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Foreword
Patricia Scotland

Q The Rt Hon. the
'® Baroness Scotland
of Asthal QC

Three years ago I wrote in the foreword

to the InterLaw Diversity Forum’s Career
Progression Report that its findings rang an
alarm bell on diversity and inclusion in the
legal sector and beyond. As we all observed
at the time, Diversity 101 was not working
and what change there was to deliver progress
on gender, disability, BME, LGBT+, age and
social inclusion was happening very slowly.

The Apollo Project launched last year by
the InterLaw Diversity Forum seeks to give
employers a set of tried and tested tools that
have been successful at delivering real and
sustainable change. It looks not just at the
legal sector but is open to all organisations,
large and small because it recognizes that
true innovation and success can be achieved
anywhere and must be shared everywhere.

This report highlights the most powerful of
this year’s submissions, and I am immensely
heartened by the impact they are having. [
hope that, as with last year’s winners, other
organisations will shamelessly imitate them,
making them their own and a good fit for their
business so that they too can drive the agenda
forward.

This year’s winning submissions range
broadly. What they have in common is a clear
focus on outcomes and delivering real benefit

to individuals and businesses. This rigour
within the Apollo project is vital. For too long
diversity and inclusion have focused on inputs
and often programmes have ploughed on
regardless of their final impact simply on the
basis that they feel right.

But we know that measurement of outcomes
and accountability for achieving them is what
drives every other aspect of business activity.
So it’s right that same discipline should be
brought to bear on securing diversity of talent
and creating inclusive and productive business
cultures.

I am delighted that InterLaw Diversity Forum
is showing leadership through the Apollo
Project. I hope that when we review the Career
Progression Report 2016, four years on from
the founding study, there will be evidence of
the impact of this work in the legal sector and
beyond.

I congratulate all the organisations featured
in this report and hope that others will
be inspired to follow their examples.

Baroness Scotland is the former Shadow
Attorney General and former Attorney
General of England and Wales. Baroness
Scotland has achieved a number of
extraordinary firsts: In 1991 at the age

of thirty five, she became the first black

and youngest woman ever to be appointed
Queen’s Counsel. She was the first black
woman to be appointed Deputy High Court
Judge, Recorder, Master of Middle Temple,
Member of the House of Lords, and Lord’s
Minister, and is the first and only woman ever
to have been appointed as Attorney General.
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Introduction
By Daniel Winterfeldt
Liz Grant and Stephen Ward

We established the Apollo Project in 2014 because it
seemed to us that there was a need for peer to peer learning
for organisations that want to drive organisational change.
Great experience and understanding of how to have a real
and lasting impact was simply not being shared enough.

So we invited businesses to put themselves forward as
Architects of Meritocracy. With our panel of judges
we selected ten from the many submissions as our
Phase 1 winners. We published their submissions

and have encouraged others to not only learn from
their experiences, but also imitate their projects and
approaches.

In this booklet celebrating 2015°s winners, our panel of
judges has, as in the first year, selected some inspiring
case studies to guide others to even better performance
in the future.

The InterLaw Diversity Forum for LGBT Networks has,
since 2012, been reaching out beyond its initial focus to
look at diversity in its broadest sense and the inclusion
of everybody in the modern workplace. Through our
partnership with the FT and with the support of our
sponsors, we hope that the examples provided by this
year’s Architects of Meritocracy will be taken up across
the full range of business sectors.

We congratulate this year’s winners and 2014 alumni.
We look forward to taking the conversation forward in
2016 and continuing to spread great examples of best
practice that deliver lasting impact.

Architects of Meritocracy
Awards: Alumni

2014

Baker & McKenzie

Norton Rose Fulbright
Eversheds

Lloyds Banking Group
Genesis Housing Association
Lloyds Banking Group
Environment Agency
National Grid

CMS

InterLaw Diversity Forum

2015

Reed Smith

National Grid

Deloitte

RBS Legal

Enterprise Rent-A-Car
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Diversity
& inclusion:

The Demand
for Better
Practice

Liz Grant OBE,
Director,

Fantail Business
Development

The larger part of our workforce is composed
of millennials who demand greater integrity
and honesty from their employers. As the
competition for talent accelerates candidates
are proving to be highly selective about the
ethos and practices of the employers they
choose to work for.

Since the financial crisis of 2007-2008 and

its subsequent exposure of bad business
practices, the volume (both quantity

and loudness) of social commentary
questioning the values of some of our more
august institutions has been pronounced.
Transparency of data and actions have

put some individuals, their firms and their
dubious business practices under the spotlight.

As a result many businesses have actively
sought to rehabilitate themselves. Mostly their
efforts seem genuine. They are also seeking
to restore the confidence of their customers,
shareholders, employees, regulators and

other stakeholders by showing that they have
changed their errant ways.

So a combination of the demands from

the talent pool and a need to improve the
perception of business means Diversity and
Inclusion policy and practices play a useful
role. Additionally because of this insistence
on transparency and the need for real
evidence of impact, the greatest exemplars
of inclusive workplaces are those who are
truly integrating their Diversity & Inclusion
intentions into their operational structures.

The best of this year’s Apollo Project
submissions highlighted this level of
integration in the business. The engagement
of levels of management and their
accountability to deliver on the objectives
defined by the projects were hallmarks of the
very best of an impressive collection of case
studies.

