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Women today control more than half of private wealth in the U.S. 
and about 40% of all wealth globally — and those numbers will only 
increase in the years to come. 

According to 2019 research from Investopedia, 
approximately $30 trillion in wealth will change 
hands in the next three to four decades. Women 
are projected to inherit a significant portion of that 
wealth — about 70% — from spouses and aging 
parents. Beyond this enormous transfer of funds, 
as inclusivity in the workplace progresses and the 
gender pay gap narrows, women are poised to 
accumulate a greater ratio of wealth through their 
own means, as well. And as more women wait longer 
to marry, engage in gender-equal dynamics, outlive 
their partners, or choose not to marry at all, they’re 
also exercising more autonomy than ever over their 
finances. In fact, according to Pew Research, nine 
in 10 women are expected to be the sole financial 
decision-maker for themselves and their families at 
some point in their lives.

Ultimately, the historical image of men as the 
default money managers of a household is inaccurate 
and outdated. Many financial services firms today, 
however, remain married to this past model, 
making them unprepared to competitively serve 
an increasingly female-driven marketplace. This 
disparity is made all the clearer when looking at 
the current number and state of female financial 
advisors. 

As few as 16% of today’s financial advisors are 
women. And yet, a body of evidence exists suggesting 
that female advisors are uniquely positioned to add 
value to their firms, particularly when working with 
female clients. One report conducted by Boston 
Consulting Group (BCG) found that 70% of people 
believe wealth managers should tailor their services 
for women, something a majority of respondents feel 
isn’t currently happening. Fifty-five percent said that 
wealth managers could do a better job of meeting 
the needs of women, and 24% of these respondents 
described the need for improvement as “significant.” 
Meanwhile, left with options that don’t adequately 
address their needs, many female clients choose 
to discontinue working with an advisor. For widows 
in particular, WealthManagement found that a full 
70% will dismiss or consider dismissing their advisor 
in the first three years after a spouse’s death, and 

women are also 6% likelier than men to distrust their 
advisor. The case for bringing on financial advisors 
who encourage trust in female clients can be made 
for younger demographics, too — some surveys show 
that as many as 55% of women between the ages 
of 25 and 34 prefer working with female advisors. 
Research from the Insured Retirement Institute 
pegs this percentage even higher, citing that 70% of 
women in need of a wealth manager would prefer to 
work with a female advisor.

Therefore, any advisory firm that wishes to remain 
competitive in today’s marketplace must recognize 
that the need to attract (and retain) female financial 
advisors is essential to the ongoing health of their 
organization. Many large companies today, from 
Charles Schwab and Edward Jones to JPMorgan 
Chase and Fidelity, have responded by launching 
major initiatives to recruit female advisors. And given 
that the playing field is more competitive than ever, 
organizations that fail to attract these key recruits 
will not be able to sustain their share of investable 
assets in the near future.

This report seeks to further this conversation 
by bringing awareness to the need for female 
financial advisors, as well as by providing actionable 
recommendations for organizations that wish 
to remain competitive in this arena. This will be 
accomplished by addressing the following key areas: 
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Understanding the current state of female 
financial advisors.

Why financial advisor roles are an ideal career 
path for women.

More than just recruiting: What’s needed in 
order to bring more female financial advisors 
to your organization today.

How a Fairygodboss partnership will help you 
attract female financial advisor talent.

•

•

•

•

https://www.bmo.com/privatebank/pdf/Q1-2015-Wealth-Institute-Report-Financial-Concerns-of-Women.pdf
https://www.credit-suisse.com/corporate/en/articles/news-and-expertise/global-wealth-report-2018-women-hold-40-percent-of-global-wealth-201810.html
https://www.investopedia.com/financial-advisor/women-and-great-wealth-transfer/
https://www.investopedia.com/terms/e/expectedutility.asp
https://www.forbes.com/sites/ellevate/2018/05/24/to-serve-its-clients-the-wealth-management-industry-must-recruit-and-develop-more-women/#3300c7877aa5
https://www.pewresearch.org/fact-tank/2019/03/22/gender-pay-gap-facts/
https://money.cnn.com/2015/02/19/investing/investing-women-men/
https://money.cnn.com/2015/02/19/investing/investing-women-men/
https://www.thinkadvisor.com/2017/01/18/only-16-of-advisors-are-women-cerulli/
https://www.bcg.com/documents/file56704.pdf
https://www.wealthmanagement.com/client-relations/why-wealth-management-model-fails-women
https://blog.aicpa.org/2018/05/needed-now-female-financial-planners.html#sthash.Uma7WrGr.dpbs
https://financialadvisoriq.com/c/1731393/202713


