


Despite the rising concerns surrounding digital disruption, 
the FS sector significantly lags behind other sectors, when 
it comes to having digital experts on the board. A report by 
Russel Reynolds has revealed that only a quarter of financial 
services FTSE 100 companies have a technology expert on 
the board as a non-executive director(1). The slow progress in 
up-skilling the board could potentially hinder the growth of 
the more established financial services sector companies.

Boards and C-suite level executives play an overriding role 
in setting the direction and guiding companies towards 
innovation and growth. It is therefore imperative that the 
knowledge and skill-set of the board and the c-suite align 
with the company’s goals and overall strategy. Particularly 
at a time when innovation and digitalisation are changing 
the landscape more rapidly than ever, leaders need to be 
able to keep up, in order to move the company forward and 
deliver stakeholder value. According to research by Harvey 
Nash Alumni and London Business School’s Leadership In-
stitute, more than half of the surveyed UK board members 
listed digital skills in the boardroom as number one prior-
ity(2). This points not only to the prominence of adapting 
boardroom skills to the digital age, but also the need to take 
urgent action, to ensure that companies can stay ahead of 
the competition and thrive. 

Having a digitally savvy board and c-suite is not only cru-
cial for driving change, but can also notably impact the 
company’s performance across a diversity of areas. Organ-
isations whose boards are actively engaged on technology 
issues and are digitally savvy, perform better financially(3). 
MIT Sloan research has highlighted that companies with 
digitally savvy boards significantly outperformed others on 
key metrics, such as revenue growth, returns on assets, and 
market cap growth. However, according to their research, 
in order to see significant changes, it would be imperative 
to have at least three digitally savvy directors. Companies 
with a minimum of three digitally savvy directors had 17% 
higher profit margins than those with two or fewer, 38% 
higher revenue growth and 34% higher return on assets. As 
Albert Ellis, CEO of Harvey Nash, highlighted, “Boards are 
well skilled in governance – rooting the business to a key 
goal, or value. They are less good at constant change.’’(4). It 
is therefore unsurprising that having a sufficient number of 
tech-savvy directors can make a significant change in how 
the board approaches the question of technology, as it can 
counteract a risk-averse mindset. An alternative way would 
be for the board to proactively involve the Chief Information 
Officer, CIO, in board meetings on an ongoing basis. This 
can go a long way in taking an offensive approach and fa-
cilitating conversations around technologically driven busi-
ness opportunities, as opposed to having discussions that 
are solely focused on risks(5).
It is equally vital that discussions around technology imple-

mentation extend beyond the boardroom. Appointing busi-
ness unit leaders to support the CIO in driving conversations 
about ways in which technology can benefit the business, 
can ensure that the burden of driving technological change 
does not rest solely on the shoulders of the CIO. Forming 
a technology committee can be another way forward that 
can help businesses to extend these conversations and in-
volve the board members, C-Suite and the management 
in helping to oversee proactive technology moves. This, in 
turn, can relieve the time-pressure faced by the boards, 
whilst also ensuring that those with technological exper-
tise are involved in the decision-making processes(5). For 
the heavily regulated financial services sector in particular, 
where it is often difficult to find directors with a mixture of 
skills that also involve technological expertise, these options 
can be useful in helping companies to counteract the lack 
of digital skills in the boardroom and the c-suite.

‘In order to see significant 
changes, it would be imperative 
to have at least three digitally 
savvy directors. Companies with 
a minimum of three digitally sav-
vy directors had 17% higher prof-
it margins than those with two 
or fewer, 38% higher revenue 
growth and 34% higher return 
on assets.’
Source: MIT Sloan Management Review, 2019. It Pays to Have a Dig-
itally Savvy Board.
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“Boards are well skilled 
in governance – rooting 
the business to a key 
goal, or value. They are 
less good at constant 
change.’’ 
Albert Ellis, CEO of Harvey Nash.�
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Company culture is another crucial determinant of success 
that must be given a significant consideration if the goal is 
innovation and digital transformation. Technological advanc-
es and digitisation are undoubtedly vital. They can increase 
efficiency, reduce costs and improve customer experience. 
However, these are rather short-term gains, as companies 
will risk being left behind if they do not use the technology 
to simultaneously innovate and build new business mod-
els(1). Innovation and transformation requires much more 
than digital processes – it largely comes from individuals. A 
BCG study has shown that Bionic** companies that blend 
together technological and human capabilities in an effort 
to achieve superior outcomes, significantly outperform oth-
ers. These companies have nearly two times higher earnings 
growth, in addition to double the growth in total enterprise 
value. Furthermore, they tend to invest more in AI, up-skilling 
and re-skilling of employees, and new ways of working. As a 
result, these companies are more resilient and flexible and 
therefore, better able to strengthen their position in times of 
crisis(2).  