If we say that people are our greatest asset
(and which CEO doesn’t say that?) then

how a business manages its people says
much about their genuine intent to build an
inclusive workplace. The mantra ‘you cannot
manage what you do not measure’ is highly
applicable to Diversity and Inclusion work.
Diversity and Inclusion is the same as any
other business critical programme.

Clearly defined plans, appropriate resourcing,
good review governance, the right level of
business sponsorship are all fundamental to
successful D&I delivery.

A number of this year’s submissions

focused on Social Mobility. Efforts to afford
opportunity to those who are less advantaged
but nonetheless talented, are not only laudable
but they also make great business sense.
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A broad base of submissions from the law
profession, financial services, and logistics all
had Social Mobility at their hub. Growing the
careers of individuals from new talent pools
has the opportunity of changing how a firm is
perceived, how it engages with its customers
and of encouraging real collaboration within
the business.

And those projects that have done best in this
year’s submissions all have clear ownership
and accountability within the business

and they deliver measurable outcomes.

Their submissions included evidence that
shows staft loyalty and performance is
heightened when business leaders build work
environments which encourage the sharing
of ideas supported by a backdrop of trust and
integrity.

So what could next year’s submissions
highlight in terms of Diversity & Inclusion
best practice? Increased employee
engagement in external partnerships

and in client facing activity around D&I
themes e.g. engaging less advantaged
communities and groups and/or talking to
and listening to clients about what you are
doing in D&I. These all show a growing
maturity and confidence about the role of
Diversity and Inclusion in business. It’s
what many stakeholders want to hear about
and the correlation between inclusion best
practice and business performance is pretty
compelling.

Liz Grant is a Business Development
consultant with a strong affinity to Diversity
& Inclusion in the workplace, working

with a wide range of clients to build
inclusive leadership teams and implement
best practice in Diversity & Inclusion. Liz
was made an Officer of the Order of the
British Empire (OBE) in 2013 for services
to Lesbian, Gay, Bisexual and Transgender
equality in the workplace.



ReedSmith Reed Smith


















PROMOTING GENDER EQUALITY IN UK BUSINESS 1.

Promoting
Gender Equality
in UK Business

Dan Robertson,
Diversity &
Inclusion
Director at enei

Since the publication of Lord Davis’ Women
on Boards report in February 2011, UK
businesses have been working to increase the
number of women on their Boards. Whilst
they have seen some success, the number of
women in executive roles remains shamefully
low — currently, out of the UK’s top 350 list-
ed companies, only 47 have female executive
directors.

Of course the issue of gender diversity,
particular at the executive level, is complex,
although when we examine the issues closer
a number of themes that hinder women’s
progression do emerge. In a Harvard Busi-
ness Review paper entitled Women Rising:
The Unseen Barriers Herminia Ibarra and
colleagues identify the often subtle ‘sec-
ond-generation’ forms of workplace gender
bias. Amongst the most prevalent forms of
second-generation gender bias are:

A paucity of role models for women: Women
simply do not have the number of senior

role models in the same way as their male
colleagues moving up the organizational
pipeline do. The lack of visible role models
sends negative messages to both male and

female talent about the roles and positions of
women in organisations.

Gendered career paths: Despite efforts
through flexible and agile working practices,
current organizational structures and working
patterns continue to fit more easily around
men’s lives. The idea of a (female) supporting
spouse is prevalent in many work sectors
from legal, professional services and sales.

Women’s lack of access to networks and
sponsors: Men in positions of power tend

to provide direct development opportunities
to junior men, often through direct sponsor-
ship. Junior men are also more likely to have
access to informal mentors and thus women’s
connections tend to be less efficacious.

Double binds: The types of attributes we as-
cribe to the ideal leader in most organisations
are closely linked to positive male character-
istics: decisive, assertive and independent. A
number of research studies have shown that
women who excel in traditional male domains
may be viewed as competent, but when they
demonstrate similar leadership traits, they are
seen as less likeable to their male colleagues.
In short the types of behaviors that we often
value in men such as self-confidence appears
as arrogance in women.

In addition to these four types of ‘second-gen-
eration’ gender bias as described by Ibarra,
Susie Babani, the Chief Human Resources
Officer at ANZ , suggests that understand-
ing benevolent bias is key to identify the
root causes of the glass ceiling. Collectively
these types of gender biases create a culture
of exclusion without intention. And thus, as
described by Avivah Wittenbery-Cox in a
recent HBR article, it’s the cultures that need
to change.
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Stop trying to “fix’ the women! Initiatives that
are working toward greater gender inclusion

Rather than focusing on fixing the wom-

en, businesses need to look at middle male
managers’ behaviour. This was the theme of
a recent report by Professor Elisabeth Kelan
of Cranfield University’s School of Manage-
ment. In Linchpin — Men, middle managers
and gender inclusive leadership, Kelan help-
fully sets out four key areas where men as
middle managers can indeed work as change
agents to promote greater gender diversity.
These areas are:

Celebrating and encouraging women: A great
example from last years” Apollo Project sub-
missions is Norton Rose Fulbright’s Career
Strategies Programme. Designed by women,
for women, this global modular development
programme is intended to develop women’s
confidence in going for partnership and to
help managers see the important role they
have in pushing women towards partnership.