As referenced in this report’s introduction, the need 
for more female financial advisors today is supported 
by generational shifts in people’s lifestyles, control of 
household finances, and overall approach to wealth 
management. By as soon as 2020, RBC Wealth 
Management predicts that women will be in control 
of a full $72 trillion of the world’s wealth, and this 
number is only set to increase as dying male Baby 
Boomers leave financial responsibilities to their 
spouses. In addition to this transfer of wealth,  
women are also generating more money 
independently. One 2010 survey from BCG revealed 
that 42% of female respondents listed their income 
as entirely self-earned from salaries and bonuses, and 
women are increasingly becoming the breadwinners 
of their households, as well. As women continue 
to acquire and be responsible for more money, the 
business case for targeting this key (and growing) 
client demographic is evident. Given research shows 
that women, at 70%, would strongly prefer to work 
with a female advisor, as well as the high likelihood 
that female widows will discontinue working with 
their existing advisor following a spouse’s death, 
employing more female financial advisors is a 
strategic move for any forward-thinking organization.

Yet, despite the clear business incentive involved, the 
number of existing female advisors remains marginal. 
Data from Cerulli Associates indicates that 16% of 
financial advisors are women, although the ratio of 
new advisors is a bit higher, at 24%. Below, we’ll look 
at some of the reasons behind these numbers.

Why there aren’t more female financial advisors:
There is a lack of understanding about what 
financial advisory careers entail.
One study from the CFP Board cites an industry-
wide failure to properly educate women on what 
financial advisory careers actually involve as a 
main roadblock to recruiting these women. The 
board’s study also found that women outside of the 
industry are likely to view financial planning careers 
as prioritizing traditionally masculine spheres, 
like investment and mathematical expertise, over 
qualities like communication skills and relationship 
building. Additionally, not all financial advisors have 
career paths with a clear, natural progression, as 

many wind up forging their own uniquely fluid paths. 
Thus, it’s possible that women may not be exposed to 
the field in a way that necessarily fits their own lives 
and interests.

Women lack role models in the financial 
advisory field. 
As the adage goes, you can’t be what you can’t 
see. The stereotypical image of a financial advisor 
is that of a well-coiffed man on a golf course. As 
a result, women may have a hard time identifying 
this profession as a potential opportunity. Research 
from RBC Wealth Management in partnership with 
Google, for instance, found that law, medicine, 
and forensic science as career paths have a higher 
demonstrated interest on the part of women — 
and that this interest is largely driven by TV shows 
featuring strong, leading female characters who 
work in these professions. The connection can be 
made, then, that a lack of female interest in the 
financial advisory field may be influenced by women’s 
insufficient exposure to these career paths, as well as 
by a lack of role models. 

Negative perceptions persist about the 
financial services industry’s friendliness to 
women.
A negative perception of the financial services 
industry, promoted in part by the women who 
currently work in it, also plays a significant role in 
the challenge of recruiting more women to this 
field. Women in this field, for instance, are less likely 
than men to believe their compensation reflects 
their job performance, and they’re also less likely to 
believe existing mentorship programs are effective. 
And when just 29% of executive and senior-level 
roles at financial services firms are held by women, 
according to 2017 data from the U.S. Government 
Accountability Office, the narrative that the industry 
is inherently unfriendly to women is only enforced. 

Meanwhile, the outdated customer profile the 
industry has continued to cater to for decades —
e.g. that of a married man who is the financial head 
of his household within a traditional family dynamic 
— enforces these gender-exclusive associations 
externally. And the impact is noteworthy. The CFP 
Board’s study found that for women who do not 
currently work at a financial firm, only 29% believe 
the office culture at these companies makes female 
advisors feel welcome and respected.

UNDERSTANDING THE CURRENT STATE OF FEMALE FINANCIAL ADVISORS.
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16% of financial advisors 
are women.

