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Introduction
The Women in Defence Charter published its inaugural 
report on gender balance in the defence sector in 
September 2021 in partnership with HR Data Hub. 

This year, we have looked at how signatories are 
performing against their Charter Commitments. 

We believe that reviewing progress and sharing insight  
and leading practice from signatories as to how they are 
increasing gender representation and enabling women to  
thrive, will help to build a more gender balanced environment 
across the defence enterprise.

This report presents the findings from data gathered between 
June and August 2022 for the period April 2021 – March 2022. 

The 70 Charter Signatories were asked to report on their current female 
representation and whether they have:

•	 Nominated one member of their senior executive team to be 
responsible and accountable for gender diversity and inclusion

•	 Set a gender balance target and, where appropriate, for gender 
diversity in senior management

•	 Published their targets and progress on their website
•	 Have the intention to ensure the pay, or the objectives of the senior 

executive team, are linked to delivery of any internal targets on gender 
inclusion and diversity.

Signatories were also asked to share how progress is being measured and 
whether plans, policies and activities are in place, or have been established  
in the last year, to increase female representation. 

We hope this report will inspire individuals and organisations to take action  
to enable women to succeed at all levels across the defence sector.

*Of the 70, 40 signatories responded.

https://www.womenindefenceuk.com/_files/ugd/3e366e_a2cad08083fe4383bb72740da7f4f7d5.pdf
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Women in Defence

Diversity in any organisation is more than just the right thing  
to do. It is critical for success. The evidence is clear: diverse teams 
perform better, make better decisions, are more innovative, have 
better behaviours, and are more successful. Women are an integral 
part of Defence and the Armed Forces and we are taking bold 
steps to ensure they have full, thriving and varied military careers - 
including reaching the very top ranks.

We recognise that delivering on our commitments will require 
continuous improvement, listening to people across our 
organisations, identifying where changes are needed, and taking 
timely action. The Women in Defence Charter reflects our shared 
commitment, across the Defence Enterprise, to that journey. 
It brings together Defence industry, the Ministry of Defence 
and the UK Armed Forces in our shared determination to build 
an environment where everyone can thrive. Together, we are 
committed to recruiting and retaining the best people, delivering 
operational excellence and safeguarding the security, stability  
and prosperity of our nation.
Air Chief Marshall Sir Mike Wigston, Chief of the Air Staff

“

A more balanced workforce is good for government, for business 
and for the communities we serve, but equality of opportunity in 
the UK defence sector will not happen by chance. It requires us to 
make a concerted effort and our second signatory report highlights 
that many are committed to driving the changes needed to see 
significant improvement to gender balance. More work is needed to 
ensure we continue the progress made to date and achieve our 30 
by 30 ambition.
Ruth Cairnie, Chair, Babcock International Group, Industry Charter Patron

“

Our Purpose – a pledge for gender balance  
across defence.

The Women in Defence Charter brings together organisations from across 
the UK’s defence sector who are committed to building a more gender 
balanced environment. Our signatories have committed to being the 
very best at driving inclusion and diversity within their organisations and 
providing fair opportunities for women to succeed at all levels. 

We aspire to see women represented and succeeding at all levels 
across the defence enterprise because a balanced workforce is good for 
government and good for business, good for customers and consumers, 
for profitability and workplace culture, for promoting prosperity and 
stability, and for showing everyone matters in building stronger and more 
peaceful communities.

In 2021, as the defence sector emerged from the effects of the COVID-19 
pandemic, we introduced our ambition which is a minimum of 30 
per cent female representation at all levels across the defence sector 
by 2030. Since then, we have seen progress towards this ambition 
as signatories strive to fulfil their objectives, but there remains more 
progress to make.
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WHAT DO SIGNATORY ORGANISATIONS COMMIT TO? 

What do Signatory organisations  
commit to?

When an organisation signs the Charter, they pledge to deliver four 
commitments and to promote gender diversity and inclusion by:

1.   Nominating a member of the Senior Executive Committee to be 
accountable for gender diversity and inclusion 

2.  Setting internal targets, where appropriate, for gender diversity  
in senior management

3.  Publishing progress annually against any targets in reports on  
our Charter website 

4.  Having an intention to ensure the pay or the objectives of the senior 
executive team are linked to delivery of any internal targets on 
gender inclusion and diversity.

