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Our D&I Networks 
We are proud of our four D&I Networks; the Wellbeing, LGBT+, 
Multicultural and Women’s Networks, which facilitate a high-
octane programme of events, campaigns and initiatives that have 
thrived throughout the pandemic and demonstrate our ambition 
to be an increasingly diverse and inclusive place to work, where 
we are not afraid to tackle big issues and break down barriers. 

Our networks collaborated to develop our key themes for 2021, 
including promoting awareness, developing external networks 
and increasing engagement levels both internally and externally.  
We introduced monthly catch-up sessions with representatives 
from each network to strengthen relationships and understanding 
and ensure we are taking an intersectional approach to our 
initiatives.  

Key D&I stats for 2021

Diversity and inclusion is at the heart of our core business 
priorities to keep us and the industry positioned well for the 
future. This all drives how we work and makes sure we recruit, 
promote and retain the best talent. For example, we expect all 
staff and partners to have at least one objective that supports 
us in creating a diverse, supportive and inclusive environment 
that breeds success and innovation.

Our core areas of D&I focus during 2021 included 
intersectionality and allyship, providing additional training, 
working closely with our recruitment team, and improving 
and expanding the diversity metrics we monitor across all 
diversity characteristics. 

14 internal D&I focused events 

with 1948 attendees

Measuring progress 
Over the last year we have been pleased to introduce 
a new HR system which allows our staff to input their 
diversity metrics and preferred pronouns. This is a key step 
in enabling us to monitor the retention and progression of 
staff by minority groups to identify any bias or trends in our 
promotion and appraisal processes.

We have coupled this with the introduction of an optional 
diversity monitoring form for graduate and intern applicants. 
We are using this data to compare the demographics of 
our applicants versus our current staff. This will enable us to 
identify any trends or biases in our recruitment processes.

Diversity through adversity - 
Acting on the big issues
An update on Diversity & Inclusion (D&I) at LCP over 2021

People Principles Tree

Being a Partner Champion has really opened 
my eyes to the challenges and barriers faced 
by different communities and has helped me 
become a more effective ally and supporter.
Jon Forsyth, LCP Partner & Partner Champion for 
LCP’s Diversity and Inclusion Networks

2 external events with 

685 attendees

33% of new partners at 1/4/21 were women,  

40% of new partners in the last 5 years were 
women

With our Partner Champion campaign, 60+ of 
our partners and principals are actively involved in 
supporting D&I

10 D&I awards won since 2017
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Facing sexism and violence against women head on

Our Women’s network ran a brilliant ‘Let’s talk about 
gender equality’ four-week series around International 
Women’s Day which included a video explaining our 
gender pay gap, intersectional content with resources and 
practical tips for being an ally and a talk from Deborah 
Francis White, best known for her podcast, The Guilty 
Feminist. The talk had 200+ 
attendees from LCP and 
our clients, and Deborah 
not only discussed her 
challenges but also tips for 
success and overcoming 
barriers as a female.

We also interrupted this series to run a discussion forum 
about violence against women, in reaction to the alarming 
news of Sarah Everard and the related media coverage. 
This was a bold session that tackled this challenging topic, 
set alongside a TED talk “Violence against women – it’s 
a men’s issue” which challenged us all to tackle what is a 
societal issue.

We celebrated 
International Women’s 
Day itself with the ‘Choose 
To Challenge’ campaign 
where people across the 
firm made pledges to 
tackle gender inequality 

on social media and internally. We also raised over £2,100 
for The Marylebone Project and Trinity Winchester Women 
Services.

Tackling difficult topics

Hybrid working and supporting 
mental health 
The four networks we run have been key to feeding into our 
new hybrid working policy, increasing the flexibility offered to 
our people. Our current policy has enabled people to work on 
average two days in the office per week and the rest from home 
so they can tailor their week to ensure they have the right work/
life balance. We have also introduced core working hours of 10-
4pm, offering further flexibility.

In addition to these new working arrangements, we have also 
focused on the following areas:

Supporting the Trans community with new staff policies

We launched our “Recognising Gender Identity” policy 
to support transgender and non-binary people in the 
workplace – respecting their gender identity, their 
right to work with dignity, their name and personal 
identity and their privacy and confidentiality. This has 
been supplemented with training sessions from Global 
Butterflies for the LGBT+ network committee, D&I leads 
and HR staff to ensure that there is support and well-
informed individuals across the firm for those who want to 
discuss their gender identity.

Offering a wide variety 
of virtual socials, team 
catchups and collective 
discussions to foster a 
culture of support and 
friendship. Our Wellbeing 
Network, along with others, 
ran a variety of discussions 
focused on how we can 
communicate effectively 
with one another about 
mental health. 

