary sector does 
so for free. 

However, alongside efforts to make working for the voluntary 
sector more accessible, it is important for leaders to recognise, 
nurture and promote the talent that we already have in civil 
society organisations. 

In terms of lived experience of our beneficiaries, ACEVO’s Board 
is comprised of our members – charity and not for profit CEOs 
and senior leaders - and this gives us a valuable insight into the 
challenges, opportunities, highs and lows of our members at the 
highest level of the organisation. 

I am committed to improving and increasing our use of digital 
which will allow us to have greater flexible working, meaning that 
we can employ people working outside of London, and staff with 
caring responsibilities can work from home with relative ease. I 

have also been very clear to my team that diversity is a priority for 
us as well as our members.

However, there is plenty more that ACEVO needs to do. One of the 
challenges we faced recently when moving office was finding an 
affordable space that was completely accessible. We discussed it 
as a team and we were clear that when we move to a long-term 
home, accessibility is a priority. This may mean spending more 
than we would otherwise on rent but I think that creating a more 
inclusive workspace is an investment that will improve the success 
of the organisation.

Leadership is the difference between policy and practice. 
Without commitment and buy in from the top, even the best 
policy in the world isn’t going to create change. The organisations 
where change has occurred are the ones in which leaders have 
made a public commitment to change and have then invested 
financially and personally in order to make change happen. 
There needs to be more generous leadership, leadership that 
involves supporting and encouraging others to the top. Only then 
will we start to see a shift towards a more inclusive and diverse 
workforce. It is well overdue.

Vicky Browning

it is easy to say ‘the sector’ as though 
it’s one big homogenous group. in 

reality different sub-sectors have their 
own challenges and barriers.
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By most measures we are incredibly diverse at DSC.  In the 17 
years that I have been the CEO, I estimate that we have had 
staff members working for us who are either natives of, or claim 
heritage from, over 30 different countries, from places as far 
away as Iran and Iraq to places somewhat closer to home such 
as Iceland and Spain.  We have had folk who are differently abled 
and folk who bravely face the challenges of mental health issues.  
We have had people from around seven different religions and 
lots with no faith.  We have had folk from BME communities and 
from the LGBT community.  Our oldest staff member is over 70 
and our youngest just turned 22.  When you visit DSC when all 
our staff are together, it most definitely feels rich in diversity and 
variety of backgrounds, ages, education and, inevitably, opinions.

I’ve been thinking about why when so many organisations struggle 
with diversity, we appear to do so well at DSC?  Thinking about it 

for this report, it is true to say that our overall mix is wonderfully 
diverse but in all honesty, I have to admit that this diversity varies 
between departments and over time.  For example, you could 
argue that we are less diverse in our Liverpool office, where our 
research team are based, than we are in our London office, where 
most of the other departments are.  We currently have more men 
than women on our leadership team, although this is a recent 
phenomenon – up until about two years ago the leadership team 
was usually dominated by women.  But in other respects we do 
have diversity in that team.   We have departments where every 
member of staff is from the BME community and some where 
they are all women.  And like most charities we’re very conscious 
that although our Board is reflective of our stakeholders and has 
a good male/female ratio we are arguably less representative of 
other sections of the community we serve.

Debra is particularly proud of her 14 years as a voluntary Trade Union Officer and the year she spent working with youth at Risk.  
She was the first female Programme Director of the Runge Effective Leadership programme.  She is a mentor to a number of CEOS 
and Chairs of Trustee Boards.

Debra is a renowned authority in the field of leadership and governance in civil society, an internationally published author, 
including the seminal It’s Tough at the Top, a guide for chief executives. She writes ‘The Last Word’ column for Third Sector 
magazine which reaches around 123,000 people per publication. 

DebRA ALLCoCK TYLeR 
Ceo | DiReCToRY oF SoCiAL ChAnge

Debra has been the Chief executive of the Directory of Social 
Change (DSC) since 2001. DSC exists to support charities 
to serve their communities and their causes and reaches 
around 15,000 charities a year through its work.