We recognise the diversity of the sector and that organisations will have 
different starting points. Each organisation should therefore set its own 
targets, where appropriate, and implement the right strategy for them. 
Organisations are required to publicly report on progress to deliver 
against any internal targets to support the transparency and accountability 
needed to drive change.
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Diversity is not a minority sport.¹ The commitments undertaken  
by signatories to the Women in Defence Charter place gender 
diversity at the centre of company and organisational strategy. 
Change will take time, but this report shows that where the right 
foundations have been put in place, the dial is beginning to shift. 

A 1% increase across the sector is progress. But we need to 
accelerate that progress and build momentum if we are to  
reach our ambition of 30% female representation by 2020.

Women in Defence UK Co-Chair – Angela Owen OBE

Forewords by the Co-Chairs

¹ Simon Fanshawe – The Power of Difference.

Defence has delivered and continues to deliver meaningful and 
enduring change and, reassuringly, our people are saying we are 
making progress.

We are dedicated to improving the experience of women in Defence 
and maximise their potential. Recently we implemented various 
initiatives ranging from wraparound childcare, improved flexible 
working arrangements, a Servicewomen’s Health Book, urinary 
and menstruation support items, and an Armed Forces menopause 
policy, through to improved combat clothing and transformed the 
Service Complaints process. 

We know that this journey is a marathon and not a sprint, so  
we must continue to build on our improvements, remove barriers 
and identify initiatives to ensure our women get the support  
they deserve.

To encourage women from all backgrounds to join and flourish  
in the Armed Forces, Defence and the Defence Industry it is critical 
that we continue to listen to our people and take action when 
necessary to maximise the talent of our people, deliver operational 
excellence and meet Defence’s commitment to the Women in 
Defence Charter.

MOD Co-Chair – Sam des Forges

We believe that having a shared understanding of the gender 
balance baseline for the UK defence sector today will enable us to 
work better together to improve it. We aim to be the trusted source 
of data on gender diversity for the whole of the UK defence sector, 
collating and publishing meaningful data covering recruitment, 
retention and progression. In this, our second report, we have 
focused on how signatories are performing against their Charter 
commitments. We hope this report will inspire signatories to ensure 
they are fulfilling their obligations and to drive improvement in the 
areas where significant progress still needs to be made.

Whilst over half of signatories participated in the report, a 
substantial number did not. Of those that did, a significant 
proportion have not yet fulfilled the commitments they made when 
they signed up to the Charter.

Together, these results show that we have much to do as a sector  
to live up to the promises we have made. 

Industry Co-Chair - Sophie Thomas

WOMEN IN DEFENCE CHARTER REPORT 20228 9FOREWORDS
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²  35 organisations submitted data. 9 of them had no change and 10 were a small 
change of < 1%. 19 organisations reported 0 to 1% change in female representation.

Summary & Key Findings
Below are the highlights from the insight we gathered and  
what this tells us about the progress signatories are making  
to increase gender representation in the defence sector:

Progress against Charter Commitments

1.   All but one respondent organisation has one member of 
their senior executive team responsible and accountable 
for gender inclusion and diversity.

2.  82% of respondents have a gender diversity target for  
senior management.

3.  Less than half the respondents (45%) publish their targets 
on their website.

4.  82% intend to link pay or objectives of the senior executive  
team to targets on gender inclusion and diversity.

Gender Representation

The average percentage of females in an organisation was reported  
as 20% which is +1% in comparison to our inaugural report.²  

•	 50% of respondents who answered this question have seen no change 
since last year

•	 Individual changes varied from -4% points (28% down to 24%) to  
+6% (23% up to 29%)

The overall average for % females at Board level is 30% and 29%  
for Exec Directors.

