
DIVERSITY & INCLUSION

EDITORS’ NOTE Dee Lehane’s inter-
national career includes signifi cant 
experience dealing with strategic 
issues and technology-led business 
change at global insurance compa-
nies. She was previously Managing 
Partner Global Insurance Industry 
for Accenture, where she worked for 
over 20 years. Lehane is currently 
the Independent Chair of the Debt 
Market Integrator, a HMG Cabinet 
Office venture serving a number 
of government departments, and 
Chairman of ORIC International, 
the Insurance Industry Risk Consortium. She has 
previously served on the boards of Aviva Life and 
Pensions Insurance Ireland and Aviva Health 
Insurance Ireland.

COMPANY BRIEF Argo Group International 
Holdings, Ltd. (argolimited.com) is an inter-
national underwriter of specialty insurance 
and reinsurance products in the property and 
casualty market. Argo Group offers a full line 
of products and services designed to meet the 
unique coverage and claims handling needs of 
businesses around the world.

What interested you in serving as a director 
for Argo Group and what made you feel it 
was the right fi t?

Argo attracted me for two reasons. One 
was that Mark (Watson, President and CEO) 
really gets the digital agenda and is very keen 
to have it become a core plank of Argo’s strat-
egy moving forward. My experience includes 25 
years of looking at how technology is going to 
change companies and improve their strategies 
so this is an area that I can contribute a great 
deal and am very excited to be a part of. 

The second attraction was that the board 
and management is a diverse and interesting 
group of people with an objective of growing 
Argo from a small, domestic company to a much 
bigger, international company. Again, this is part 
of my core experience and interest. These are a 
fantastic and challenging set of objectives to be 
involved in.

Has there been progress made when it 
comes to expanding the diversity of boards 
today?

There’s certainly a huge amount of prog-
ress, and we see that in the metrics relating to 
the percentage of women on boards. We are 

not at parity, yet. It’s going to take time 
to get there, but certainly the numbers 
have inc reased over  a  number 
o f  years, particularly at the larger 
companies. When you start to get to 
smaller listed companies and private 
companies, the progress is probably 
not as good.

We still, however, have a lot more 
work to do on parity at the executive 
ranks where we haven’t seen that 
same kind of progress.

What are the keys to achieving 
parity?

I think at the hiring level today we are 
clearly at parity. Many of the organizations 
I’ve been involved with will get 50/50 bal-
ance between women and men at graduate 
entry. Many of the other diversity factors are 
also improving. It is when you get to the more 
senior ranks that the metrics don’t look as 
strong. 

I think there are a number of factors that 
companies can look at in order to improve this 
such as culture and role models , unconscious 
bias, procedures and policies, fl exible working 
and measurement and tracking of diversity met-
rics. This is not just female/male diversity, but all 
forms of diversity. The key metric is to try and get 
to the magic number of having at least 25 to 30 
percent of a company’s senior ranks comprised 
of females and other minority groups. Research 
done at the London Business School supports the 
fact that once you get to that critical mass among 
senior executives, it is actually quite easy to keep 
that pipeline stocked with diverse executives.

How does having a diverse workforce 
impact the bottom line and is it a key differ-
entiator for leading companies today?

There has been a lot of research by some 
very prestigious names about bottom line 
impact of diversity. The research supports that 
from a purely financial metric, diverse orga-
nizations perform better. I believe that this is 
driven by better decision making and better 
people. In my experience, a diverse group of 
people will look at a problem from a number 
of different angles, and the solution that they 
come up with will almost inevitably be better 
than the solution proposed by a set of homog-
enous people. 

Diverse, high-performing companies are 
an exciting, interesting place to work so they 
are able to attract better and diverse types of 

talent. This creates this a virtuous circle where 
a diverse workforce makes better decisions 
which brings better fi nancial outcomes which 
attracts better people and on and on. One 
of the highlights of my career has been the 
opportunity to live and work across many 
countries working with a very diverse range 
of people. 

As an insurance industry veteran, what 
do you tell young people about working in 
the insurance industry today and do you 
feel the industry has done an effective job 
of telling its story? 

I don’t think the industry as a whole has told 
the story, but there are beacons of light within the 
industry. We are starting to see companies come 
out and be much more progressive. We have 
seen Lloyd’s of London take a very strong stance 
on gender and LGBT inclusivity. There has been 
some fantastic work done there. 

We also see companies – Argo is one of 
those – that are really trying to transform into an 
insurance digital/technology company because 
insurance is really about data and risk analysis. 
That is a perfect space for a technology player. 
At Argo, we are now looking at recruiting a 
very different set of people in addition to our 
traditional insurance people. 

This should stimulate debate about issues 
that will be important to a more diverse pool 
of potential employees. Should you be locating 
your offi ces in technology hubs instead of the 
traditional areas? What kind of working environ-
ments are we creating? What is the dress code, 
the career progressions, etc.?

This has to be looked at quite holisti-
cally and must answer the question, “How do 
you make this industry much more attractive 
to graduates who would not traditionally have 
looked at insurance as a career choice?”

What has made the insurance industry 
so interesting for you and one where you 
have wanted to spend your career?

Insurance is an industry that helps people 
out when things are really tough. When there 
has been a natural disaster or when a person’s 
house has burned down, the company that you 
turn to is an insurance company. I’m not sure 
the industry has done a great job of explaining 
that to our customers, but we are a vital emer-
gency service, similar to fi re or police. We pro-
vide support when it is most needed, and that 
makes it a very important and rewarding career 
to be in at the end of the day.•

Dee Lehane
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EDITORS’ NOTE Saran Johnson 
started her career with Marcum 19 
years ago and has more than 14 
years of human resource manage-
ment experience. She has extensive 
knowledge of employee relations, 
organizational development and 
performance management. She 
was recently appointed as the Chair 
of the fi rm’s Diversity & Inclusion 
Steering Committee. Johnson is a 
graduate of Hofstra University, is 
professionally certifi ed in human 
resource management, and regu-
larly speaks on industry topics.