Diversity and belonging foster innovation and help a com-
pany’s bottom line
To be innovative, organisations must have a number of par-
ticipating and divergent voices – innovation does not thrive 
where everyone agrees. This, however, cannot be achieved 
without a culture that takes on board and values the diverse 
ideas and contributions of everyone. Companies that cham-
pion diversity and foster an inclusive culture and an environ-
ment of belonging, are in a much stronger position to unlock 
innovation(3). Findings from the PWC’s annual global CEO 
survey have highlighted the close relationship between Di-
versity and Inclusion (D&I) initiatives, business performance 
and innovation. Of the companies with a formal D&I strategy 
in place: 

- 85% think it has improved 
business performance
- 64% stated it has helped to 
leverage technology, 
- 75% think it has helped to 
serve new and evolving cus-
tomer needs
- 79% said it has helped 
them to innovate.(4)

These findings are further reinforced by McKinsey’s report, 
showing that companies in the top 25% for ethnic and gen-
der diversity were significantly more likely to achieve

**Bionic - Having physiological functions augmented or replaced by electronic or 
electromechanical components.

79% of companies said that having a 
D&I strategy has helped them to inno-
vate.

Source: PwC, 2015. 18th Annual Global CEO Survey.
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financial returns above the industry average(5). Diversity, 
however, is necessary across all levels in the organisation and 
particularly the leadership. Without diverse leadership, wom-
en and marginalised people are 20% and 24% respectively, 
less likely than straight white men to win endorsement for 
their ideas(3). Conversely, companies with diverse leadership 
teams have improved financial performance, along with in-
creased innovation and greater payoff from innovation. And, 
if a company also invests in digitalisation, the advantages of 
diversity accrue, making the correlation between diversity 
and innovation even stronger(6).

Diverse companies with inclusive cultures that encourage 
belonging attract the most talented workers
Inclusive innovation cannot be unlocked without diversity of 
participation. However, it is important to remember that tick-
ing the box of diversity does not by default tick the box of in-
clusion and belonging too. Whilst diversity is concerned with 
observable (age, race, gender) and non-observable (educa-
tion, culture and cognition) characteristics of individuals, in-
clusion and belonging refers to an organisational culture and 
environment that fosters and encourages full participation 
and unique contribution(7). The right inclusive foundation en-
ables companies to take full advantage of the unique view-
points and perspectives of employees and leaders(6), as well 
as help businesses understand the needs of under-leveraged 
markets(3). It can also foster an environment that enhances 
individual qualities, such as flexibility and problem-solving. 
According to the Future of Work report by the World Eco-
nomic Forum these are some of the top skills rising in prom-
inence(8) and are indispensable in the context of innovation(7). 
And finally, an inclusive environment is critical for attracting 
and retaining top talent. According to Deloitte research, 80% 
of millennials reported inclusion as an important factor when 
choosing an employer, and 39% said they would leave their 
current organisation for one that is more inclusive. And, as 
millennials will make up 75% of the workforce by 2025, com-
panies risk losing out if they are unable to attract and retain 
the top talent among them(9). 

An inclusive environment is critical 
for attracting and retaining top talent. 
80% of millennials reported inclusion 
as an important factor when choosing 
an employer.

Source: Deloitte, 2017. Unleashing the power of inclusion: Attracting 
and engaging the evolving workforce. 15



Diverse and inclusive company cultures are a commercial 
necessity
The FS industry has been extremely slow to foster a diverse 
and inclusive culture and is often criticised for box-ticking 
when it comes to D&I, as well as encouraging monocultures 
and groupthink, whereby everyone is leaning toward a par-
ticular idea as a result of an environment that makes it is dif-
ficult to have divergent opinions (10, 11). Indeed, less than half of 
leaders in financial services believe that better D&I outcomes 
lead to an overall better business performance. Furthermore, 
only 48% of leaders in financial services are implementing 
diversity and inclusion initiatives to create a more open and 
accepting environment, and only 34% do so to aid decision 
making with a wider range of views and perspectives. As a 
result of the slow progress in the space of diversity and in-
clusion, as well as past governance-related scandals, the Fi-
nancial Conduct Authority (FCA) has extended their focus 
beyond financial misconduct and has begun to look at the 
organisational culture of firms(10). 

