
Women in family office:
The current state of the market

2

The global rhetoric is ahead of the reality...
There are approximately 5,000 family offices operating worldwide, mostly in Europe 
and North America, and most launched within the last two decades. 

As the family office becomes an ever more popular vehicle for the servicing of private 
wealth, enabling global capital flows into both private and public markets, it comes 
further into the scrutiny of the public eye. Just as with the rest of the corporate world, 
issues such as governance and gender diversity have arisen.

Guernsey, as a jurisdiction at the forefront of family office and the servicing of private 
wealth, is better placed than many to investigate the issue further. 

Guernsey Finance commissioned Family Capital to research the role of women, and 
their representation within global family offices. Research findings indicate that while the 
market is diversifying, with more senior roles than ever held by women, the gender ratio 
remains heavily skewed in favour of men – the rhetoric is ahead of the reality.
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Only 3.5% of family 
offices employ female 
CEOs. This compares 
with 7.5% of Fortune 

500 companies.

Only 12% of family 
offices employ 

women in a senior 
legal role, such as 
general counsel.

20% of Family 
Capital-surveyed 
family offices had 
a woman as chief 
investment officer 

or as a senior 
investment specialist.

Just 14% of senior 
finance roles are held 
by women – including 
chief financial officer, 
or a senior finance/

accounting role.
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The current state of the market in family offices globally
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Case study: 
Capital Generation 
Partners
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Charlotte Thorne, Founding Partner at Capital Generation 
Partners, was interviewed directly by Family Capital. 

As a woman in a senior position within a family office, she 
was well placed to provide an understanding of the role 
of women in family offices, and solutions to the gender 
imbalance. Charlotte noted that a key error was being 
made in other sectors with the adoption of quotas. She 
argues that quotas often fail to sustain real change and 
merely result in the fulfilling of box-ticking exercises.

Being active at the “grass 
roots” level, by going into 
schools and colleges, and 

establishing mentoring 
programs to enable students 
to understand that the family 

office marketplace exists.

Altering maternity 
and paternity leave 
to enable women to 

spend more time in the 
office, focusing on their 

respective careers.

Achieving long-term 
corporate and broader 

cultural change requires 
seeing value in difference 

and the unfamiliar.

Charlotte suggests several solutions to the existing gender imbalance:


