
Data trends and Family Leave tools: 

Latest Level 20 insight and content

02 October 2025



Agenda

01 / Welcome breakfast and networking 

02 / Data and progress

03 / Family Leave Discussion Framework

04 / Breakout discussions 

05 / Reflections
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Data and progress
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Methodology: consistent across projects, with data ‘deep-dives’ 
an evolving focus

Analysis on

• Firm strategy

• Firm AUM

• Gender (by name)

• Seniority

• Prevalence of all-male 
teams

Data collection

• Country ecosystems established using 
European trade associations and Invest 
Europe memberships

• Preqin data and Level 20 Chapters 
confirm inclusions

• Data from public sources (firm 
websites and LinkedIn)

• Categorised individuals’ by gender, role 
type, and level of seniority

• Manually validated data – checking 
coverage, categorisations, quality

Strategy deep-dive

• Breakdown across Credit, 
Infrastructure, Real Estate 
strategies

• PE/VC comparisons

• Larger market comparison: 
UK and France
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‘Progress’ is non-linear, and is not occurring for all cohorts – 
trends that are consistent across regions

In 2025, women account for 1 in 4 
(25%) of investment professionals 
(IPs) in the UK and Europe. 

This is up from 1 in 5 (20%) 
two years ago.

Men

Women

c.20k 

investment 
professionals

15% 27% 38%

+3% +3% +0%

In both the UK and Europe, our data shows increases in women in senior and 
mid level roles, but a plateauing at the junior level.

JuniorMid levelSenior

UK

Europe 14% 26% 35%

+4% +4% +1%
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Firm AUM is not a definitive determiner of better representation

France

UK

Germany

Netherlands
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The view across Europe: progress driven by leading countries, 
with fewer countries above average in 2025
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The presence of just one woman on a senior investment team 
correlates with higher representation at the mid and junior levels

30%
Investment teams 

with at least one 
senior woman

All male senior 

investment 
teams

All women

17%

Senior Mid level Junior

23%
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39%

33%
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Little difference exists in representation levels across strategies, 
with one interesting exception...

PE/VC 28% 16% 29% 37%

Credit 24% 16% 24% 38%

Infrastructure 26% 17% 33% 36%

Real Estate 24% 18% 22% 34%

All multi-strategy firms 28% 16% 28% 37%

Total women Mid level Junior

Multi-strategy population

Senior

75 firms 7,336 investment 
professionals

Total population

c.1,100 firms c.20k investment 
professionals

5,834

646

401

455

7,336

# of IPs
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Family Leave Discussion Framework
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82%
of deal-team maternity returners 

remain at their firm…

…so family leave needs to be ‘done right’!

SUPPORTING GUIDES CASE STUDIES TUTORIALS
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• Supports development and review of 

policies (including progression and reward)

• Designed to meet both the needs of the 

individuals and the firm

• Relevant for HR/Talent teams, and 

managers/leaders

• Question and consideration-based 

approach

• Includes suggested key inputs and 

supporting documents

• Broken down into four detailed sections: 

o Foundations

o Performance & Progression

o Incentives & Reward

o Reflection & Review

• Greater emphasis on progression and 

reward

Designed to be a supportive tool based on firms’ business 
objectives and individuals’ needs
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Foundations

• Cultural and 

philosophical review

• Key inputs specified

• Supporting 

documents 

suggested

• Informs subsequent 

sections

Performance & 

Progression

• Considerations for 

on-ramp, on leave, 

off-ramp and return 

periods

• Impact on deal 

involvements

• Impact on 

promotion cycles

Incentives

& Reward

• General principles 

• Considerations for 

salary, bonus and 

LTIs

• Impact on Carry and 

Co-Investment

• Impact on wider 

benefits packages

Reflection & 

Review

• Approaches to 

ongoing evaluation

• Specifically focused 

on leave policies 

and evolving impact 

on incentives and 

reward

Structured across four key, connected topics
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Breakout discussions



Useful prompts for discussion contribution

• What are your main challenges to continuing progress on gender representation?

• Are there any lessons learned that you can share?

• Did anything today spark a new idea, resonate strongly, or challenge your approach?

• How might you implement aspects of the Family Leave Discussion Framework?

We will ask one person from each group to play back reflections on the discussion.
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Reflections



Level20.org

Thank you

Join us @ level20.org
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