She is a Trustee of In-Kind Direct, a Trustee of the Berkshire 
Community Foundation, vice-President of the Soldiering On 
Awards, an AAF (Africa Advocacy Foundation) Ambassador 
for Women and Girls at risk of or affected by FGM and other 
harmful practices, vice Chair of Governors of WhiteKnights 
Primary School and a Patron of the Charity Staff Foundation.  
She was the founder Chair of the Small Charities Coalition. She 
was a member of the Charity Commission’s SORP Committee 
for seven years.  She is a Fellow of the RSA and a member of 
the Royal Institution.  

After a brief stint in the private sector, Debra has spent 
most of her career in the charitable sector in leadership 
roles in campaigning, policy development, sales, product 
development, media relations and training.  

Debra allcock Tyler
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Of course, there are a number of quite fixed factors affecting the 
diversity of our organisation.  The bulk of DSC’s staff are London 
based and London itself is a rich mix of diverse folk so there is a 
wider pool to call upon when recruiting.  Geography is of course 
a factor, for good and bad, for lots of charities – if you’re based 
in the South West being representative of the community you 
serve is probably going to mean that it is harder to recruit BME 
folk to your Board.  But that doesn’t mean you can’t be reflective 
of other forms of diversity. 

We’re also quite small. With fewer than 40 full time staff, and some 
of our teams only having two or three people in them, it’s easy for 
parts of the organisation to be, or appear to be, less diverse than 
others. For a short period in the summer for example, our marketing 
team was 50% Spanish. Also, after a couple of recent personnel 
changes, we noticed that our leadership team had shifted from 
being dominated by women to having a higher proportion of men.  
This was a matter of accident not design.  But we looked into it to 
be sure that we weren’t inadvertently favouring men.  And I’m glad 
to say that with my maths hat it makes sense because truly random 
distribution does exhibit in clusters.  

But – and here’s the rub – being diverse is not simply about 
black and white or male and female.  It’s also about rich/poor, 
academic /vocational, private school /state school, straight into 
employment/university, abled /differently abled, straight /gay, 
faith/no faith, young/old – in fact, wherever there is difference.  
The trick is to observe if all the folk in your organisation are 
broadly similar or if there is real differences between them.

For us there are broadly two significant factors that contribute to 
our diversity as an organisation. 

Firstly, we are a charity that serves other charities. All other 
charities. Our whole reason for being is to serve the spectacularly 
broad and diverse groups and individuals that underpin and drive 
social change in the UK. Doing that, talking about what we’re 
doing and who we’re helping, and making that a part of how we 
communicate internally and externally, means that we attract and 
retain staff who share those values. I challenge anyone to spend 
time with my staff and the incredible range of organisations and 
individuals that they are helping, and see diversity as anything 
other than amazing and also completely normal. 

Secondly, and related, is how already being a fantastically 
diverse group of people makes it easier to maintain that. When 
we recruit, we always try to promote from within (we’re a training 
and development organisation after all!), but when we recruit 
externally, we take diversity extremely seriously. We have 
processes in place to ensure managers are being as objective as 
possible in their selection of new staff, and challenging any bias 
they may have.  For instance, any interview for a new employee 
includes on the panel a manager from a completely different part 
of the organisation to mitigate against folk inadvertently recruiting 
in their own likeness without realising it.

But ultimately solving issues around diversity basically comes 
down to noticing.  What we notice we pay attention to and when 
we pay attention we can’t help but make changes.   

our whole reason for being is to serve the 
spectacularly broad and diverse groups and 

individuals that underpin and drive social 
change in the UK

Debra allcock Tyler
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KAi ADAMS
pARTneR, ChARiTieS AnD SoCiAL enTeRpRiSe pRACTiCe | gReen pARK  

Kai Adams is the head of green park’s Charities and Social enterprise practice, 
having joined the executive Search and interim Management firm in 2011.   

