Best Inclusive Pension Practices for LGBTQ+ Workers This Pride Month
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Shoppers are starting conversations about retirement fairness: employers, trustees and advisers should too. As Pride Month highlights persistent gaps in retirement security, this piece explains why LGBTQ+ employees face distinct pension risks and practical steps organisations can take today to make schemes more inclusive and equitable.
Essential Takeaways
Wider gap: Research shows LGBTQ+ people are more likely to be on track for a lower retirement standard and less likely to feel confident about saving. 
Multiple drivers: Lower financial confidence, discrimination, different family structures and mental-health effects all contribute. 
Simple fixes matter: Inclusive language, data collection and policy reviews often improve outcomes without big cost. 
Survivor complexity: Historic rules and fewer formal partnerships can mean extra hurdles for surviving partners claiming benefits. 
Practical next steps: Review communications, collect diversity data sensitively, and train trustees on empathetic decision-making.
Why Pride Month is a good moment to rethink pensions
Start with a fact that bites: LGBTQ+ workers are statistically more likely to be heading towards a leaner retirement and less certain about how to get there. That emotional edge , worry about money in later life , is as real as any financial metric. According to industry research, differences in confidence and outcomes between LGBTQ+ and non-LGBTQ+ people are significant, so employers would do well to stop assuming one-size-fits-all pension communications work. For many staff, a clearer, kinder approach to benefits can feel like a lifeline.
How lived experience drives retirement inequalities
Discrimination across a lifetime, interrupted careers, or caring responsibilities that don’t match traditional models all feed into smaller pension pots. Mental-health challenges and social isolation can further limit opportunities to save or seek help. Articles in the financial press and pensions journals have been flagging these patterns for a while, which makes it less an anecdote and more a system-level issue. Employers that recognise those different life courses will be better placed to design support that actually reaches people.
Practical, low-cost changes employers can make now
You don’t need to overhaul your scheme to make a difference. Start by auditing member communications: is your wording gender-neutral, does it avoid assuming spouses, and does imagery reflect a range of families? Collecting voluntary diversity data helps reveal where gaps lie, though it must be done sensitively and securely. Trustees can also check scheme rules for survivor benefits and manual discretion clauses; often an informed, compassionate decision at the point of bereavement can prevent hardship. Small changes add up and make schemes feel relevant and safe.
Survivor benefits and historical rule hangovers
There’s a practical snag many employers overlook: some legacy pension rules still reference dates or relationship forms that pre-date legal recognition of same-sex partnerships. That can leave surviving partners dependent on trustee discretion or awkward documentation. Pension schemes and advisers should review historical eligibility tests and establish clear, inclusive policies for survivor claims. Training trustees to handle bereavement with empathy, rather than a checklist mentality, reduces the risk of unfair outcomes.
Why better data and trustee training pay off
Collecting anonymised diversity data gives employers the evidence to act , whether that means targeted communications, financial wellbeing sessions, or flexible contribution options. Trustees and advisers who understand the lived experiences of LGBTQ+ members can apply discretion more fairly and spot when rule changes are needed. Industry networks and campaigning groups offer guidance on inclusive practice, and schemes that embed learning are likely to see higher engagement and better long-term outcomes for all members.
It's a small but meaningful shift: treat pensions as personal, not generic, and you’ll help people feel recognised and more secure.
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