The journey to 50/50™
A series of articles in which CEOs share
their experiences of moving their companies
towards gender equality.

Alan Jope, CEO of Unilever
Career snapshot
Having joined Unilever as a marketing trainee straight out of university, I’ve spent
my whole career with the company, becoming CEO in 2019. During that time I
spent 14 years in North America; led the business in China and North Asia; and
headed up the Beauty & Personal Care Division. I’m a graduate of Edinburgh
University, Scotland, and Harvard Business School, and am married with three
children. My kids are global citizens and digital natives; they are an inspiration for
me and a hint of what the future holds.
Unilever’s D&I journey
We currently have ten non-executive Board members, five men and five women.
They are from ten different nationalities, we have three ethnically Asian women
and one black man. Of our 14,000 managers, 51% are women, compared with 38%
ten years ago. Our tea gardens in Africa have increased women in management
from 12% to 32% in two years. These changes didn’t happen by chance. Achieving
a gender-balanced workforce is one of the goals within the Unilever Sustainable
Living Plan, launched in 2010. Today, our vision is to be the global leader in
sustainable business, and part of this is to be a beacon for equality, inclusion
and belonging. In 2019, Unilever signed the CEO Pledge and received the LEAD
Network award for top-scoring manufacturer in the European Gender Diversity
survey.
Unilever’s approach
We have a model for change which we use on gender equality and on other important issues like our
carbon footprint.
The model is in three concentric rings:
• At the core is getting our own house in order
• Then, having an impact in our value chain, through our suppliers and distributors
• Lastly, trying to make an impact in society, through our brands and advocacy work

Learning 1 : Lead from the top, and set targets
We have a Global Diversity Board, which I chair and which most of our Exec sit on. This Board sets the strategy, policies
and ‘tone from the top’. It is backed up by rigorous application of targets. These targets have allowed us to pinpoint hotspots: parts of the business where progress has been too slow, whether that is in certain functions, geographies or even
individuals. One example of these targets is our Gender Appointment Ratio – the gender split of a leader’s appointments
over five or ten years, regardless of the role they have been in.

Learning 2 : Adopt and invent progressive policy
We have worked hard to implement progressive policies. For example, we have a global mandate on minimum maternity
leave standards, and have introduced three weeks’ paternity leave globally. We also welcome all kinds of flexible working. Our approach is: the answer is yes, now what’s your idea? We have job shares, flexi time, sabbaticals. COVID will
increase flexibility in the longer term – we have proved we can operate with 100% at-home working for all office-based
staff. When it comes to recruitment, we ensure we always have balanced slates. It’s inconceivable to make an appointment without at least one woman and one man on the final slate; this has led to some surprising candidates and some
wonderful, unexpected appointments.

