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Rank
Central bank Country Region

GBI score Female 
CEO?

Female executive 
members  
% of total

Female board 
members
% of total2025 2024 2025 Change

1 1 Banco Central de Chile Chile LA 100 0 Yes 1 50

2 33 Sveriges Riksbank Sweden EU 97 27 No 3 51

3 65 Bank of Thailand Thailand AP 93 39 No 2 51

4 2 Latvijas Banka Latvia EU 92 -4 No 1 48

5 6 Eastern Caribbean Central Bank Eastern Carribean 
System LA 91 0 No 1 52

6 23 Banque de la République du Burundi Burundi AF 91 16 No 2 52

7 49 National Bank of Rwanda Rwanda AF 89 26 No 1 53

7 8 National Bank of Serbia Serbia EU 89 0 Yes 1 47

9 58 Centrale bank van Curaçao en Sint Maarten Curaçao LA 87 30 No 1 47

10 71 Banque de France France EU 86 36 No 1 46

11 10 Bank of Namibia Namibia AF 84 0 No 1 54

12 13 Central Bank of Aruba Aruba LA 83 0 Yes 1 59

12 12 Central Bank of Montenegro Montenegro EU 83 0 Yes 0 55

14 26 Bank of England United Kingdom EU 83 10 No 2 45

15 14 Central Bank of the Russian Federation Russia EU 82 0 Yes 2 45

16 80 Central Bank of São Tomé and Príncipe São Tomé  
and Príncipe AF 82 36 No 1 45

17 3 The Federal Reserve Bank of Richmond United States NA 81 -13 No 1 55

18 16 Central Bank of Myanmar Myanmar AP 81 0 Yes 0 45

19 23 The Federal Reserve Bank of New York United States NA 81 6 No 1 45

20 17 Banco de Cabo Verde Cabo Verde AF 80 0 No 0 55

21 61 The Federal Reserve Bank of Boston United States NA 80 24 Yes 1 44

21 53 The Federal Reserve Bank of Dallas United States NA 80 18 Yes 0 44

23 38 The Federal Reserve Bank of Chicago United States NA 78 10 No 1 56

23 42 The Federal Reserve Bank of Kansas City United States NA 78 13 No 1 44

25 20 Central Bank of Kuwait Kuwait MN 77 0 No 1 44

26 4 National Reserve Bank of Tonga Tonga AP 77 -16 No 1 43

27 11 Central Bank of Ireland Ireland EU 77 -7 No 2 43

28 22 Faletupe Tutotonu o Samoa Samoa AP 76 0 Yes 0 43

29 52 Bank of Canada Canada NA 76 14 No 2 43

30 59 Central Bank of Belize Belize LA 75 19 No 1 43

31 39 The Federal Reserve Bank of Cleveland United States NA 74 7 Yes 0 57

32 25 Central Bank of Cuba Cuba LA 74 0 No 1 43

33 40 Norges Bank Norway EU 73 6 Yes 0 42

33 63 South African Reserve Bank South Africa AF 73 19 No 2 42

35 27 Banca Naţională a Moldovei Moldova EU 72 0 Yes 1 42

36 43 Banco Central de Nicaragua Nicaragua LA 72 8 No 0 42

37 51 Bank of the Lao PDR Laos AP 72 10 Yes 1 42

38 31 Royal Monetary Authority of Bhutan Bhutan AP 71 0 No 2 42

39 43 The Federal Reserve Bank of Philadelphia United States NA 71 7 No 1 42

40 21 Banco de México Mexico LA 71 -6 Yes 1 41

41 108 National Bank of Belgium Belgium EU 70 37 No 0 41

42 33 Reserve Bank of Australia Australia AP 70 0 Yes 0 59

42 32 Central Bank of Iceland Iceland EU 70 -1 No 1 41

44 36 Central Bank of Bahrain Bahrain MN 69 0 No 0 41

45 101 Banco de España Spain EU 69 34 No 1 41

46 33 Bank of Zambia Zambia AF 69 -1 No 1 41

A benchmark for equality
Lack of gender balance in the leadership of the financial industry is a persistent 
and systemic problem. Through the Gender Balance Index, OMFIF has been 
tracking this issue and holding financial institutions to account for 13 years.

While there has been progress – last year saw more female central bank 
governors than ever before – there is still a long way to go. Policies that 
encourage diversity and focus on building pipelines of female talent are crucial 
to achieving greater balance in the ranks of leaders and decision-makers.

Institutions covered:

The GBI covers a total of 335 institutions and 6,685 individuals in senior 
positions across:

•	 185 central banks

•	 50 commercial banks

•	 50 pension funds

•	 50 sovereign funds
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Why gender balance matters
The past year has seen a marked rollback on measures to improve 
diversity and inclusion in many jurisdictions. The attempt to achieve 
greater gender balance in positions of power has received backlash, 
not least from the leaders of some major global economies.