Calling out bias: The Genesis Housing
Association’s Women into Senior Leadership
project sought to develop female talent and to
attract and retain senior women. Consulting
with male managers on ways in which they
could be supported to reduce their own biases
and support women was a core element of
this culture change programme. Another ex-
ample of an Apollo submission which seeks
to change the mind-set of male colleagues

is Eversheds’ Promoting Gender Diversity,
Inside and Out.

Championing & defending gender initiatives:
The Breakthrough Mentoring programme

from Lloyds Banking Group is an example of
a UK business that sees the value of investing

in its female talent through a targeted mentor-
ing programme. This programme is seen as
key to helping the bank achieve the Group’s
goal of women forming 25% of the Lloyds
board by 2015 and to be a leader in gender
diversity in the UK.

Challenging workplace practices: enei Mem-
ber Deloitte is challenging workplace prac-
tices through its Time Out initiative as part of
its WorkAgility programme. This Apollo sub-
mission has the aim of helping employees to
better balance their careers with out of work
commitments. Time Out allows all employees
to take an extra four-week block of unpaid
leave per year. RBS’s Choice programme

also promotes flexible work patterns for all
employees. Whilst not specifically focusing
on women, these programmes have a positive
impact on women’s career development as
they seek to create a mind-set and culture shift
from traditional work patterns that often harm
women'’s careers in subtle and indirect ways.

The above examples help us to create a frame-
work for promoting greater gender diversity
and inclusion. But as we know, ‘what gets
measured gets done’. That’s why gender
diversity targets are also a core components
of any organisation’s gender inclusion pro-
gramme. Many enei Members such as KPMG
and our clients including Hogan Lovells LLP
have established gender targets as a way

of focusing the minds and energies of their
business leaders.

Whilst it is clear that there is no quick fix

to the complex issues of achieving greater
executive level gender diversity, what is clear
is that by developing a business case for
success, supported by practical interventions
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designed to both break down the barriers
that women face as they move to leadership
whilst also pushing forward programmes and
projects that foster gender inclusion, culture
change is possible. Many submissions to the
Apollo Project are examples of organisa-
tions working to achieve such goals. That is
why I for one, support this Project and these
submissions.

Dan Robertson is the Diversity & Inclusion
Director at the Employers Network for
Equality & Inclusion, (www.enei.org.uk).
He is highly respected as a subject matter
expert on workplace diversity & inclusion
management, unconscious bias and
inclusive leadership. Connect on LinkedIn:
Dan Robertson or Twitter: @dan_robert-
sonl or email: Dan.robertson@enei.org.uk
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Success is
Diversity
of Thought,
Diversity

of Talent

1

’ =& Professor Lisa

kg‘? Webley

Diversity and inclusion strategies have
developed through a series of waves and
many of the Apollo Award entrants demon-
strated sophisticated approaches to diversity
and inclusion going well beyond first wave
initiatives such as formal policies and
procedures to reduce the possibility of
indirect discrimination. Some showcased
successful second wave initiatives that have
encouraged greater numbers of low partic-
ipation groups to enter, progress and thrive
within their organisations. These initiatives
have targeted BAME and LGBT profession-
als, those with disabilities, and those from
lower socio-economic backgrounds. A small
number of entrants submitted initiatives that
have their home in the third wave, going
beyond increasing the participation and
promotion of low participation groups to
encourage inclusion of difference within their
workplace culture and structure.

These aimed to spot and to develop talent,
however it presented and to make a virtue
of difference.

But talent is a slippery concept and it can
be difficult to state with certainty what it
means and how to measure it within a given
role, let alone within a department or an
organisation. And if we cannot define it,

it is very hard to recruit, develop and
promote people on the basis of their talent.
We risk falling back on proxies for talent
that will be influenced by our unconscious
biases. But, if we can get it right, effective
talent management embraces diversity and
inclusion, and successful diversity and
inclusion initiatives can help us towards
better talent management too.

Through advances in cognitive
psychology we now understand far more
that our thinking tends to default to quick,
seemingly efficient, system one thinking
(see Kahneman, 2011), even in complex
environments. This kind of thinking
produces a degree of certainty, and it

leads us to believe that we have made
well-evidenced, objective decisions. In
truth, it filters out complexity, uses data
we have readily at hand and relies on our
past experiences (and biases). This can be
very useful for routine decision-making

in easy situations, but it is less successful
in nuanced situations about development
opportunities, resource allocations or
appraisals of professional excellence. This
is why it is all too easy for us to substitute
subtle evaluations about a person’s suitabil-
ity for a role, a pay rise, a promotion, with
a range of proxies such as: being present in



SUCCESS IS DIVERSITY OF THOUGHT, DIVERSITY OF TALENT

the office means being hard-working, means
being committed to the organisation, as some-
thing we see more frequently in men rather
than women who often want flexible working,
which in turn leads to the unconscious assess-
ment that men make more committed, and
better professionals. We often make similar
leaps by using A level grades in subjects
unrelated to the ones relevant to the organisa-
tion’s mission, or prejudices about a universi-
ty a candidate has attended, as data to assess a
candidate’s suitability for a professional role
(disproportionately affecting BAME UK can-
didates and those from lower socio-economic
groups). These heuristics are computed in an
instant without us being conscious that we are
making these leaps. We may sometimes reach
the correct assessment of a person, but we
may not have done it via reliable means, and
along the way we shall have overlooked some
very talented people.