Under Kai’s leadership, the Green Park Charities and Social Enterprise Practice has 
successfully delivered complex senior mandates for non-profit organisations large 
and small, established and start-up, regional, national and international. Consistently 
receiving positive feedback, since the Practice’s inception in 2012, 75% of their 
assignments have been through repeat business, and 45% have been at Board level. 

Recognised as industry leaders in diverse Executive Recruitment, Kai’s team has a 
proven track record of helping their clients widen the gate without lowering the bar. 
With 24% of all Green Park’s Board appointments being Black and Minority Ethnic 
leaders between 2015 and 2017, Kai’s team is helping to change the face of leadership 
across the sector.
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TReVoR phiLLipS
ChAiR oF gReen pARK inSighTS | gReen pARK

Trevor phillips is Chair of green park insight and is also 
president of the john Lewis partnership Council. 

The Founder Chair of the Equality and Human Rights 
Commission, he acts as an advisor to several companies 
and Not-For-Profit bodies. He is Chair of the WEA, the UK’s 
largest voluntary sector provider of adult education. 

Trevor retains an active interest in the Arts and Music and 
serves as a Board member of the Social Mobility Foundation, 
and of the Employers Network for Equality and Inclusion. He 
is a Fellow of the Migration Policy Institute (Washington DC) 
and Chair of the New york-based Centre for Talent Innovation. 
He is the recipient of several honorary doctorates, the OBE 
and is a Chevalier de la Legion d’Honneur.

RAj TULSiAni
Co-FoUnDeR & Ceo | gReen pARK

Raj Tulsiani is one of the UK’s leading figures in executive 
Search and interim Management with over 20 years’ 
experience supporting the needs of a diverse range of 
organisations. 

Raj’s leadership has driven Green Park Interim & Executive 
Search to the forefront of industry standards for customer 
service and innovation, achieving a rank of No. 1 in the Hot 10 
Public Sector Providers & No. 4 in the Recruiter Hot 100 2018. 
The company has also regularly achieved recognition in the 
National Business Awards, Recruiter Awards for Excellence, 
and Recruitment International Awards. 

Raj is a passionate advocate of the power of diversity as a 
source of competitive advantage, heading a team that sets 
the benchmark for innovation and commitment to consistently 
attracting diverse groups of appointable candidates. In 2017, 
Raj was the recipient of the Global Equality and Diversity 
Award’s Lord Noon Award for his commitment to increasing 
Boardroom diversity.
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jo heATh
heAD oF DiVeRSiTY AnD inCLUSion pRACTiCe | 
gReen pARK

jo heath heads up green parks Diversity and inclusion 
practice. She is an equality Law improvement professional 
and a Diversity and inclusion (D&i) auditor, working in this 
field for over 20 years. 

She has worked with global organisations in the Private, 
Public, and Third Sectors carrying out complex inclusion 
audits and cultural impact assessments. Her clients have 
included Linklaters LLP, HSBC, Santander, Ernst & young, 
Office for National Statistics, The Home Office, Amnesty 
International, BT Group, Vodafone, Hays Recruitment, EDF 
Energy, yorkshire Water and Harvey Nash.

She advises on all equality legislation related issues and 
designs and delivers a range of cultural initiatives, leadership 
programmes and diversity and inclusion solutions for 
businesses.

pAo SAngSUwAn
DiVeRSiTY AnD inCLUSion pRojeCT MAnAgeR | 
gReen pARK

pao Sangsuwan has a successful track record of helping 
government and FTSe companies deliver their strategic 
objectives through increasing inclusive practices and 
improving their organisational culture.

He leads the Green Park Research and Analytics team, 
ensuring year-on-year success of the Leadership Series and 
benchmarking, data, insight and analytics exercises.