FIRM BRIEF Marcum LLP is one of the largest 
independent public accounting and advisory 
services fi rms in the nation, with offi ces in major 
business markets throughout the U.S., Grand 
Cayman, China, and Ireland. Headquartered 
in New York City, Marcum (marcumllp.com) 
provides a full spectrum of traditional tax, 
accounting, and assurance services; advisory, 
valuation and litigation support; managed 
accounting services; and an extensive range of 
specialty and niche industry practices. The fi rm 
serves both privately-held and publicly-traded 
companies, as well as nonprofi t and social sec-
tor entities, high-net-worth individuals, and pri-
vate equity funds and hedge funds, with a focus 
on middle-market companies and closely-held 
family businesses. 

Will you discuss Marcum’s focus on diver-
sity and inclusion?

Marcum has made diversity and inclusion 
a priority. There is a great benefi t that comes 
from having people from various backgrounds 
because it broadens our perspective in a mean-
ingful way and helps drive the solutions we are 
able to offer our clients and our associates.

Our Chairman and Chief Executive Offi cer, 
Jeffrey Weiner, sits on the national Diversity & 
Inclusion Steering Committee that I have the 
privilege of chairing. Jeff has personally com-
mitted to the “CEO Action for Diversity & 
Inclusion” which is the largest CEO-driven 
business commitment to advance diversity and 
inclusion within the workplace with more than 
600 CEO signatories. 

Does hiring the best talent ensure a 
certain level of diversity or do you need 
to have processes in place when hiring new 

talent in order to build a diverse 
workforce?

Our philosophy has always been 
and always will be to attract the best 
people, but achieving diversity within 
our fi rm culture means that we have 
to open up the ways that we recruit 
and sometimes the events or schools 
where we recruit; in big cities, it’s 
never a problem – you can always get 
a diverse base. In some of our sub-
urban areas, it is a little bit more of a 
challenge. This means it is our job to 
go out and make sure that we are not 

only getting the best talent, but also that we are 
attracting candidates from diverse cultures and 
backgrounds. 

How does Marcum address inclusion?
Our Diversity and Inclusion Steering 

Committee’s primary focus is programming that 
encourages not only a diverse culture, but also 
diversity of thought and inclusiveness for our 
2,000 associates. The group comprises leaders 
across the fi rm from all backgrounds. That mix 
brings something different to the table and a 
totally fresh perspective. 

How is Marcum focusing on providing 
opportunities for women to grow and lead 
at the fi rm?

Our women’s leadership initiative was 
established to create a more compelling work 
environment and enhanced career opportunities 
for women at the fi rm, through national and 
local programs and activities that motivate, sup-
port, advance, retain and reward women. The 
Women’s Initiative is charged with engaging 
Marcum’s female professionals and executing 
overall strategy for women’s career success at 
the fi rm. 

With programs such as core hours and 
alternative work arrangements, Marcum offers 
its associates more fl exibility than ever before. 
Marcum recognizes that traditionally women 
still bear much of the responsibility for their 
families. As such, we have developed ways to 
retain and cultivate talented women, many of 
whom have spent their careers here and are 
now partners, national service line leaders or 
C-Suite executives, myself included. 

What do you tell young people about a 
career in the accounting profession?

I tell every young person I meet who isn’t 
sure about what they want to do to go into 
accounting. I’ve seen the growth and success 

that the profession has allowed our fi rm, as well 
as me personally, and I am grateful for that. 

At Marcum, we have many rock stars here, 
and our people are dynamic and entrepreneur-
ial. We have people that are out there making 
waves within the industry in many different 
areas. It is a great place to build the career you 
want, with the industry focus or specialized skill 
set that you want. 

You have been at Marcum for 19 years. 
What has made the experience so special 
for you?

I almost feel I have been born and bred at 
Marcum. I worked for fi ve years before starting 
grad school to pursue my MBA. The fl exibil-
ity, encouragement and support I received dur-
ing this time allowed me to fi nish my program 
ahead of schedule. 

It has really been a great place to grow 
my career. My role has changed over the 
years and, although I have always been 
under the HR banner, I have also become 
very involved in firm integration during 
mergers and acquisitions, which has always 
been interesting for me.

I truly believe in this company and in the 
vision of Jeff Weiner, with whom I have worked 
closely throughout the years.

How critical has it been to maintain 
Marcum’s culture with all of the growth 
that the fi rm has experienced?

I think it is really dependent on the lead-
ership. We have now grown both organically 
and through mergers and acquisitions, to 2,000 
people. As we’ve grown our ranks, it has some-
times been challenging to get and keep every-
one marching to the same drummer, but as long 
as you have vision at the top, I think it makes 
for true buy-in across the fi rm.

We have an amazing team that does a 
very good job of making sure that everyone 
feels welcome on day one and throughout 
the process, which takes time. With respect to 
fi rms that have merged in, I would say many 
probably don’t feel entirely at home and 100 
percent “Marcum” until around the two-year 
mark. We are talking about people, not com-
modities, which means it can take time for 
new associates and partners to feel a part of 
the larger culture that we have here. I think 
that we have fi gured out how to do it and, for 
the most part, people are happy when they 
come under the Marcum umbrella and join 
the Marcum family.•

Saran Johnson
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