https://www.credit-suisse.com/corporate/en/articles/news-and-expertise/global-wealth-report-2018-women-hold-40-percent-of-global-wealth-201810.html
https://www.credit-suisse.com/corporate/en/articles/news-and-expertise/global-wealth-report-2018-women-hold-40-percent-of-global-wealth-201810.html
https://www.bcg.com/documents/file56704.pdf
https://www.americanprogress.org/issues/women/reports/2019/05/10/469739/breadwinning-mothers-continue-u-s-norm/
https://financialadvisoriq.com/c/1731393/202713
https://www.wealthmanagement.com/client-relations/why-wealth-management-model-fails-women
https://www.thinkadvisor.com/2017/01/18/only-16-of-advisors-are-women-cerulli/
https://www.winkintel.com/2018/08/why-many-women-dont-know-they-want-to-be-financial-advisors/
https://www.thinkadvisor.com/2018/01/02/how-big-advisory-firms-are-adding-more-women/
https://www.jdpower.com/business/press-releases/2018-us-financial-advisor-satisfaction-study
https://www.jdpower.com/business/press-releases/2018-us-financial-advisor-satisfaction-study
https://www.gao.gov/products/GAO-18-64
https://www.winkintel.com/2018/08/why-many-women-dont-know-they-want-to-be-financial-advisors/
https://www.winkintel.com/2018/08/why-many-women-dont-know-they-want-to-be-financial-advisors/


Despite persisting stereotypes that position careers in financial 
advisory as inhospitable to women, plenty of research exists to 
suggest that having more female financial advisors isn’t just good for 
companies — it’s good for women, too. 

The role of financial advisor can and should be a top role for today’s top female talent. It’s autonomous, 
entrepreneurial, and flexible, which are all qualities that make this profession particularly well-suited to 
women. Consider the following 2018 data collected by J.D. Power:

WHY FINANCIAL ADVISORY ROLES ARE ACTUALLY IDEAL CAREER PATHS FOR WOMEN.
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HIGHER JOB SATISFACTION
Female financial advisors score higher for 

overall job satisfaction than their male 
counterparts. Independent female financial 

advisors report higher levels of job satisfaction 
than male independent advisors, as well.

MORE LIKELY TO STAY
AT THE SAME FIRM

Female advisors are more likely than male 
advisors to say they “definitely will” remain at 
the same firm over the next 1-2 years, at 68% 

and 56% respectively.

MORE LIKELY TO RECOMMEND
THEIR FIRM TO OTHERS

Female advisors, at 60%, are more likely to say 
they “definitely will” recommend their firm 

to others compared to male advisors, at 50%.
For female advisors who feel they have access 
to good work-life balance, this number is even 
higher — a full 90% would recommend their 

firm to others.

https://www.jdpower.com/business/press-releases/2018-us-financial-advisor-satisfaction-study


What has stayed exactly the same about the 
industry is that, first and foremost, you’re 
dealing with people,” Johnson said. “That’s the 
great thing about going to work every day. I 
have wonderful people in my office, as well 
as the clients that we meet. It’s really about 
building relationships and building rapport with 
your clients and, yes, helping them get invested.

LAUREN JOHNSON
FINANCIAL CONSULTANT AT FIDELITY INVESTMENTS

“

WHY FINANCIAL ADVISORY ROLES ARE ACTUALLY IDEAL CAREER PATHS FOR WOMEN.
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Moreover, there is some evidence that women 
may be better positioned than men for the future 
of wealth management. According to the CFP 
Board, women make up 23% of CFPs versus 17% 
of total advisers, making them potentially better 
aligned to shift from investment management to 
financial planning. All-female firms are becoming 
slightly more common, as well, meeting a market 
need created by female investors who are likelier 
to focus on a family’s financial goals instead of 
absolute returns. Female investors are also more 
likely to pick long-term investments and less likely 
to engage in frequent trading.

Testimonials shared by female 
financial advisors with Fairygodboss 
support the view that this career 
path is well-suited to women.
During a Facebook Live event with Fairygodboss, 
Lauren Johnson, a Financial Consultant at Fidelity 
Investments, spoke about making the choice to 
return to a career in finance. After starting out in 
financial services at a large mutual fund company, 
Johnson pivoted away from the industry as she 
raised her three children, working first in real 
estate and next as a personal trainer. When her 
oldest daughter went to college, she felt pulled to 
return back to financial services and, after joining 
Fidelity via it’s RESUME career re-entry program, 
has found that she’s able to maintain a sense of 

intrapreneurship within the company as she builds 
out her financial advisory career. 

Another financial advisor at Fidelity, Amanda, 
echoed this in conversation with Fairygodboss. 
She described her work as an advisor — which she 
accomplishes on a shortened schedule, at four days 
per week — as providing a welcomed opportunity 
for one-on-one relationship building with clients, as 
she helps them make the transition into retirement 
and devise retirement plans. The nature of her job, 
she added, corresponds neatly with the way she 
looks at mapping out her own family’s financial 
health and well-being.