Working with world class Universities and organisations to 
deliver social inclusion programmes, Pao has led prjects 
specifically aimed at educational policy reforms, empowering 
women, young people, and NEETs, and overseen the 
logistics and delivery of high-level international programmes 
for EU funded projects in Turkey, Italy and Germany. From 
the research stage to the implementation of policies, Pao 
has created and delivered career education programmes 
and guidance schemes in Europe to help educators across 
Europe become effective career advisers in vocational 
education training and career guidance. 
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gReen pARK’S ChARiTieS AnD 
SoCiAL enTeRpRiSe pRACTiCe 

not for the first time, this highly diverse sector faces 
uncertainty and opportunity in equal measure. The 
green park Charities and Social enterprise practice has 
first hand experience of helping our clients navigate the 
changing role of the state.  A shifting political framework; 
pressure on fundraising, increasing scrutiny; falling 
trust and the disruptive potential of things like social 
investment, digital or big data, are asking questions of 
even the most agile and effective organisations.

AVeRAge ChARiTieS boARD***

8% 13%24%

woRKing Age popULATion UK** 

gReen pARK’S ChARiTY boARD 
pLACeMenTS*

*  Board Placements made by Green Park’s Charities and Social Enterprise Practice between 2015 and 2017
**  Working Age Population UK is taken from the 2011 Census by the Office for National Statistics
*** Research by the Office for Civil Society and the Charity Commission, involving 3,500 trustees: https://tinyurl.com/ybn5ho34

•	 Offer excellent client and candidate care, (which has led to our level of repeat business sitting consistently 
in excess of 75% year on year), and deliver a well-structured, inclusive process which ensures good project 
governance.

•	 Add value at critical junctures, identifying and attracting the talent to help clients adapt and respond 
effectively to the pressures they face and to build teams that deliver lasting impact.

Bold leadership is required and new ways of thinking are 
essential. Our deep expertise, insight and advice can help 
facilitate this. 

In 2017 alone, 60% of the practice’s overall business was at 
Non-Executive Level and 80% of all mandates were through 
repeat business. 

we pride ourselves on the feedback we have had from our clients and  
our positive track record. our team strive to: 

•	 Interpret complex briefs in intelligent and innovative ways, resulting in 
more a diverse candidate pool.

•	 Attract private and public sector professionals into the non-profit sphere the Charities and 
Social Enterprise work closely with our other Green Park practices, acting as a thinking partner 
to create the necessary space for honest, objective conversations.
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AVeRAge ChARiTieS boARD***

woRKing Age popULATion UK** 

inTeRiM MAnAgeMenT  |  eXeCUTiVe SeARCh  |  boARD & ADViSoRY  |  DiVeRSiTY pRACTiCe

info@green-park.co.uk | 020 7399 4300 | www.green-park.co.uk

DeLiVeRing
beST CAnDiDATeS

WE KNOW THAT

DeLiVeRing VALUe
DOESN’T jUST MEAN

THE

For 10 years, we 
have been helping 
organisations gain 
compound competitive 
advantage through our 
pioneering insights and 
thought leadership.

Through our team’s extensive market knowledge, original 
research, face-to-face interviews and independent three 
stage validating, using our custom built software, we 
produce thought leadership reports on what constitutes 
excellence in our clients markets to enable them to stay 
ahead of the competitive curve.



A: 54 brook’s Mews, London, w1K 4eg  T: 020 7399 4300    w: www.green-park.co.uk

AboUT gReen pARK
Since our inception in 2006, Green Park has become one of Europe’s most trusted suppliers 
across the Private, Public and Third Sectors. We have 10 core practices dedicated to delivering 
“right first time” results across executive search, interim executive management and our 
consultancy practices in diversity and leadership development. 

For over a decade, we have focused on building a company with a reputation for delivering 
results and customer satisfaction through collaborative and high-quality solutions. In doing this, 
we hold ourselves accountable for not only setting but meeting a higher standard.

Our dedication to supplying sustainable and “right first time” talent solutions has enabled us to 
achieve a 94% average client satisfaction scoring across our business and generate over 69% of 
our annual mandates through repeat client business.

PUBLIC SERVICE
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