According to the FCA,

 “Culture in financial services is 
widely accepted as a key root 
cause of the major conduct 
failings that have occurred 
within the industry in recent 
history, causing harm to both 
consumers and markets.”

The first area through which the FCA aims to tackle non-fi-
nancial misconduct, is the Senior Managers and Certification 
Regime (SM&CR). SMCR initially applied to the banking sector 
in 2016, after which it was extended to insurance in 2018 and 
in 2019, was rolled out across the rest of the FCA regulated 
financial services market. Its goal is to shift financial services 
from a ‘compliance culture’ to one where employees choose 
‘to do the right thing’. As the FCA has continues to extend the 
definition of conduct under the FCA’s Conduct Risk initiative, 
the scope of what is considered ‘fit and proper’ behaviour un-
der the Senior Manager and Certification Regime (SMCR) is 
evolving to include non-financial misconduct, such as sexual 
harassment.(12, 13)

‘’Our message to firms is non-financial misconduct is mis-
conduct, plain and simple,” says Christopher Woolard, Direc-
tor of Strategy and Competition, FCA.

The second area that FCA is now focusing on, is implement-
ing culture and diversity as a supervisory priority. The aim of 
this is to work collaboratively with firms to promote and em-
bed healthy cultures, focusing on four drivers of behaviour 
– purpose, leadership, rewarding and managing people, and 
governance. The FCA expects firms to show tangible ways
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in which leaders are fostering inclusive cultures, as well as 
to demonstrate indicators of a healthy culture, which can 
be linked to good outcomes to customers.(12, 13) The FCA has 
stressed that there is a significant commercial necessity to 
create diverse and inclusive cultures. Inclusive environments 
help organisations to make better decisions through elimi-
nation of decision biases and groupthink, making it vital to 
attract and retain people who have different ways of process-
ing information and who bring fresh perspectives. Further-
more, it can also help to rebuild trust in financial services, as 
well as enable customers and the wider community to feel 
represented. As FS firms with monocultures face 24% more 
governance related issues, this is a strong indication that D&I 
initiatives can go a long way in restoring the reputational posi-
tion of the sector, which is particularly crucial in these rapidly 
changing times(10). 

Creating an inclusive culture that facilitates inno-
vation is certainly not easy and does not happen 
over a day. However, with serious commitment, 
organisations can begin reaping the benefits 
even with minor changes in place(6). Successful 
implementation of D&I initiatives first and fore-
most requires a strong commitment from leader-
ship, particularly those in C-suite and upper and 
middle management(14). Participative leadership 
that encourages and values different views, fre-
quent communication, openness to new ideas, 
along with strategic emphasis on diversity led by 
the CEO are absolutely indispensable factors for 
an inclusive environment(6). Additionally, taking 
a tailored approach based on the needs of the 
organisation and establishing and tracking clear 
metrics, can go a long way in meeting the strate-
gic goals set by the organisation (14). In turn, this 
will contribute to building a strong base for an 
environment where innovation can thrive and 
enable companies to gain maximum benefits 
from investments in digital transformation.
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Find out more at 
Lumorus.com

ORGANISATIONAL HEALTH SERVICES 
Organisational Health needs to be aligned to corporate pur-
pose in order to realise and achieve the strategy and deliv-
er stakeholder value. Improved Organisational Health and 
Cultural change is best achieved and is far more impactful 
when values and behaviours are considered alongside the 
strategy, systems and processes. Solutions we enable with 
management:

• Cultural audit with our Cultural Diagnostic Index
• High potential assessment and development pro-
grammes
• Executive and board level coaching

BOARD EVALUATION AND REVIEWS
Our audits, reviews and assessments can enable organisa-
tions to understand whether existing governance reflects 
good practice.  All our assessments are designed to en-
courage candid communication and include detailed and 
insightful  benchmarking against a  database of peers. Ex-
ternal assurance over board and/or structure, capability and 
function spot future opportunities for individual and board 
development, reinforce the value of good governance in 
your organisation and provide a strong mandate for ongo-
ing improvement.  Solutions enabled with management:

• Board effectiveness reviews
• Board Skills Audit
• Committee effectiveness reviews
• Committee structure and terms of reference design
• Board Conduct Risk assessment 
• Board Chair Performance Evaluation 
• Management Information quality and effectiveness 
assessments

GOVERNANCE RE-FRAMING
Governance Reframing or modernisation is relevant when 
a significant change event has occurred which means that 
the current governance structures are no longer fit for pur-
pose.
We can facilitate the design and implementation of ses-
sions which support value creation, reframing and modern-
ising practices and procedures.  Solutions we enable with 
management:

• Strategic reviews, integration and organisational 
design
• Development of frameworks, policies and proce-
dures
• Conduct Risk Assessment to identify risk and em-
bed changed
• Internal control reviews and redesign
• Internal audit effectiveness reviews
• Performance and incentives action, measures, re-
structuring and implementation

Introducing Lumorus!
Lumorus was founded to address the disconnect, inequality and upheavals within society that stem from a lack of sustainable, forward-looking governance and 
leadership. For us, governance, organisation health and leadership are the linchpins for creating positive change within businesses, political spheres and the 
wider community.

Our mission is to redefine leadership to bring about positive, structural change, one institution at a time.

Bespoke and based on the individual needs of each business, our services use a mixture of diagnostic tools, growth programmes and developmental strategies 

to help business achieve their performance goals.

GOVERNANCE ADVISORY SERVICES 
Governance Diagnostics seek to understand if their existing 
governance frameworks and processes reflects best prac-
tice. Our detailed and insightful Governance Competency 
Framework is conducted across 9 distinct yet inter-related 
areas and uses a combination of methods to ensure that all 
key aspects of governance are examined in detail  leading 
to a Governance Action Plan (GAP) Over 200 competencies 
are assessed to equip your board and its stakeholders the 
assurance that the right governance structures and pro-
cesses are in place. A comparison to a database of peers en-
ables gap analysis of As-Is structures and identification of 
solutions. Solutions we enable with management:

• Benchmark reporting to market good practices 
• Identification of areas for improvement with sug-
gested solutions prioritised 
• Development of implementation plans and change 
programmes
• Peer and sector comparison

18



Appendix
Section 1

1. Payments Source, 2020. PayThink Fintech and digital pay are pushing banks to accelerate tech 
adoption.

2. Forbes, 2020. How AI Can Improve Financial Analytics.
3. Finextra, 2020. The potential for emerging technologies. 
4. Crowdfund Insider, 2020. Global Fintech Funding Declined during COVID-19. Investors Now Focused 

on Mature Fintechs like Robinhood and Stripe: Report.
5. Value Walk, 2020. Applying Machine Learning in Fintech DOMAIN: THE MOST POPULAR TECHNIQUES. 
6. Icoexaminer, 2020. HOW BLOCKCHAIN TECH WILL DISRUPT FINANCIAL SERVICES.
7. Arslanian, H. and Fischer, F. 2019. The Future of Finance: The Impact of FinTech, AI, and Crypto on 

Financial Services. Palgrave Macmillan. 
8. Fintech Magazine, 2020. Three Insurtech Trends to Watch in 2020.
9. Business Leader, 2020. UK Insurtech Trends – The Future of Insurance.
10. Future Mind, 2020. Insurtech: technology trends shaping the insurance.
11. Business Wire, 2020. Global Insurtech Market (2020 to 2025) - Growth, Trends, and Forecast.
12. Deloitte, 2020. A demanding future: The four trends that define insurance in 2020.
13. PMG, 2019. Insurtech 10: Trends for 2019.
14. KPMG & City of London, 2017. Value of FinTech.
15. PwC, 2020. Financial services technology 2020 and beyond: Embracing disruption.
16. Finovate, 2020. UBS Report Forecasts Fintech Industry Revenues of $500 Billion in 2030. 
17. UBS, 2017. Cryptocurrencies: Beneath the Bubble.
18. Fintricity. 5 WAYS BLOCKCHAIN WILL TRANSFORM FINANCIAL SERVICES.
19. PwC, 2019. Global FinTech Report. Crossing the lines: How fintech is propelling FS and TMT firms out 

of their lanes.
20. Mordon Intelligence, 2020. Digital Payments Market - Growth, Trends, Covid-19 Impact, and Forecasts 

(2021 - 2026).
21. Market Data Forecast, 2020. Digital Payments Market
22. IQII, 2018. Digital Payments: a growing trend with a focus on Customer Experience.
23. PwC, 2020. Insurance trends 2020: Moving from resilience to reinvention will help insurers succeed 

in uncertain times.
24. You Talk Insurance, 2020. 30% of people would buy insurance from Google, Amazon or Facebook. 
25. Risk Xtra, 2020. Institute of Risk Management: Risk Predictions for 2020 (Part 3). 