System one thinking may go some way to
explain why, in the absence of reflection,
we often recruit, mentor and promote in our
own image. Homogenous short-listing and
interview panels, management teams and
boards are likely to reinforce similar biases
when they default to this kind of thinking.
A diversity of personnel provides a greater
opportunity for diversity of thought which
in turn provides the potential that the range
of different biases may lead to challenge,
which slows down our thinking, requires us
to consider an extrinsic evidence base, to
deliberate using our higher level system two
thinking. To harness the power of system
two, we need to put obstacles in our way to
slow down our decision-making, to build in
reflection, to promote proper consideration

of a wide range of evidence, to work through
our decision-making as against the relevant
(as opposed to irrelevant) evidence we have
drawn together. And diversity of thought can
help with that.

It is slower and more cumbersome, but it
should lead to better alignment of individual
and organisational aims as well as a fairer
workplace. Person-organisation fit theory
indicates that professionals make career
decisions not just on whether this role is right
for them but also how well the values of the
organisation are well aligned with their own.
A range of research suggests that higher
performing women and minority professionals
seem to do this more frequently than do their
lower performing counterparts. The better
the fit between organisation and person, the
stronger is an employee’s commitment to

and identification with the organisation and
its goals, the more likely it is the employee
will choose to remain with the employer and
to give of their best. Our workforce is made
up of an increasingly diverse population,

and to attract and to retain the most talented
professionals an organisation needs to manage
talent in a way that is supportive of those
from diverse backgrounds, rather than simply
appearing to accommodate them.

Consequently, if we are serious about
diversity and managing talent we need to
examine the things our organisation uses as
evidence against which we measure potential
and current employees. This is not limited to
important decision points such as recruitment,
yearly appraisals and promotion, we also need
to reflect on our day-to-day systems such as
how we allocate work and provide develop-
ment opportunities. We need systems in place
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that capture those data necessary to allow
for nuanced, balanced decisions.

All the submissions to the Apollo project have
engaged with the need to promote diversity.
They have all considered areas in which they
hope to improve, put strategies in place to
achieve these and then monitored improve-
ment over time. Some have been courageous
in their challenge to preconceptions about
talent and the contribution that under-repre-
sented or marginalised groups could or do
bring to their organisations, not just because
they believe that it is economically advan-
tageous for them to do so but also because

of the positive contribution it makes to the
workplace environment and to their co-work-
ers lives. By using system 2 thinking they
have been able to be creative and successful
in their diversity initiatives.

References and further detail may be found in
L. Webley and L. Duff “Chapter 7: Diversity
and Inclusion As the Key to Innovating Talent
Management in Law Firms?” in T. Mortte-
shead (ed) Innovating Talent Management
(American Bar Association, 2016 forthcoming)

Dr. Lisa Webley is Professor of Empirical
Legal Studies at the University of Westmin-
ster and holds a Senior Research Fellowship
at the Institute of Advanced Legal Studies
University of London. She has extensively
researched gender and diversity in the legal
profession, including major collaborative
research projects on diversity in the legal
profession and the role of women in law
firms.
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What is an
Architect of
Meritocracy?

Carola Hoyos,
Recruitment, Executive
Appointments &
Non-Executive
Director Club
Editor, Financial
Times

Ben Bernanke, former chairman of the US
Federal Reserve, said: A meritocracy is a
system in which the people who are the luck-
iest in their health and genetic endowment;
luckiest in terms of family support, encour-
agement, and probably, income; luckiest in
their educational and career opportunities;
and luckiest in so many other ways difficult
to enumerate- these are the folks who reap
the largest rewards. The only way for even a
putative meritocracy to hope to pass ethical
muster, to be considered fair, is if those who
are luckiest in all of those respects also have
the greatest responsibility to work hard, to
contribute to the betterment of the world, and
to share their luck with others.

I believe the winners of the Apollo project
have got this message. Some of their good
deeds are based on enlightened self interest,

it is true - and that is a good thing. It makes
what they do easier to sustain in a world of
quarterly earnings and instant social media
feedback.

But even so, surprisingly few people are
able to look beyond the traditional, flawed,
definition of meritocracy and admit that
they have been lucky because the cards
were stacked in their favour, rather than
because of their own personal brilliance
and hard work. Our winners can. They are
slowly rewriting - and righting - the rules
of the game of life. They are shuffling the
deck and dealing a new hand. And in so
doing they are creating a more dynam-

ic, empathic and relevant experience for
everyone - for those who can now finally
properly participate, and even for those
who in the past had held the best hand in a
rigged and ugly game.
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20 Years since
the DDA

- so what's
changed?

David Caldwell,
PurpleSpace
Ambassador

November 8th 1995 is a very specific date in
the passage of time, however for the disabili-
ty agenda this date holds a lot of significance
as it was on this day that the UK gained its
first disability discrimination legislation - the
Disability Discrimination Act (DDA). As we
drew closer to the 20th anniversary of the
legislation earlier this year, a large number
of articles started to pop up looking back on
whether the legislation had actually made a
difference and has actually delivered what

it was supposed to - to create a more equal
society and protect people with disabilities.

