Pension Protection Fund (PPF) – DEI strategy summary
· Builds on a previous 2020–25 Diversity & Inclusion strategy, which focused mainly on gender, ethnicity and disability representation and inclusive culture work.
· Rebrands to DEI with a stronger emphasis on equity, explicitly recognising that staff do not all start from a level playing field and that different groups face different structural barriers; equity is framed as changing systems and decisions, not just offering identical treatment.
· Expands its focus areas to five – continuing gender, ethnicity and disability, and adding social mobility and LGBTQ+ inclusion as new target areas, with an explicit commitment to intersectionality (how multiple characteristics combine to create barriers).
· Sets quantitative representation and inclusion aims, for example increasing representation of Black employees and women in senior roles, and using workforce data to monitor progress and inform targeted interventions.
· Links DEI to organisational performance and governance, stating that being an inclusive employer benefits employees, members and partners, and positioning DEI as part of its responsibility as a public‑purpose financial institution.
· Outlines practical enablers, such as:
· Leadership sponsorship (an executive DEI sponsor and non‑executive oversight).
· Employee‑led networks and working groups identifying barriers (e.g. access, non‑binary inclusion) and proposing changes.
· Use of external programmes and partnerships (e.g. initiatives to diversify the investment profession) to widen talent pipelines.
· A three‑year action plan, updated annually, that specifies activities and measures for each focus area.