The overall average % of female Managers is lower than the senior level  
at 22% and the workforce average is 25%

Making Progress

•	 55% of respondents reported that they have published their progress  
on their website

•	 Most Signatories (90%) use attrition data/exit interviews to monitor 
their progress.
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Organistaions

Airbus Marshall

Aquila ATMS Ltd Ministry of Defence - Army

Arcadis Ministry of Defence - Civil Service

Atlas Elektronik UK Ministry of Defence - Royal Navy and Royal Marines

Babcock International Group Mott MacDonald 

BAE Systems Northrop Grumman UK

BMT PA Consulting

Boeing UK QA Ltd

Boyden Executive Search QinetiQ

Cohort Plc Raytheon UK

Cranfield University Rheinmetall Defence UK

Defence Equipment & Support (DE&S) Rheinmetall MAN Military Vehicles

Fujitsu UK Ltd Rolls-Royce

General Dynamics United Kingdom Limited Ministry of Defence - Royal Air Force

Improbable Defence Saab Technologies UK Ltd

KBR Serco - Defence Business Unit 

Leidos UK Sharing in Growth

Leonardo SMI Ltd

Lockheed Martin UK SNC-Lavalin

ManpowerGroup Ultra Electronics PLC
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Participants

36
PRIVATE SECTOR

4
PUBLIC SECTOR



55%

45%
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Insight & Data –  
Signatory Commitments

97.5%

2.5%

NO

YES

Has your organisation set gender balance targets? Is the target(s) published on your website?



55%

42%
Just over half of signatories  
are publishing their progress 
on their website 
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All but one respondent organisation 
has one member of the senior executive 
team responsible and accountable for 
gender inclusion and diversity

97.5%

2.5%

NO

YES

NO RESPONSE

82%
of respondents have a gender diversity 
target for senior management

82%
intend to link pay or objectives of the 
senior exec team to targets on gender 
inclusion and diversity

17INSIGHT & DATA
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The overall representation of women in the sector from 
the 35 signatories that submitted this data is 20%. 

Female Representation

The overall average for  
% females is:

30% 
at Board level

29% 
for Exec 
Directors

50%
of respondents who  
answered this question  
have seen no change  
since last year

Individual changes varied from 

-4% points to +6% 

(28% down to 24%) (23% up to 29%)

The overall 
average % 
of female 
Managers is 
lower than the 
senior level 
at 22% and 
the workforce 
average is 25%.

Representation

Total Headcount Percentage

Area Male Female Total Male Female

Public 152,320 33,420 185,740 82% 18%

  Armed 
Forces 131,290 16,690 147,980 89% 11%

 Civil Service 21,030 16,730 37,760 56% 44%

Private 69,731 21,774 91,505 76% 24%

All 222,051 55,194 277,245 80% 20%
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How are organisations measuring their progress?

Signatories have reported a variety of methods to track their progress in 
increasing gender balance and enabling women to thrive. The most popular are:

Sharing Activities & Leading Practice

0 20 40 60 80 100 0 20 40 60 80 100

What activities are signatories using  
to improve gender balance?

•	 Many signatories have introduced family friendly policies and the most common  
activity is flexible or hybrid working which 98% of respondents have in place

•	 Just less than half (46%) of signatories have introduced childcare facilities  
or support:

Annual data collection/reporting  88%

Gender Pay Gap reporting process  85%

Engagement survey results  80%

Recruitment data/hiring interviews  83%

Attrition data/exit interviews      90%

Female talent development programmes             58%

Childcare facilities or support 45%

Affinity/employee network groups 78%

Family friendly policies  90%

Flexible or hybrid working    98%

Education and awareness programmes  83%

Mentoring  78%

Recruitment ratios  55%



23WOMEN IN DEFENCE CHARTER REPORT 202222 NEW POLICIES

19

20

22

30

32

33

36

39

Introducing new policies 
to improve gender balance

The most popular policies and programmes are:

flexible or hybrid working

family friendly policies

education and awareness programmes

mentoring

affinity/employee network groups

female talent development programmes

reruitment ratios

childcare facilities or support

67% of respondents have introduced new policies in the last year.  
New policies include: 

•	 breastfeeding policy
•	 compensation management software
•	 dignity & respect standards
•	 enhanced parental leave
•	 improved female fit uniform and PPE
•	 improved return to work policy
•	 increased time of for  

fertility processes
•	 menopause policy
•	 new performance management 

system - replacing annual appraisals 
with regular check-ins and 
development conversations 

•	 new policy for time off for  
care of dependents

•	 reducing unacceptable  
sexual behaviours

•	 removal of core hours
•	 salary benchmarking
•	 transitioning and non binary policy
•	 updated appearance policy
•	 women of colour programme
•	 free period products
•	 sick leave policy changed to health 

and sick leave
•	 trans inclusion policies

Number of organisations out of 40
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Case Studies
The Most Improved Charter Signatory Award 2022 is to recognise and celebrate 
the achievements of our signatories in improving gender balance. Here we share 
the insight from the 3 finalists to inspire other signatories to take action to increase 
gender representation and create a more balanced workforce. 