20 years since the DDA was enacted has
anything changed? The answer, of course, is
yes but to what extent? I was only a nipper in
1995 (for reference I was 6), so to understand
the impact of it I read a lot of the articles,
stories and reflections marking the 20th
anniversary.

What I discovered was that some things have
changed - no longer are people in wheel-
chairs thrown out of cinemas or banned from
cafes. Nightclubs, public transport and public
services are increasingly accessible and the

rights of millions of people are a legal must.
Some of the biggest companies in the UK and
around the world have recognised that acces-
sibility isn’t just important but that it’s vital
to their long term success - including Apple,
Microsoft and many of the financial services
organisations including Barclays, who I'm
really proud to work for.

However, there are some things which defi-
nitely haven’t changed. The understanding
and awareness of many is still significantly
lacking. People with assistance dogs are still
being asked to leave supermarkets and restau-
rants, shops and entertainment establishments
are still not providing accessible entrances
and the abuse of accessible car parking spaces
goes on. The awareness of accessibility in the
digital environment is also severely lacking
leading to an ever increasing problem of
access to information and online services.
Without getting very political we continue to
see a lack of understanding within govern-
ment about the best way to support people
with disabilities.

For those born post-DDA there has, very
clearly, been a difference to their lives com-
pared to those born before it came into law.
Access to proper education, healthcare and
accommodation are the expected norm as
well as improved attitudes towards disability.
For me though, the most important change
has come from the business world who acted
as one of the main catalysts for change in the
early 90s, alongside the campaign groups.

Kate Nash OBE regularly talks about the
three stages of change for disability confident
organisations. The first was the establishment
of the DDA (which I think we’ve covered!),
the second stage is the process of businesses
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becoming disability confident through best
practice tools, and the third is the empow-
erment of disabled employees to shape their
own stories, so that organisations can really
understand and invest in disabled employees’
talent, career and progression. Stage 2 contin-
ues but stage 3 has already begun.

Stage 3, for me, is the most powerful stage.
Stage 1 is the hygiene factor - the roof over
the heads of disabled employees. Stage 2 is
the enablement of organisations to understand
that people with disabilities can and should
be employed in proper, meaningful work - it’s
the stability factors. Stage 3 is about powerful
self-actualisation, and enabling and empow-
ering everyone to not only get in but get on
and get up.

Stage 3 is also about developing disabled
people and that’s where I think the real power
comes. For too long, organisations have
worked on the basis that it’s a one size fits

all approach to development when actually,
for most disabled employees, there’s a need
for specific interventions. Organisations

are increasingly leveraging the stories of
disabled employees to increase awareness
and understanding and to demonstrate their
inclusive cultures. Of course, 1’1l mention
Barclays’ ‘This is me’ campaign but other
great campaigns include Shell’s ‘Be Yourself”
and HSBC’s ‘Connect with Difference’ all

of which demonstrate the value of diversity -
and disability in particular.

Additionally, there’s a need to develop dis-
ability network leaders and ensure that they
have the skills and opportunities to enable
and develop disabled people within organi-
sations. We’re beginning to see the change in

this space too - a brand new community called
PurpleSpace is leading the way. Led by Kate
Nash as a result of her research into ‘disclo-
sure’ and ‘declaration’ in the workplace, the
community is the first of its kind - to support
and develop network leaders to enable and
promote the talents of disabled employees.

So... are we nearly there yet? Well, honest-
ly, no. There’s still a long way to go to get

to equality for people with disabilities. The
“fight’ for equality continues but we’re mak-
ing progress and I’m pleased to say that it’s
the business world leading the fight. In the
words of Lady Jane Campbell “Our liberation
is only just beginning. There is so much more
to achieve”.

David Caldwell is a disability network leader
and an Ambassador for PurpleSpace- the
UK’s only leadership, learning and develop-
ment hub for disabled employees, network
leaders and allies from across all sectors,
trades and regions of the UK



WINNING SUBMISSION

Advancement of Social
Mobility in Graduate

Recruitment
Overview

Enterprise Holdings, the largest car rental company in the world as meas-
ured by revenue, fleet and employees, is a company that operates a global
network of more than 8,600 neighbourhood and airport locations under
the Enterprise Rent-A-Car, National Car Rental and Alamo Rent A Car
brands. These brands, which offer total transport solutions including car
rental, car sharing, commercial truck rental, corporate fleet management
and car sales, accounted for $17.8 billion in revenue in the financial year
to July 2014. This success has come from being an honest and inclusive
company.

Over the past couple of years, social mobility has become an increasingly
hot topic. But, at Enterprise, the subject

is nothing new. Diversity is at the heart of our values and is embedded in
Enterprise. We have not had to make any specific effort to sell our social
mobility strategy into the organisation because social mobility sits at the
heart of our business and our success is based on having a workforce that
fully represents the communities in which we work. And, as one of the
UK’s largest graduate recruiters hiring over 1,000 graduates and interns
every year, we believe we have a responsibility to lead from the front on
social mobility. Our theory is that top talent can be found at all universi-
ties. By putting this theory into practice, we have broken down barriers
to intergenerational social mobility and hired people irrespective of who
their parents or guardians may be. Our objective is to recruit a workforce
from the widest socio-economic background, with an overall aim at creat-
ing a culturally aware workforce and a culturally competent organisation
that mirrors the makeup of the communities Enterprise serves.

