


Our approach
During the last year we conducted a 
materiality assessment to gather input 
from our global team members, as well 
as our largest customers and investors, 
asking what matters most to them and 
to gain their views on how we should 
prioritise our approach. We created a 
long list of potential factors we should 
consider, with insight from ESG-related 
frameworks, standards, and guidance, and 
then narrowed these down to the factors 
we can have the most impact on and are 
most relevant to our business.

We asked our key stakeholders to rate 
each factor by importance to them and by 
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Female representation
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We have seen a small increase in our 
overall female representation, which is 
36.8% at the end of FY23 (2022: 36.7%, 
which was rounded to 37% last year).  
We have also seen female representation 
in our senior leaders (our Executive Team 
and their direct reports) increase to 
41.9%, from 33.3% in FY22, which we 
are delighted exceeds our target of 40%.

One of the ways we aim to make progress 
on our gender diversity is through 
Culture+, which is our way of hiring with 
an equitable approach. The initiative asks 
hiring managers to look at the diversity 
of their teams, recognise gaps and work 
with the Talent Attraction Team to support 
them in hiring candidates who can help 
grow our culture. We are using workforce 
planning activities to understand our 
global recruitment needs and to set 
corresponding recruitment diversity 
targets.

Culture+ also help us to consider new 
training and development opportunities 
and set our mentorship partnerships  
(you can read more about mentoring  
on page 28). Our Executive Team receive 
quarterly updates on the overall and their 
team’s progress against the diversity 
targets, with the factors that have 
contributed to the change and the  
actions needed to continue to develop  
and improve. 

Our second target is to increase 
participation in all areas of our voluntary 
diversity data collection, especially 
ethnicity, as well as delivering a report 
on our team global ethnicity by 2023. We 
are pleased to see our voluntary Group 
diversity data participation increase this 
year to 47.1% (2022: 37.3%). 

We know that there is still work to do, 
so encouraging participation in this 
initiative is part of a permanent change 
in our processes. We have, therefore, 



In a world where proving 
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Our attrition rate has decreased this year 
to 9.0% (2022: 15.6%), which we are very 
pleased to see and we believe is, in part, 



Health and safety and 
wellbeing 

We continued to release resources and run 
events and training this year in line with the 
�ve core wellbeing areas: 

• Mental �tness 

• Healthy lifestyle

• Social engagement

• Physical �tness

• Financial stability 

For example, in recognition of the struggle 
rising costs can cause, we held InspireME 
talks in partnership with FinWELL on 
building a better relationship with money. 
This included strategies and tips on 
improving control of our personal �nances 
and our wellbeing consultant hosted 
sessions on managing mental health during 
dif�cult �nancial times.

All team members globally have access 
to our Employee Assistance Programme 
(‘EAP’) to help get them the support they 
need. EAP grants team members access 
to con�dential help with issues such as 
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Ethics 

Corporate governance 
Our ESG Committee provides oversight for 
our ESG-related activities and represents 
the Board in de�ning our ESG strategy 
and making sure we take a systematic 
approach to reviewing relevant practices 
and initiatives. You can read the ESG 
Committee report on pages 96 and 97.

The Board and its committees oversee, 
and are ultimately responsible for, ethical 
issues. We provide training as part of our 
Group learning management system, ‘be/
developed’, which outlines how to apply an 
ethical framework to decision-making in 
the workplace. 

Our Executive Directors have ESG-linked 
targets in their remuneration to emphasise 
senior accountability and make sure that 
they consider ESG factors in business 
planning, priorities and decision making. 
You can read more about the criteria for 
Executive Director remuneration on page 81. 

We fully comply with the Quoted 
Companies Alliance Corporate 
Governance Code. 

Practices and policies 
Please �nd an outline of some of the 
practices and policies we’ve adopted to 
ensure GBG is an ethical and sustainable 
place to work and that our partners can 
understand and align with our approach. 

• Our Code of Conduct reaf�rms our 
approach to professional and ethical 