Introducing a range of initiatives to support good 
mental, physical and nutritional health over this period. 
This included a number of inclusive physical challenges, 
such as the ‘Create your commute’ challenge to encourage 
people to get moving and reintroduce the concept of a 
commute into their day.

Delivering a nutrition and wellbeing talk which covered 
topics such as maintaining healthy habits through 
lockdown, managing time for fitness with home-schooling, 
working from home, life stressors and more. 

Our LGBT+ and Wellbeing networks also collaborated to 
host a hybrid event with our clients to hear rugby referee 
Nigel Owens share his life story and struggles with his 
mental health, eating disorder, addiction and coming to 
terms with his sexuality. 

Our Menopause support group and Peppy Health

We have set up a Menopause support group in the 
business, and brought a speaker in twice to run events in 
both offices aimed at all genders to talk about menopause, 
symptoms, impacts, treatments etc. We were also excited 
to introduce a new benefit, Peppy Health, which offers 
free and easy access to expert healthcare support across 
four main areas: fertility, pregnancy and becoming a new 
parent, menopause and “Peppy Men”.

Virtual Q&A with Deborah Francis-White

IWD #choosetochallenge

Racism in the workplace

Black History Month saw a number of powerful events 
take place supported by the Multicultural Network to keep 
anti-racism activism at the forefront of our people’s minds. 
We hosted an internal panel event attended by c150 LCP 
people, which was an audience with senior people of 
colour where they openly shared their experiences about 
being a minority in the workplace, both helping us to learn 
about positive changes we can make and see visible role 
models. 

We also facilitated discussion groups around a Ted Talk 
called “Colour blind or colour brave” in which finance 
executive Mellody Hobson makes the case that speaking 
openly about race makes for better businesses and a 
better society, with an open discussion that followed.
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Making a difference in the industry 
We see D&I as a collaborative effort to address systemic 
inequality, improve representation and work towards building 
a more inclusive sector and society, and we were very 
pleased to be part of a wide range of initiatives across the 
pensions, insurance, and investment industries. This includes 
representation on groups run by the IFoA DAG, the Diversity 
Project, O:Pen, LINK, TPR, the PLSA and numerous others.

2021 saw us sign-up to and create a number of new initiatives 
and commitments including:

LCP’s Multicultural and LGBT+ Networks launched a 
reverse mentoring programme - an initiative that we run 
with senior people in the firm to highlight issues often 
faced by black and ethnic minority employees and people 
who identify as LGBT+.

Collaborated with our corporate partner Charterhouse 
and their other portfolio companies and were delighted 
to be invited to their ESG conference to talk on the topic.  

Signatory of the new diversity charter – we formed a 
group called the Asset Owner Diversity Working Group, 
and signed a new diversity charter.

Signed up to LGBT Great’s inaugural 
mentoring programme – a first for the 
industry and providing a well needed 
network of support for LGBT employees in 
the savings and investment industry.

Launched the ‘Spotlight on Women in investments’ 
podcast series – this was done in partnership with the 
Diversity Project and raised the profile of women in 
investment.

Celebrating Trans awareness week – through an 
educational series which covered stats, facts, personal 
experiences and a daily ally challenge to proactively 
engage people and raise awareness. All four networks 
participated to ensure an intersectional representation of 
trans lives.

Response to the joint FCA, PRA and BoE paper on 
driving inclusion in the financial sector – in our response 
we welcomed its aims but challenged the Regulators 
to take action to drive meaningful change in a timely 
manner. We highlighted the importance of collecting and 
monitoring D&I data, whilst acknowledging that there are 
still drawbacks and challenges and suggesting actions that 
could be taken. 

The Halo Code – we signed up to this campaign 
aimed at employers who are proactively taking 
a stand to ensure that no one faces barriers or 
judgments because of their Afro-textured hair.

Signed up to the 10,000 black interns initiative                 
– an initiative which seeks to offer 2,000 
internships for young black people each 
year for five consecutive years and 
partners with firms across many sectors. 
We look forward to hopefully welcoming 
our first interns this year.

Disability Confident Employer Scheme – 
we became a signatory of the government’s 
Disability Confident Employer scheme, 
demonstrating our commitment to 
becoming a truly disability inclusive employer. We have 
also formed a very active working group that has made 
strides in recruitment and with refurbishing our offices to 
make them more accessible.

Partnered with My Big Career – which runs 
social mobility volunteering opportunities 
working with disadvantaged young people. 

The reverse mentoring 
sessions have been incredibly 
powerful - providing an 
informative, personal and 
deep insight into D&I issues 
and real life stories behind 

them. As we push our D&I journey forwards 
it’s vital we listen to others around us to help 
shape that journey as successfully as we can - 
understanding others and helping to make life 
fairer for all.