Strength of Business Case

Enterprise is still a family owned and operated company. The Taylor fam-
ily has established eight core values for the company to represent. This
initiative is a natural move for the company because it embodies two of
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HARNESSING TALENT: THE POWER OF DIVERSITY

Harnessing
Talent:

The Power
of Diversity

Dame Fiona Woolf
DBE and
Charlotte Sweeney

The City depends upon
being able to draw the best talent from an
increasingly diverse and inclusive pool for
the innovation that society now needs. The
Power of Diversity programme was designed
to discuss and highlight the critical steps that
the City and all management levels must take
to maximise the energy and innovation that
diversity can bring to business. A key element
of the Power of Diversity Programme is
collective intelligence — the bringing together
of the best and most effective tools to create
meritocratic workplaces. Through the Apollo
project we bring that collective intelligence
to life.

Although we have only recently begun to
shine a spotlight on the cultural changes
required to create truly inclusive and diverse
companies, progress has been made and
legacies committed to.

Throughout the initial mayoral year the pro-
gramme brought together CEO’s, Chairman,

Senior Leaders, Managers at the mid level
responsible for the talent pipeline, Affinity
and Network Group Leaders and people at all
levels to discuss the challenges and identi-

fy the steps required to create sustainable
change.

The programme launched in late 2013 with
three London Buses embossed in the ‘Dedi-
cated to Diversity’ strapline, with all 36 of the
founding member companies logo’s included,
leaving Guildhall yard to continue their bus
routes throughout London for the rest of that
year. The programme continued with four
Senior Leader Forums, five Power of Diver-
sity Breakfasts and two conferences bringing
leaders of all levels together, harnessing the
energy and passion to create change.

In preparation of the mayoral year a survey
was conducted in the City to gain an under-
standing of perceptions of diversity by city
workers. Surprisingly we found that 87% of
people surveyed didn’t think that their com-
pany’s efforts on diversity and inclusion were
having any impact on them at all. This was an
important wake-up call.

Further surveys throughout the year found
that:

84% of employees agreed that their compa-
nies made a commitment from the very top
to create a diverse and inclusive working
environment

However, only 15% of mid-level managers
felt that their leaders actions were consistent
with their words

Only 25% of leaders responsible for creating
the right culture in their companies had any
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form of measure relating to diversity and
inclusion in their performance plans

This led to some valuable insights to ensure
that future action on creating more inclu-
sive and diverse companies is focused and
impactful:

There is currently a lack of consistent, effec-
tive measurement that really gives a sense of
progress and challenges

A lack of measures and objectives relating to
diversity and inclusion within Performance
Management plans at all levels suggests lack
of accountability and responsibility within
many companies

The lack of ‘change management’ disciplines
is hindering progress, ‘initiatives’ are rarely
embedded and sustainable

The perceived ‘conservative’ nature of
managers when identifying talent. Hiring or
utilizing people with direct and transferrable
skills rather than ‘just like me’ is key to creat-
ing a sustainable pipeline

Senior leaders and the majority across the
wider levels of companies want more inclu-
sive working environments. They want to
work in more diverse companies, they want to
realize the benefits of difference...but change
is slow.

The above insights were tested further with
the senior leaders and have resulted in com-
missioning research with CASS and Ashridge
business school to take the thinking to the
next stage on:

Understanding the motivations of the middle
managers who know that income generation

is their key performance indicator and who
may not see what is in it for them in follow-
ing the diversity and inclusion messages and
initiatives

To progress how we measure the performance
on diversity and inclusion, on-the-job talent
development and equality of access to the top
quality work experience that will form the
basis of promoting and skills development.

Do meaningful measures, rather than soft,
balanced score card assessments deliver a
“what gets measured get’s done” result?

The research will tap into what organisations
actually do (an activity audit) and some
conduct a number of focus groups (senior,
mid-level and junior) to draw out the practical
issues and the potential for management and
measurement tools. The research will utilise
any existing reports on the subject of the mid-
level managers and inclusive leadership and
focus on creating effective management and
measurement tools.

The research is currently underway and will
be in a position to report the findings and
outputs in the summer of 2016.

The Power of Diversity programme continues
to go from strength to strength, with support
given from The Corporation of the City of
London. The Lord Mayor’s appeal continue
to run a series of breakfasts on issues that are
seen as important to the supporting organisa-
tions and the Audacity Network continue to
focus on the leaders of the affinity networks
across companies to continue to harness the
power of diverse talent across the city.



HARNESSING TALENT: THE POWER OF DIVERSITY

The power of the programme has been
through the collaboration of the companies
involved as well as the commitment and
drive across multiple levels within those
companies. Great strides were made through
the mayoral year to understand the real issues
and now continues to be the time to focus on
the continued energy required to realise truly
inclusive and diverse companies as the ‘new
normal’.

Dame Fiona Woolf DBE, Alderman of the
City of London and Partner, CMS

Dame Fiona Woolf'is a leading energy law-
yer with CMS Cameron McKenna. Alder-
man Dame Fiona Woolf DBE was the Lord
Mayor of London for the year 2013/14 as
the 686th Lord Mayor, and only the second
woman to hold the role since 1189. During
her mayoralty she initiated the Power of Di-
versity Programme, and remains committed
to promoting diversity and inclusion in all
its forms. She was awarded a DBE in the
2015 New Year Honours for services to the
Legal Profession, Diversity and the City of
London.

