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Private Equity and Venture Capital Funds are often seen as an elitist industry, with a large proportion of the
workforce sitting in the top 1% of earners in the UK. Entry-level jobs are therefore reserved for the well-educated

and well-trained. 
 

As a starting point, this already presents issues with diversity. However, through positive action, many funds have
purposely brought in diverse junior talent as a corrective measure. Of course, it will take 10+ years for that talent

to rise to the top, but thankfully, there are already signs of improvement. 
 

As specialist recruiters in the alternative investment space, Allbyn is committed to doing all we can to close the
inequality gap for all. However, whilst we do everything we can to ensure that our candidate screening process

is as inclusive as possible, there is always more we can do.
 

That’s why we’ve decided to use our place to gain a better insight into D&I across the industry. As an
organisation, we have many connections, specifically within finance. 

 
Whilst there is much talk about D&I across finance roles within the alternative investment space, it is not always
apparent where these inequalities lie. In order to better understand the sentiment within the sector, Allbyn has

produced the following survey, which relevant industry connections took part in.
 

The responses received have given us unique insights into whether those who may be adversely effected by
gender or racial biases feel enough is being done vs their more privileged counterparts. 

 
By identifying and highlighting the difference in views and lived experiences, we hope to increase awareness

across the industry.
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When looking at the
demographic of women in

senior roles across the
industry, we found that white

women made up 79%, 
 compared with 21% of

ethnically diverse women

When asked whether they
felt that D&I was one of their
organisations stated values
or priority areas 81% of white
respondents answered yes,

whilst only 62% of their
ethnically diverse

counterparts agreed

31% of white respondents
stated that their

organisations had
programmes in place to

develop a pipeline of diverse
leaders, but only 19% of

ethnically diverse
respondents stated the

same. 

When asked whether their
workplace had programmes

in place to recruit diverse
candidates,  57% of
ethnically diverse

candidates acknowledged
this to be the case vs  63% of

their white counterparts

Women made up just just
19% of respondents in

senior positions, 39% of
respondents in mid-level

roles and 49% of
respondents in junior

level roles

Whilst 69% of men surveyed
responded that there was
no impact on expectations

of their role due to their
gender only 30% of women

agreed

According to the responses
from our participants,

ethnically diverse women
are particularly

underrepresented, making
up just 4% of those overall  in
senior positions within their

organisations

 Within this portion of the
survey, 65% of respondents
identified as male and 35%

identified as female

Overall 36% of respondents held  
a senior position, 24% held a 

 mid-level role and 35% held a
junior role.

 
Of those in a senior position, 81%
identified as male, 19% identified

as female,, 85% identified as 
 white and 15% identified as 

 ethnically diverse
 

38% of respondents in this
section described

themselves as ethnically
diverse whilst 62% described

themselves as white
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 Within the demographic of
of males who held senior

positions, 87% of
participants identified as
white compared with only

13% who identified as
ethnically diverse

When looking at senior level
roles, ethnically diverse women

were particularly
underrepresented, making up
just 4% of those in senior roles
overall, compared with 15% for

their white counterparts



From an equality perspective, whilst the results from our findings
were disappointing, they could hint at the beginnings of a positive
change. 

The stark differences in seniority levels between ethnically diverse
candidates and their counterparts illustrates just how far we still
have to go to achieve equality at the highest levels in finance
within the alternative investment space.

The differences at mid-level roles, however, could be indicative of
a meaningful impact in the industry. Interestingly, 41% of
ethnically diverse respondents described their roles as mid-level,
compared with 33% of their white counterparts. This could be
interpreted as a positive change, brought about by mandate
driven hiring procedures introduced over the last few years. 

Provided the right measures are put in place to ensure that there
are clear paths to progression,  we would hope to see this
transpire as a significantly higher percentage of ethnically
diverse employees describing their role within their organisations
as 'Senior' over the next decade.

Job Seniority

Executive Summary

D&I Policies
Based on the responses received, there appears to be a contrast
between how our ethnically diverse respondents view D&I
commitments in their organisation  compared with their white
counterparts.