Shaun Southern, LCP Partner

We see LCP as a leader in authentically 
embedding D&I into their organisation and 
culture and so asked them to share their 
approach at our annual ESG conference 
attended by our other portfolio companies. It 
was inspiring to hear about their journey and 
reflect not only on commitment and sensitivity 
required, but also the actions all can take to 
move forward in this important space.

Mirja Weidner ESG Director, Charterhouse

https://www.fca.org.uk/publications/discussion-papers/dp-21-2-diversity-and-inclusion-financial-sector-working-together-drive-change
https://www.lcp.uk.com/media-centre/2021/10/genuine-inclusion-requires-more-than-just-a-seat-at-the-table-lcp-responds-to-fca-consultation/
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We have held four Women’s Talent Academies, a unique 
undergraduate mentorship and educational programme 
where we have now had 78 mentees come through 
the programme with eight going on to join LCP after 
graduation.

Our Pride Month fundraiser for AKT was another success, 
seeing staff dressed in bright colours and enjoying a 
lunchtime bingo session, all to raise £3,000 for AKT to aid 
them in their work supporting homeless LGBT+ youths.

We ran our third round of mentoring pods with 35 
attendees. These pods provide a space where women can 
talk frankly and share experiences with female colleagues 
with support and guidance from the senior women in the firm.

Examples are SEO London (who we have partnered 
with to provide education programmes to students from 
underprivileged backgrounds) and UpReach (with whom 
we have a mentoring partnership).

Women’s Talent Academies

Hosted our third successful rainbow day 

Supporting women with mentoring pods 

We continue to work with many external 
companies to build on our internal D&I 
initiatives

We continue to have senior leaders recognised 
in LGBT Great’s Executive Allies Campaign

We developed many existing initiatives through 2021 in addition to others already mentioned:

Thank you for organising the Women Talent’s 
Academy, it was really helpful in gaining 
insights into the culture and responsibilities 
of different roles in LCP! The collaborative, 
supportive and social culture at LCP really 
shone during the sessions.

Student feedback from Women’s Talent Academy

Industry led award wins 
We are proud of how far we 
have come on our D&I journey 
and were very pleased to have 
won several industry awards 
over the past few years. We are 
also proud of the huge number 
of individuals nominated across 
all the awards, in particular we 
saw 12 LCP women shortlisted at 
the Women in Pensions Awards, 
with two winning and two others 
being highly commended, seven 
LCP women shortlisted at the 
Women in Investment Awards 
and one winning, one woman 
nominated in two categories at 
the Women in Insurance Awards, 
taking home Actuary of the Year.

Investment Uncut podcasts
This year our Investment team have produced a lot of D&I 
related content to help inform and educate the wider industry. 

We launched our weekly “Investment Uncut” podcast which has 
been a powerful forum for discussion.

Examples include Pride Month, when LCP’s Jess Horner and 
Luke Hothersall featured in an episode on gender identity where 
they openly discussed their experience of being gay and the 
impact of changing attitudes towards the LGBT+ community, as 
well as what the industry can do to better support the LGBT+ 
community. 

We also had an episode discussing Matthew Syed’s Rebel Ideas 
where conversation included the need to address both cognitive 
diversity and demographic diversity and that diversity is not 
just about “doing the right thing morally” but is a fundamental 
building block of better performance. 

Another great episode featured Zoë Burdo, who discussed 
“zoomthink” and the importance of having a diverse group, 
diversity of thought and diversity of lived experience.

Prompted by the FCA discussion paper, Zoë also featured 
in another episode where the team discussed the future of 
inclusion in the investment industry.

Senior support in D&I
Our Partner Champion Campaign is key to making sure we have 
strong senior support to our approach to D&I. This year, as well 
as some partners being allocated to each of our networks, a 
group took on an intersectional role, providing support to our 
D&I Steering Group itself, providing further support for our 
strategic D&I initiatives.

https://www.lcp.uk.com/our-viewpoint/2021/06/investment-uncut-pride-in-the-city-with-jess-horner-and-luke-hothersall/
https://www.lcp.uk.com/our-viewpoint/2021/06/investment-uncut-pride-in-the-city-with-jess-horner-and-luke-hothersall/
https://www.lcp.uk.com/our-viewpoint/2021/01/investment-uncut-book-club-rebel-ideas-with-laasya-shekaran/
https://www.lcp.uk.com/our-viewpoint/2021/02/investment-uncut-zoomthink-with-zoe-burdo/
https://www.lcp.uk.com/our-viewpoint/2021/11/investment-uncut-the-future-of-inclusion/