Most Improved Signatories

Click here to go > Click here to go > Click here to go >



Babcock International 
Group
Babcock have been working with internal and external 
stakeholders, including employee networks and leading 
organisations, to set targets, review policies, implement 
activities that inspire and support women and increase  
female representation. 

Global workforce diversity has improved from 19% female in 
2021 to 21% in 2022 (despite an overall headcount reduction  
in functional areas which tended to be female dominated). 
Senior Leadership representation increased 5 points from 16% 
to 21% due to focussed effort to promote talented women (and 
meet the target of 30% females in the senior leadership team  
by 2025).

Central to the work they’re doing is the adoption of a strategic 
and evidence led approach to Inclusion & Diversity across three 
key pillars of focus: 

1. Insight and data 

2.  Policies and programmes that drive engagement  
and representation (including the Women in Defence 
mentoring  programme)

3. Education and awareness raising to demonstrate the value  
 of an inclusive and more diverse organisation (including   
 ‘Inclusion Works’ training)

They have designed a Gender-balance Action Plan to close  
the ‘GAP’ in representation focusing on attraction,  
recruitment, progression, and retention of female talent.  
Key elements include: 

•	 redefining	ways	of	working	

•	 designing	interventions	and	policies	to	enable	women	to	thrive	 
(e.g.	menopause,	family	friendly	policies	and	transitioning)	

•	 a	co-ordinated	education	and	communications	programme.	

They remain committed to closing the gender pay gap (which 
is reducing year on year), growing the female talent pipeline, 
developing processes to better attract female talent and 
enabling all employees to flourish and shape their own future 
within Babcock. 
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BAE Systems
BAE Systems is determined to improve both the numbers of 
women in its workforce and the career pathways for females. 
In 2021 the company accelerated a Gender Strategy and action 
plan with global-wide initiatives. This included an ambition 
to be recognised as the leading employer in defence and 
security for valuing diversity and inclusion and for 50% of 
the Company’s Executive Committee members to be women 
by 2030. It also set a UK specific target of 30% of its UK 
workforce to be women by 2030.

Key initiatives delivered in the UK have included:

•	 A nationwide engineering roadshow for schools with themes 
and activities designed specifically for girls. This  
is supported by 800 employees who trained as STEM 
Learning Ambassadors

•	 A partnership with GirlGuiding North West to launch the   
‘Clever Cogs’ engineering badge programme. The badge has  
been completed by more than 23,000 girls

•	 The instigation of a Craft Engineering Insight Programme 
utilising female focussed content and role models to help 
inspire females to apply for apprenticeships 

•	 The roll-out of Code of Conduct, Unconsious Bias and 
Respect at Work training for all employees

•	 Career sponsorship programmes for women at all levels 
including reverse mentoring and buddying 

•	 An employee-generated networking and support group, GEN, 
for all those interested in advancing opportunities for women 

•	 The adoption of fully flexible working practices, career 
breaks, shared parental leave, job sharing and special leave 

•	 Making free sanitary products available across all sites
•	 Achieving Menopause Friendly Employer accreditation 

through rolling out menopause training, a menopause 
support group

•	 Celebrations and events in support of International Women’s 
Day and International	Day	for	Women	in	Engineering.

Female representation has risen to 22.8%  - above the industry 
average. And in 2021 25% of the 2,500 apprentices and 23%  
of 500 graduates in training across our UK business identified  
as female.
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BAE Systems
BAE Systems is determined to improve both the numbers of 
women in its workforce and the career pathways for females. 
In 2021 the company accelerated a Gender Strategy and action 
plan with global-wide initiatives. This included an ambition 
to be recognised as the leading employer in defence and 
security for valuing diversity and inclusion and for 50% of 
the Company’s Executive Committee members to be women 
by 2030. It also set a UK specific target of 30% of its UK 
workforce to be women by 2030.