Charlotte Sweeney, Diversity and Inclusion
Expert and Founder of Creating Inclusive
Cultures

Charlotte is an experienced and pragmatic
change agent with over 20 years experience
of leading significant change programmes

in large global organisations, coaching,
facilitation and training. Charlotte holds a
number of Non-Executive Directorships and
is an external advisor on diversity and inclu-
sion at the UK Government Department of
Business Innovation and Skills.
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Lloyds Banking Group
Career Development

Framework
— One year on

Since being announced as 2014 Apollo
Winners for our Career Development
Framework, we are delighted that our D&I
initiatives have continued to gain momentum.
Peer to Peer mentoring continues to deliver
benefits for colleagues across the Lloyds
Banking Group (LBG) Legal Community.

We now have approximately 40 colleagues
(lawyers and non-lawyers) across the UK
participating, with many joining as a result of
personal recommendations from existing men-
tees. Feedback from mentees and mentors has
been extremely positive — including:

“I have been encouraged to forward plan in
respect of my career and to take active, asser-
tive steps to make my career plan happen.”

“It is so great to have someone from outside
the organisation to be able to advise me and
see the wood for the trees and offer great
suggestions and advice that I might not have
thought of.”

Mentees have been particularly impressed by
the quality of the initial ‘matching’ process
which found them a mentor well placed to
build a meaningful relationship and provide

the support they need. The matching process
takes into account mentees characteristic pref-
erences (e.g. ethnicity, disability, family) and
the development themes they want to explore.
One colleague is even carrying on seeing her
mentor while on maternity leave! The scheme
will be further showcased through a mentee’s
story being told on a Community-wide

‘Talent Masterclass’.

Building a diverse talent pool and inclusive
environment continues to be a key focus for
the Legal Community.

In 2015 LBG rolled out D&I training across
the Group, with a session of train the trainers
and then these colleagues training their
divisions. Focus has been on the benefits of
a diverse and inclusive workforce being not
just for our customers but also for colleagues.
For many in Legal, the sessions were helpful
in understanding some of the challenges that
colleagues may face in progressing their
careers and how as a community we can assist
in making positive changes.

Kate Cheetham, Group General Counsel,
participated in a Powerlist Roundtable on
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achieving a diverse senior leadership team
with experts and business leaders. This
resulted in a recommendation that businesses
focus on identifying, sponsoring and quickly
progressing black and ethnic minority talent
(particularly in middle management). This
struck a chord with us not only on an ethnicity
front, but for all areas of diversity. As part of
our talent review and succession planning we
challenge colleagues on whether they think
we are progressing a diverse talent pool. We
also look for opportunities to facilitate all
colleagues’ personal development through
nomination for existing leadership and devel-
opment programmes (e.g. Women in Lead-
ership and Career Development for Ethnic
Minorities). In the context of recent annual
talent reviews, we have noted the following:

75% of colleagues promoted internally from
‘Lawyer’ to ‘Senior Lawyer’ since the 2014
review are women;

67% of colleagues promoted internally from
‘Senior Lawyer’ to ‘Head of Legal’ since the
2014 review are women,;

69% of colleagues in the identified 2015 talent
pool (known as the ‘inverted L’) at ‘Lawyer’
level are women; and

63% of colleagues in the identified 2015 talent
pool at ‘Senior Lawyer’ level are women.

We are currently working with HR to review
the proportion of colleagues in our talent
pools who are working on reduced hours to

determine the impact on career progression
(if any)

We also recently held a Community-wide
LiveMeet (“D&I - Our Stories”). This session
was designed to ‘kick start’ the conversa-
tions that research studies show will be vital
to achieving the Community’s strategy of
Building the Best Team. Two colleagues
were brave enough to share their personal
experiences of living in a ‘dual identity world’
- what that means, how they’ve adjusted, their
culture etc. Feedback has been extremely
positive - including “extremely interesting”;
“a refreshing change”; “food for thought”.

Kate Cheetham, Group General Counsel,
Lloyds Banking Group and Lesley Wan,
Corporate Real Estate Counsel,

Lloyds Banking Group

LLOYDS
BANKING
GROUP
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Lloyds Banking Group

Breakthrough

Mentoring Programme

— One Year On

Lloyds Banking Group’s (LBG) Breakthrough
Women’s Network (Breakthrough) has con-
tinued to promote, develop and retain female
talent since the Apollo Awards in 2014.

It ranked number 1 in the Top Ten Women’s
Employee Networks when featured in The
Economist’s Global Diversity List in October
2015 — an impressive achievement for Break-
through which has seen membership of its
Breakthrough Mentoring programme grow
by 21% in the last year from 9500 to 11,500.
Its national growth has been assisted through
colleague access to an online database which
allows females to seek mentors at a regional
level.

Since the 2014 awards, Breakthrough has de-
livered in excess of 30 events for its members
and the wider LBG community, with Speed
Mentoring events making up half of these.
The sessions continue to be hugely success-
ful, with Outstanding Mentors of the Year
propagated through the network’s quarterly
newsletter, providing significant recognition
to Mentors and an incentive to volunteers
who positively influence mentees. The panel
of judges included Andrew Bester, Group
Director and CEO for Commercial Banking
— testimony to the support given by senior
executives.