But research shows that financial institutions with balanced leadership 
teams see: 

•	 Stronger financial performance 

•	 Better decision-making

•	 Greater effectiveness in terms of costs, resources and operations

•	 A more inclusive and satisfied workforce

As such it is imperative that momentum is maintained in the push 
for gender equality. OMFIF’s Gender Balance Index ensures that the 
subject remains on the agenda.
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13 years of progress
OMFIF has been compiling the Gender Balance Index since 2014. It has 
been expanded over the last decade to include more types of financial 
institutions, levels of seniority and job roles. The index has served as a tool 
for both measurement and accountability.

The GBI is also an opportunity to showcase thought leadership and best 
practice from institutions making progress in this space, and from female 
leaders who have carved a path for others to follow. Previous editions of 
the report have featured views from: 

•	 Governors and deputy governors of global central banks 

•	 Presidents and chief executive officers of commercial banks

•	 Leaders of public investors and asset managers

•	 Academics and development agencies

Each year, the GBI launch is broadcast live to a global audience. The event 
features a presentation of the index’s key findings and a panel discussion 

with experts. OMFIF also presents the report at the International Monetary 
Fund-World Bank spring meetings to ensure policy-makers and leaders 
remain focused on the issue.

Evidence of impact

Since publication in April: 

•	 The 2025 edition of the report has been viewed more 
	 than 1,000 times 

•	 Over 300 participants engaged with the 
	 launch event either live or on demand

•	 The report has been referenced by 
	 central banks and the IMF on social 
	 media and in official communications

•	 OMFIF presented the key findings of the 
	 index at the Women in Finance gathering in London
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Updates for 2026
The GBI will continue to examine the proportion of men and women in senior 
positions across central banks, commercial banks, pension funds and sovereign 
funds. It will also look at the types of roles men and women hold and explore the 
barriers and challenges that persist in women’s careers.

This year, there will be a greater focus on policy:

•	 In addition to policies that focus on parental leave and flexible working, we will 
	 also examine policies relating to maternity pay, menopausal support and pay 	
	 disparity between men and women.

•	 We will conduct a literature review of policy frameworks currently available to 
	 financial institutions and produce recommendations for best practice.

Media coverage

Each year, the GBI generates media coverage from the world’s leading news 
providers and specialist financial publications. Recent editions of the index have 
featured in articles by the Financial Times, Bloomberg, Reuters, The Banker, 
Institutional Investor and South China Morning Post.
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Social media channels

31k
All social media followers

104k
All impressions per month

21,261 followers
LinkedIn (total) 
Impressions per month 82,600

9,626 followers
Twitter (total) 
Impressions per month 152,000

Asset managers
18 of the world’s 20 largest asset managers including: US: BlackRock, 
State Street Global Advisors, Capital Group Asset Management, JP 
Morgan Asset Management, Neuberger Berman, Franklin Templeton, 
Fidelity Investments Europe: Amundi, Allianz Investment Management, 
DWS, Legal & General, UBS Asset Management, Federated Hermes

Commercial banks
18 of the world’s 20 largest banking groups including: US: JP 
Morgan, Goldman Sachs, Bank of America, Citigroup, Wells Fargo, 
BNY Mellon Asia: Industrial and Commercial Bank of China, China 
Construction Bank, Mitsubishi Financial Group, HSBC Europe: BNP 
Paribas, Crédit Agricole, Banco Santander, Deutsche Bank, UBS

Central banks
20 out of the world’s 20 largest central banks including: People’s Bank of China, Bank of Japan, Swiss National 
Bank, Board of Governors of the Federal Reserve System, Reserve Bank of India, Central Bank of the Republic of 
China, Saudi Central Bank, Hong Kong Monetary Authority, Bank of Korea, Central Bank of the Russian Federation, 
Monetary Authority of Singapore, Banco Central do Brasil, Deutsche Bundesbank, Banca d’Italia, Banque de France, 
Bank of Thailand, Banco de México, Bank of Israel, Narodowy Bank Polski, Central Bank of the United Arab Emirates

Media outlets
Featured in 400 articles per month (reach)

160 of 171
central banks 
subscribed

335,522
Email deliveries 
per month

Average open rate 
19%
Average click rate 
12%

33.8k
Podcast listens 
(annual)

39.7k
YouTube views
(annual)

13%
Africa

22%
Asia

42%
Europe

15%
North America

4%
South America

3%
Middle east

200,142
Website views per month

Job seniority %

Senior management 42

Research 20

Technical expert / specialist 19

Executive / associate 10

Junior role 9

Subscriber breakdown
Central bankers 3.1k
Commercial bankers 3.7k
Policy-makers 1.3k

Marketing reach
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The opportunity
OMFIF is inviting a select group of institutions to join the 2026 edition of the index as 
sponsoring partners. These partners will have the opportunity to engage in high-level, 
constructive dialogue with the financial industry and shape the research direction to 
ensure alignment with their strategic goals.