Key initatives delivered in the UK have included:

•	 A nationwide engineering roadshow for schools with themes 
and activities designed specifically for girls. This  
is supported by 800 employees who trained as STEM 
Learning Ambassadors

•	 A partnership with GirlGuiding North West to launch the   
‘Clever Cogs’ engineering badge programme. The badge has  
been completed by more than 23,000 girls

•	 The instigation of a Craft Engineering Insight Programme 
utilising female focussed content and role models to help 
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•	 The roll-out of Code of Conduct, Unconsious Bias and 
Respect at Work training for all employees

•	 Career sponsorship programmes for women at all levels 
including reverse mentoring and buddying 

•	 An employee-generated networking and support group, GEN, 
for all those interested in advancing opportunities for women 

•	 The adoption of fully flexible working practices, career 
breaks, shared parental leave, job sharing and special leave 

•	 Making free sanitary products available across all sites
•	 Achieving Menopause Friendly Employer accreditation 

through rolling out menopause training, a menopause 
support group

•	 Celebrations and events in support of International Women’s 
Day and International	Day	for	Women	in	Engineering

Female representation has risen to 22.8%  - above the industry 
average. And in 2021 25% of the 2,500 apprentices and 23%  
of 500 graduates in training across our UK business identified  
as female.

Fujitsu
Fujitsu is committed to delivering a great employee experience 
where all colleagues feel valued and able to bring their full self 
to work. Fujitsu’s data-driven Gender Diversity Action Plan 
focuses on key themes relating to how Fujitsu recruit, develop, 
retain, and pay female employees. Central to this Action Plan is 
Fujitsu’s commitment to increase female representation to 30% 
by 2030, and to eradicate its gender pay gap by the same year.

Some actions taken by Fujitsu include:

•	 Monitor gender balance of shortlists and uses gender-neutral  
language in all job adverts

•	 Supported the progression of women into middle 
management and leadership positions through  
career sponsorship, mentoring and a tailored  
development programme

•	 Evolved its ‘Work Your Way’ offering, supporting  
employees to balance role responsibilities with their  
personal commitments 

•	 Refreshed approach to employee networks to create greater  
intersectionality and visibility and ensuring all champions and  
co-chairs of the networks, including the Women’s Network, 
receive 1-2 days per month to focus specifically on   
inclusive action.

During the review period, Fujitsu’s gender diversity increased, 
with female employees representing 23.5% of the workforce in 
March 2022, compared to 23.0% in April 2021. Fujitsu has also 
seen positive changes in its gender pay gap and is delighted 
to have recently published a reduced median gender pay gap, 
which has fallen from 11.8% to 10% between September 2021 and 
September 2022. Tackling the seniority gap remains a priority 
for Fujitsu, alongside a broader commitment to create an 
organisational culture that is free from gender bias, stereotypes 
and discrimination.
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Set against the backdrop of the pandemic, it is great to see that all but one (new 
signatory) has set a gender balance target and has a senior executive responsible 
and accountable for gender inclusion and diversity. These are key to driving 
action and tracking progress. Ahead of next year’s reporting period we make the 
following recommendations to our signatories:

•	 Set and publish targets on your websites and report on your progress
•	 Link the pay or objectives of your senior team executives to targets on gender 

inclusion and diversity
• Continue to work with the Charter to meet your signatory commitments and 

create a network of support to women across the defence industry

Conclusion

Many signatories are continuing to work towards improved gender 
balance, and it is inspiring to see new policies or activities that attract 
and retain female talent being implemented.

We have much to do as a sector if we are to meet our ambitions and  
to truly support the progression of women. 

The Charter will continue to work with signatories over the next  
12 months to ensure they take ownership to meet their commitments.

We will support by highlighting success stories, sharing insights and 
practices, and raising awareness of the challenges and opportunities 
across the defence enterprise for women.
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To find out more, please contact us at: 
womenindefenceuk@outlook.com

mailto:womenindefenceuk%40outlook.com?subject=
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