
L&Q 
 
To respond to five Leadership 2025 recommendations, L&Q has undertaken the following: 

 
• Report annually on key diversity statistics:  

o In January 2019 we published our first Fair Pay Report, which included our 
gender pay reporting, our ethnicity pay reporting and a narrative on our strategy 
to reduce both our gender and ethnicity pay gaps.  

o We have begun reporting recruitment activity into our Senior Leadership Group 
on a quarterly basis: this includes the gender and ethnicity makeup of 
applicants, interviewees and appointments. Our Group Board receives a 
comprehensive annual report on diversity and inclusion data for both staff and 
residents. 

• Set aspirational targets for their board and committee recruitment from 
under-represented groups: 

o We have set aspirational targets for recruitment to our Board and Senior 
Leadership Group positions of 50% female and 30% BME appointments, to 
reflect the local population of the areas that we draw our workforce from.   

• Interview more diverse pools of candidates: 
o We have adopted a policy of interviewing at least one female and one BME 

candidate for all Senior Leadership Group roles, where the minimum 
requirements for the role have been met at sift. We have written to our 
recruitment partners, which we use when filling senior or niche talent roles, 
outlining our requirement for high quality, diverse talent lists, and emphasising 
that our choice of recruitment partner will be impacted by their ability to deliver 
diverse talent.  

o More widely, we have engaged the services of a specialist disability recruitment 
agency to improve our ability to attract disabled candidates for positions at all 
levels. We are considering options for a similar relationship to improve our BME 
talent pipeline. 

• Develop the leadership pipeline of junior and middle-management BME 
individuals in their organisation:  

o Our junior management pipeline is healthy, reflecting the makeup of our diverse 
workforce. However, we recognise that there is work to do at middle 
management level, and have set the aspirational target of 30% BME 
appointments to roles feeding into our Senior Leadership Group (our ‘Future 
Leaders’ group), to address an imbalance in our succession planning. Work is 
underway on a programme to deliver bespoke development plans for high 
potential BME talent at this level. 

• Lead by example by Chief Executives and boards taking a pro-active and visible 
role in promoting, monitoring and endorsing the recommendations from the 
research: 

o Our Chief Executive, David Montague, takes a proactive and visible role in 
promoting his role on the Group Advisory Board for Leadership 2025. Our 
Executive Group and Group Board scrutinise the outputs of our work to promote 
a better balance of BME talent at the top of our organisation, and actively 
endorse this work when communicating with staff, residents and partners.  

 
 
 
 
 