Benefits of partnering

•	 Demonstrate global leadership in the gender balance space

•	 Access OMFIF’s vast network of public and private sector institutions

•	 Learn from peers and share expertise and best practice

•	 Lead the conversation and be a force for action

Deliverables

•	 A speaking slot at the global launch of the report

•	 A two-page article of thought leadership within the report

•	 Branding on the front cover and all marketing visuals

•	 Input on the research topics and strategy 10 OMFIF GENDER BALANCE INDEX 2025

Rebuilding the broken rung 
Regina Curry, chief diversity officer at Franklin Templeton, spoke to OMFIF about how 
identifying key inflection points where the career ladder breaks for women are the moments 
that matter and that we must challenge.

OMFIF: How does gender diversity impact 
organisational performance and decision-
making?
Regina Curry: Gender diversity isn’t just about 
fairness – we view it as a competitive advantage. 
My team, the global diversity, equity and inclusion 
office, reports directly to Jenny Johnson, our chief 
executive officer, and along with our executive 
committee, we ensure that diversity is a part of our 
growth strategy. Despite recent changes to the 
current climate, we continue to regard diversity as a 
strategic asset, much like a well-balanced investment 
portfolio. When teams bring varied perspectives, 
they are better equipped to challenge assumptions, 
spark innovation, identify risks and ultimately make 
more informed decisions.

Consider the 2020 market turmoil. Research 
has shown that firms with diverse leadership 
teams adapted more quickly, recognising risks 
and opportunities from multiple vantage points. 
That’s the power of inclusion – it fosters agility, 
enhances client solutions and strengthens long-term 
performance. As we continue to expand globally, 
inclusive leadership is not just a priority but a 
necessity to navigate today’s complexities and shape 
the future of both our company and our industry.

OMFIF: What challenges does the financial sector 
face regarding gender diversity and how can they 
be addressed?
RC: The financial sector has a well-documented 
pipeline problem. Fewer women in senior and 
revenue-generating roles create a bottleneck for 
leadership progression. But the challenge is not just 
numbers, it’s culture. Women often face invisible 
barriers, from biased hiring practices to workplace 
norms that don’t fully support work-life integration. 
This ultimately means you won’t always benefit from 
having everyone contributing to your organisation’s 
success.

At Franklin Templeton, we want to create 
an environment that thrives by leveraging the 
differences that exist within it. To that end, we take 
a data-driven approach, identifying key career 
inflection points where women, particularly women of 
colour, tend to exit or stall, known also as the ‘broken 
rung’. These are the moments that matter and we 
continually challenge ourselves to better understand 

how we enable our talent to do their best work 
throughout their careers. For instance, we found that 
sponsorship – distinct from mentorship – is a critical 
accelerator for women in investment roles. 

In response, we piloted targeted programmes that 
connect high-potential talent with senior leaders 
who advocate for their advancement. We are also 
proud of the support and benefits we provide for 
employees who are parents, caregivers or managing 
health challenges. Benefits such as these are 
especially helpful to women, who are more likely 
than men to have caregiving responsibilities and link 
to overall higher rates of happiness and employee 
retention.

We also recognise that small ‘nudges’ can drive 
significant change. Simple interventions – like 
ensuring diverse candidate slates for promotions 
or training managers to recognise unconscious bias 
and practice allyship – help us remove barriers to 
access and to shift workplace dynamics. This has 
contributed towards an environment where all talent 
is recognised and nurtured, regardless of gender.

OMFIF: What metrics are most effective in 
measuring progress towards parity?
RC: The way in which we consider metrics is as a 
measure of our overall progress. Tracking gender 
diversity requires more than a headcount so we 
measure representation in the leadership pipeline 
and investment roles. This enables us to evaluate 
whether access to opportunities is evenly distributed 
in the organisation and that we are considering the 
broadest pool of best available talent for high-
performing roles.

We also measure progress towards parity using 
hiring pipelines and promotion practices. Paying 
attention to the ratios of incoming talent and talent 
moving through the organisation enables us to assess 
whether all employment decisions are made without 
regard to race, sex or other protected characteristics. 
Changing the language on our job postings and 
employee branding materials means everyone knows 
they are welcome at the firm and that they will be 
supported to progress in their careers.

Voluntary attrition rates by gender are another 
metric we use. This data point tells us if there are any 
areas of the organisation that may need additional 
support with inclusive leadership capacity building. 

‘That’s the power 
of inclusion – it 
fosters agility, 
enhances client 
solutions and 
strengthens 
long-term 
performance.’