Appendix
Section 2

1.  Capgemini, 2020. Everything will change, starting with consumer behavior and expectations toward 
FS providers. 

2.  KPMG, 2020. Insurtech’s place in a Covid-19 world.
3.  KPMG, 2020. A catalyst for change for bank branches.
4.  Payments Source, 2020. PayThink Fintech and digital pay are pushing banks to accelerate tech 

adoption.
5.  KPMG, 2020. Can fintech lead innovation post COVID-19?
6.  Pymnts, 2019. Top Banks Keep Ahead of FinTechs’ Competitive Threat.
7.  EY, 2020. Four ways COVID-19 is reshaping consumer banking behavior.
8.  KPMG & City of London, 2017. Value of FinTech. 
9.  Finance Monthly, 2020. The Evolution of Trust: What COVID-19 Has Revealed About Transparency, 

Accessibility and Consumer Control.
10.  KPMG, 2019. Insurtech 10: Trends for 2019. 
11.  Arslanian, H. and Fischer, F. 2019. The Future of Finance: The Impact of FinTech, AI, and Crypto on 

Financial Services. Palgrave Macmillan. 
12.  Deloitte, 2020. A demanding future: The four trends that define insurance in 2020.
13.  Nodes, 2020. The state of banking 2020: Dangerously close to digital paralyzation.

19



Section 4

1. Business Wire, 2020. Global Insurtech Market (2020 to 2025) - Growth, Trends, and Forecast.
2. BCG, 2020. Is Your Technology Ready for the New Digital Reality?
3. PwC, 2015. 18th Annual Global CEO Survey.
4. McKinsey & Company, 2018. Delivering through Diversity.
5. BCG, 2018. How Diverse Leadership Teams Boost Innovation.
6. World Economic Forum, 2020. The Future of Jobs Report 2020.
7. Deloitte, 2017. Unleashing the power of inclusion: Attracting and engaging the evolving workforce. 
8. NSCG, 2019. Diversity and Inclusion: The New Cultural Barometer.
9. Randstad, 2018. Diversity and Inclusion within Financial Services.
10. BrightPool, 2019. Diversity & Inclusion: The New Cultural Barometer.
11. Clifford Chance, 2020. Non-financial Misconduct in Financial Services Regulation – Where do We 

Stand?
12. BCG, 2019. Fixing the flawed approach to diversity.

Appendix

Section 3

1. Russell Reynolds, 2019. UK boards lack tech expertise says Russell Reynolds report.
2. The Alumni & Harvey Nash, 2020. Predicting the Unpredictable.
3. Deloitte, 2019. The tech-savvy board.
4. MIT Sloan, 2019. It Pays to Have a Digitally Savvy Board.
5. Deloitte, 2017. Bridging the boardroom’s technology gap.

20



Acknowledgements

Romeo Effs 
Founder & CEO – Lumorus 
Expert Leader – Governance, Organisa-
tional Health, Leadership, Organisation-
al Change and Design,  

Evelina Bondareva
Head of Thought Leadership 
Expert Leader – Research, Diversity and 
Inclusion, Thought Leadership

Cheryl Jones
Head of Marketing

Vicky Sleight
Expert Leader – Technology, Digital 
Transformation Diversity and Inclusion

Raymond Holt
Lumorus Advisory Board Member and 
Expert Leader – Organisational Change, 
Leadership, Finance

Oniel Croal
Head of Creative & Social

Archibald Gordon
Editor

Shaping Tomorrow 
www.shapingtomorrow.com

Contact Us

Romeo Effs
T: - +44 7450211138
E: - romeo.effs@lumorus.com

Marco Jacquemin
T: - +442079936540
E:- marco.jacquemin@lumorus.com

21