“I’m a planner at heart, and at my job, I love being 
able to help people think through their short- and 
long-term goals and create a road map to achieve 
those goals,” she said. “Obviously that translates 
into my own personal finances, whether I’m keeping 
everything in check with our family budget or 
organizing for the kids.”

From job flexibility and an entrepreneurial degree 
of autonomy to the rewarding nature of work that 
allows for close, impactful collaboration with the 
people you’re helping, it’s little surprise that female 
financial advisors report feeling such high degrees 
of job satisfaction. But what can companies do to 
ensure that more women become aware of the 
reality of one’s prospects in this career path and, in 
turn, pursue it?

https://www.facebook.com/Fairygodboss/videos/1826780287418488/
https://www.facebook.com/Fairygodboss/videos/1826780287418488/
https://www.investmentnews.com/article/20180808/BLOG09/180809930/the-rise-of-the-female-financial-adviser
https://www.investmentnews.com/article/20180808/BLOG09/180809930/the-rise-of-the-female-financial-adviser
https://www.facebook.com/Fairygodboss/videos/1826780287418488/
https://fairygodboss.com/articles/my-career-in-finance-has-made-me-a-better-mom-here-s-why


MORE THAN JUST RECRUITING: WHAT’S NEEDED IN ORDER TO BRING MORE FEMALE 
FINANCIAL ADVISOR TALENT TO YOUR ORGANIZATION TODAY.
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Attracting and winning over female financial advisor 
applicants requires more than recruiting alone. It also 
means working to overcome the gap in awareness 
early in the career consideration process of young 
women. And once talent is attracted, it then entails 
working to develop female leadership in the industry 
and offering support to women in all stages of 
their professional and personal lives. Consider the 
following: 

Financial firms must promote more women 
into leadership positions.
Over 40% of entry-level advisors are women — but 
less than 20% of partner-advisors are. Firms must 
understand the value of creating a female-friendly 
firm culture, and that includes promoting existing 
female advisors into leadership roles. While women 
leaving the workforce is often pointed to as a reason 
for this leadership gap — and is in and of itself an area 
organizations should be seeking to remedy through 
better family-supportive policies — research from 
McKinsey & Co. has consistently found that women’s 
underrepresentation persists beyond the factor of 
attrition. Firm’s must therefore conduct an audit of 
their promotion practices to understand the true 
source of this leadership gap.

A targeted approach to reaching women 
who could become advisors is imperative.
There are many different paths to entering the 
advisory profession. As such, firms need to reach 
women through channels other than traditional 
recruiting, as well as in the early phases of career 
decision-making. Particularly in an industry that 
hasn’t sold itself to date as an appealing career path 
for women, a strategic approach to recruiting is 
required to counteract awareness gaps and existing 
negative narratives.

Women require more mentorship 
opportunities in this field. 
Mentorship is crucial to help prospects recognize 
a career path, develop their careers, and support 
and recognize their achievements. Among women 
currently working within financial advisory 
companies, 44% compared to men’s 53% believe 
that existing mentoring programs are effective, 
showing a need for improvement in this area. 

Better awareness as to what job flexibility in 
this industry actually looks like is needed.
Firms must help applicants better understand that 
a career as a wealth advisor can, indeed, provide 
flexibility — and use this as a selling point. For 
instance, according to 2018 data from J.D. Power, 
a full 90% of female financial advisors who feel they 
have good work-life balance would recommend 
their firm to others. For women who don’t currently 
work within the industry, hearing from these female 
advisors about their positive, flexible job experiences 
could greatly influence how women-friendly these 
roles are perceived to be.

Generous vacation, parental leave, and 
other family-friendly policies are a must.
Company policies that support women in all stages 
of their lives and careers are table stakes for any 
organization that wants to remain competitive 
in the push for qualified female advisor talent. 
When analyzing the viewpoints of women in the 
Fairygodboss Community based on intel collected 
through user-generated employee reviews, 
Fairygodboss found that women’s perception of how 
gender-equal and supportive their company is to 
women is the single greatest determining factor in 
their level of job satisfaction. In fact, 93% of women 
who report gender equality at their workplace also 
report the highest levels of workplace satisfaction. 
And when policies that advocate for job flexibility 
and family support have become synonymous with 
a company’s friendliness to women, ensuring that 
your organization not only has these policies in 
place but also broadcasts them is crucial in order to 
cement your reputation as a desirable employer for 
prospective hires.