Continuing Breakthroughs

Breakthrough continues to innovate and
evolve. The Breakthrough Mentoring World
Cafe formed in response to feedback given
by colleagues who suggested mentor-led
sessions on how to overcome work issues,
such as confidence building or becoming a
better networker. Breakthrough’s telephone
conference sessions, rolled out to hundreds
of colleagues simultaneously, continue to
attract senior leaders who share their personal
experiences in an open, honest and relaxed
way, providing opportunity for questions and
answers. The Book Corner, a recent addition
to Breakthrough Mentoring’s co-ordinated
effort, reviews books on female development
in the corporate environment, giving scope for
discussions on how to become more effective
at work.

External Recognition

Breakthrough Mentoring continues to commu-
nicate the network’s successes by sharing its
insights to other organisations, including pre-
senting to the University of Edinburgh’s MBA
programme, confirmation of the network’s
external perception. Another highlight of the
last year was the Our Working Brain event,

a 2 hour session led by a renowned psycholo-
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gist, which sought to overcome misconcep-
tions about the effectiveness of our brains at
work, progressively challenging the status
quo in areas surrounding productivity. This
is symbiotic with the bank’s own ambition to
implement an agile working strategy.

The Future

LBG aims to have 40% of our senior roles
occupied by women by 2020. Breakthrough’s
existence is central to helping the bank
achieve its target. The focus now is on embed-
ding core values, deepening relationships with
its members and concentrating on personal
development. Colleagues of all grades can
become members, and LBG’s pioneering
mentoring programme is leading the way

in supporting other inclusion networks both
within the bank and externally through its best
practice approach. Breakthrough Mentoring is
now focusing on providing additional support
for other networks in the organisation,
including LBG’s Rainbow Network for the
LGBT community - with a view to doing the
same for other LBG networks in the future.

Kate Cheetham, Group General Counsel,
Lloyds Banking Group and Lesley Wan,
Corporate Real Estate Counsel,

Lloyds Banking Group

LLOYDS
BANKING
GROUP




BACKGROUND

Background

In 2009/10, the Law Society of England and Wales conducted three diversity studies around
barriers to career progression in the legal sector, each focused on a different strand of diversity:

0 “Obstacles and Barriers to the career development
of women solicitors” (March 2010);

e “Ethnic Diversity in law firms: Understanding the
Barriers” (May 2010); and

o “The career experience of LGB solicitors” (Conduct
ed with the Law Society by the InterLaw Diversity
Forum). They are collectively referred to as the
“Barriers Reports™.

Despite focussing on three different populations, the Barriers Reports seemed to come out at
roughly the same place: these diverse groups face similar obstacles. The InterLaw Diversity Fo-
rum sought to follow-up on this observation and conducted a study that collected a wide range
of quantitative and qualitative data from across the UK legal sector. From the results, InterLaw
hoped to pinpoint the exact problems facing these diverse groups and provide recommendations
that address — and ultimately solve — them.

This resultant study, the “Career Progression Report”, was published in July 2012. It was the
first of a series of high-profile diversity reports to come out over the course of the past 18
months. These include: (i) the McKinsey/ 30% Club “Shifting the Needle” (December 2012);
(i1) the Law Society’s International Women In Law Summit report “Setting the Agenda for
Change” (January 2013); and (iii) the Women’s Business Council report - specifically the “Get-
ting On” section (2013).

While these reports have slightly different scopes, ultimately they all deliver the same bad news:
“Diversity 101” isn’t working. Despite vast efforts made by law firms to effect cultural change,
there has been little significant improvement. This is a frustrating result for many organisations
and their leaders who are very aware that there are challenges to be addressed. It is widely
known that there is a strong case for organisational change and better culture that will result in:
(1) better talent management; (ii) increased efficiency; (iii) better delivery of service to clients;
and (iv) a better reflection of clients and wider society. However there is little guidance for
leaders on how to implement those changes practically.



Overview and Description;
Strength of Business Case;

Innovation; and

Outputs.




BACKGROUND

The Apollo Project

The goal of the Apollo Project is to help give organisations the practical tools to drive
effective cultural change by leveraging on examples of best practice.

Phase I of the Apollo Project launched in May 2014, seeking submissions of inno-
vative diversity and inclusion initiatives - with strong evidence of success - from all
organisations in the UK and beyond. From those submissions, 10 organisations were
recognised as winners of the Architects of Meritocracy Awards. The winning case
studies were published in the Phase I 2014 booklet.

The 2014 Architects of Meritocracy Awards winners were: Baker & McKenzie;
Norton Rose Fulbright; Eversheds; National Grid, Lloyds Banking Group; Genesis
Housing Association; the InterLaw Diversity Forum and CMS.

Phase II of the project launched in May 2015 and the winners, whose case studies
feature here, were announced in November 2015.

As the Apollo Project grows, we envision it becoming a multi-media toolkit for lead-
ers and diversity professionals to draw on.

Audience

The Apollo Project is a cross-sector initiative for businesses and organisations of all
sizes. In seeking to uncover the best innovations in the Diversity and Inclusion field,
the Apollo Project invites participants from all industries across the public, private
and third sectors in the UK and internationally.
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