There seems to be a particular trend towards white respondents
viewing their organisations commitment to D&I in a more
optimistic light than their ethnically diverse counterparts.

For example, 31% of white respondents responded positively when
asked whether their organisation had programmes in place to
develop a pipeline of diverse leaders whilst only 20% of ethnically
diverse respondents claimed the same.

Another example is that when asked if their organisation had
programmes in place to demonstrate fairness in performance
and compensation decisions, only 29% of ethnically diverse
respondents responded positively, compared with 48% of their
white counterparts.

This trend speaks towards a disparity in how white employees
view their organisations commitment towards D&I when
compared with the lived reality of ethnically diverse employees.

Gender Equality
The results of this portion of the survey showed a disparity not only
between men and women, but also a disparity between the
experiences of ethnically diverse women compared with their white
counterparts.

For example, when the participants were asked if they felt their gender
influenced what was expected of them in their role, 45% of female
participants felt that it did to some extent, compared with only 26% of
male participants when asked the same question.

Taking a look beneath the surface we also uncovered a huge disparity
between the views of ethnically diverse female participants vs their
white counterparts. Whilst only 26% of white females surveyed felt that
their gender influenced what was expected of them in their role, 
 compared with a startling 75% of ethnically diverse females.

We also noticed a trend towards a higher representation of women at
a less senior level. For example, women made up just 19% of senior
positions in the industry, compared with 39% of mid-level positions and
49% of junior level positions.



OUR RECOMMENDATIONS
Based on the data made available to us from our research, it appears that the highest disparities lie in the most senior

roles, particularly for those from ethnically diverse backgrounds.
 

There has only been a tangible push for D&I over the last decade, so this was partially expected, although certainly not
accepted. 

 
So naturally, it would then follow that it will take time for the influx of candidates who otherwise may have been unfairly

passed over in the past to reach those senior positions within the space. 
 

While many organisations have made a steadfast commitment to D&I, based on our participants' answers, it is painfully
clear that there is more to do. There is an apparent disparity in how our white respondents view their organisation's

commitments to D&I vs the lived experiences of their ethnically diverse counterparts.
 

Based on the responses from our ethnically diverse participants, it would undoubtedly appear that while leaders may be
making decisions and implementing policies regarding D&I, there is still a problem. These cultural changes are not taking

place at all levels or are not being communicated effectively to staff. Still, there is no real action beyond implementing
purpose-driven hiring procedures.

 
Unfortunately, this is a trend that we see at all levels. When asked whether employees at their organisation demonstrated

a commitment to creating an inclusive environment, 74% of white participants said they would agree that they did,
compared with only 38% of ethnically diverse participants.

 
By implementing culture changes, communicating this to leaders and staff (including holding leaders accountable) and

creating transparent and clear pathways to leadership, we will see the tide turn.
 

In short, we are getting there, but a firm push for accountability at all levels will ensure we get there faster.
 

Retention and advancement are often treated as separate problems to be solved, but the two issues are inherently
intertwined. For people to stay, they need to see a viable path forward and upward at their firms. So whilst a strong CEO

commitment to diversity is essential, company culture and supervisors must also support that commitment.
 

There are no quick fixes that will address all of these issues. Still, by adopting actions, values, and behaviours that can
foster an inclusive culture, we will give diverse candidates reasons to stay and lay the foundation for their future success.
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Get in touch

 
S t u a r t  P a t e r s o n

 
P h o n e  :  0 7 8 9 0 0 8 0 2 6 1

 
E m a i l  :  S t u a r t @ a l l b y n . c o m

 
W e b s i t e  :  w w w . a l l b y n . c o m

 
B e r k e l e y  S q u a r e  H o u s e ,

B e r k e l e y  S q u a r e ,
M a y f a i r ,  
L o n d o n  
W 1 J  6 B D
                 

Whether you're interested in finding out more about
our methodology or want to talk about inclusive
hiring strategies, please feel free to get in touch.
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