How, exactly, can financial firms today address 
these key areas for attracting and retaining female 
financial advisors and broadcast their employer brand 
as one that supports women? Enter Fairygodboss. 
As a comprehensive tool for female job seekers, 
the Fairygodboss platform is uniquely positioned to 
provide the financial services industry with top-tier 
solutions for not only recruiting female advisors, but 
also overcoming the awareness gap and attracting the 
future of female leadership.

https://www.investmentnews.com/article/20181117/BLOG18/181119998/some-good-news-about-female-recruitment-in-financial-advice
https://www.mckinsey.com/featured-insights/gender-equality/women-in-the-workplace-2018
https://www.mckinsey.com/featured-insights/gender-equality/women-in-the-workplace-2018
https://www.jdpower.com/business/press-releases/2018-us-financial-advisor-satisfaction-study
https://www.jdpower.com/business/press-releases/2018-us-financial-advisor-satisfaction-study
https://fairygodboss.com/articles/report-creating-gender-equality-at-work-a-roadmap-for-2019
https://fairygodboss.com/articles/report-creating-gender-equality-at-work-a-roadmap-for-2019


How Fairygodboss has brought 
value to partnerships with financial 
services companies:

women view financial advisor roles on 
Fairygodboss per year

More than 3 in 4 financial industry jobs 
applied to by women on Fairygodboss in the 
first quarter of 2019 were to financial advisor 
roles

The average employee rating by women 
for financial services companies that use 
Fairygodboss, which include Bank of America 
Merrill Lynch, Charles Schwab, Liberty 
Mutual, Edward Jones, PNC Bank, Wells 
Fargo, and JP Morgan, was 3.5 out of 5

As the largest career community for women, Fairygodboss is uniquely 
positioned to help employers attract top female talent to their organizations 
through its 360-degree employer branding and recruiting solutions.

In the search for qualified female financial advisor candidates, Fairygodboss is able to support employers in 
three key areas:

HOW A FAIRYGODBOSS PARTNERSHIP WILL HELP YOU ATTRACT FEMALE 
FINANCIAL ADVISOR TALENT.
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ATTRACTING
Fairygodboss can increase 

your company’s visibility and 
enhance your employer brand 

among female job seekers.

CONVERTING
Fairygodboss can drive more 
qualified women to apply for 

your key open positions. 

ENGAGING
Fairygodboss can galvanize 

your existing female 
workforce and leverage

their endorsements.

Through a tailored employer solution package designed to 
fit your organization’s needs, Fairygodboss is able to put 
its resources to work for you in a way that resonates with 
today’s female professionals. Take, for instance, the fact 
that companies who use Fairygodboss have demonstrated 
up to a 50% increase in the volume of female candidates 
who apply to their open roles. 

Meanwhile, other platforms in the employer branding and 
recruiting space — like LinkedIn, Indeed, and Glassdoor — 
are not designed to speak to the specific needs of female 
job seekers. Although these sites may feature a greater 
overall reach of eligible job candidates, when seeking 
to hire qualified female talent, a quantity-over-quality 
approach held by employers is often less impactful. 
Fairygodboss is in a class of its own in this regard, thanks 
to its ability to: 

A. Target female job seekers,

B. Provide a safe space for the women to openly address 
concerns and/or assess whether a company is a good fit 
for them based on the issues that matter most, and

C. Develop data-backed strategies based on industry-
specific employee reviews and ratings. For instance, 
Fairygodboss reviews corroborate industry research 
around women’s perception of roles at financial services 
firms, indicating a need for firms to positively set 
themselves apart in the areas of: compensation; work-
life balance and policies; promotion and leadership 
opportunities; and high-quality benefits.

300,000+



CONCLUSION
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It makes both social and economic sense for the financial services industry to invest in attracting and promoting 
female financial advisors. For organizations seeking to do better in this regard, Fairygodboss is the best partner 
to help make a mission of increasing female financial advisor representation possible. Companies that partner 
with Fairygodboss for this purpose are able to: reach female job seekers who are participating in a community 
built by women for women; reach candidates at various levels of their career journey; market roles directly to 
prospective female candidates; and use reviews and ratings to compare how women perceive their company 
compared to the competition.

The war for top female talent today means that organizations who fail to add strategic recruitment and 
retention initiatives to their playbook are positioned to lag behind in a world of more diverse, and more 
competitive, workforces. Ready to give your organization the Fairygodboss advantage by tapping into employer 
solutions developed by and for women?

Read more about how Fairygodboss can make it easier and more cost effective to attract the best female talent.

fairygodboss.com/employers

https://fairygodboss.com/employers
https://fairygodboss.com/employers?utm_medium=document&utm_source=content&utm_campaign=FinAdvisorWP