Sponsor’s comment
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There isn’t a ‘one-size-fits-all’ approach with each 
team and leader, therefore solutions need to be 
tailored. 

One of our most impactful tools is our firm-wide 
DEI scorecard, which offers real-time insights into 
diversity trends across the organisation. Beyond 
numbers, we focus on qualitative data such as 
evaluating employee sentiment and engagement 
throughout the year, listening to employees 
through pulse surveys and assessing feedback 
loops to understand their lived experiences. When 
we noticed a gap in women advancing to portfolio 
management roles, we didn’t just set a goal – we 
partnered with external organisations to create direct 
career pathways into these roles. The key is not just 
measurement, but action based on the insights we 
gather.

OMFIF: Women in executive committees often 
lack experience in revenue-generating roles. How 
can institutions address this gap?
RC: Women have historically steered into support 
functions rather than core investment and sales roles 
– the very positions that feed into top leadership. 
To make our industry more competitive, institutions 
must proactively open doors. Feedback from our 
younger employees demonstrate that their ambition 
isn’t limited by their gender, and we want to support 
their growth to achieve their potential throughout 
the lifetime of their careers.

We’ve tackled this through targeted leadership 
development programmes. One success story 
comes from our Women’s Business Resource Group, 
which hosts an annual ‘Leadership at any stage’ 
summit. Last year, sessions focused on amplifying 
one’s voice at work, securing sponsorship and 
navigating careers in traditionally male-dominated 
fields like portfolio management and technology. 
The event brought together employees from diverse 
backgrounds, creating connections that have since 
led to a paradigm shift for many participants.

Additionally, we’ve introduced technology-
enabled mentorship programmes, matching 
mid-career talent with senior investment leaders. 
These connections not only provide guidance but 
also advocacy, ensuring the widest talent pool is 
considered for future high-impact roles.

OMFIF: How does Franklin Templeton embed DEI 
practices into hiring and investment decision-
making?
RC: DEI isn’t a separate initiative – it’s embedded 
in our business strategy. We work directly with 
investment leadership to integrate DEI into hiring, 
retention and decision-making processes.

For hiring, we ensure clear evaluation criteria for 

recruiting before candidates are considered. This 
process uses diverse candidate slates of similarly 
qualified candidates for open positions and diverse 
interview panels. We are also introducing enhanced 
training for hiring evaluators to boost their awareness 
of bias during the recruitment process. In investment 
decision-making, we assess potential biases in 
how opportunities are evaluated. For instance, 
research shows that women-led funds often receive 
less capital due to biased risk perceptions. By 
incorporating structured evaluation frameworks, we 
help level the playing field.

One of our most effective approaches has 
been forming regional DEI executive councils that 
include investment, sales and leaders from across 
our corporate functions. This ensures that DEI is not 
just a human resources-driven initiative but a global 
business priority; that it is responsive to local nuance, 
with direct accountability at the highest levels across 
the firm. 

OMFIF: What emerging trends will shape gender 
diversity efforts in the financial industry?
RC: Several forces are influencing DEI now, 
first of which is investor expectations. Clients 
are increasingly scrutinising firms’ DEI efforts, 
demanding transparency and accountability. Second, 
regulation is playing a key part in shaping diversity 
efforts. In Europe, government mandates regarding 
gender diversity on boards and executive teams are 
accelerating change. There is also a shift towards 
increased transparency and this should level the 
playing field for all talent. Third, artificial intelligence 
and data analytics tools are being used by firms to 
track diversity metrics with greater precision, helping 
to identify and address bias at scale. Lastly, remote 
and flexible work policies are rewriting workplace 
norms, offering new opportunities to attract and 
retain diverse talent and enabling us all to better 
manage our relationship with the work.

An important part of our work also focuses on our 
responsibility to ensure we play a part in creating an 
investment management industry that serves the 
needs of investors not only today, but tomorrow. 

For more than 75 years, Franklin Templeton 
has been a firm constantly in motion and always 
innovating. Today, we’re a leader in public and private 
markets, digital assets and custom tax management, 
empowering our clients with solutions to build the 
portfolios of the future. We’re evolving alongside 
these industry trends and ensuring that diversity 
remains a cornerstone of our strategy. While progress 
takes time, we remain committed to fostering an 
industry where talent – regardless of gender – can 
thrive and opportunities abound. It’s part of what will 
fuel both our growth and our clients’ growth.

‘Gender 
diversity isn’t 
just about 
fairness – we 
view it as a 
competitive 
advantage.’
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For enquiries please contact:
Sofia Melis 
Chief Commercial Officer, OMFIF 
sofia.melis@omfif.org 
+44 (0) 20 700 27785

mailto:sofia.melis%40omfif.org%20?subject=

