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London is one of the 
most diverse cities 
in the world. This 
diversity can be seen 
most clearly in social 
housing, where 50% of 
households are headed 
by a non-white person, 
compared to 17% in 
the rest of England. 
Effective tenancy 
sustainment 
The G15 and its member 
organisations strongly believe 
that Londoners’ diversity sits at 
the heart of what makes our city 
such a thriving place to call home.  

The G15 plays a key role in 
supporting diverse and inclusive 
communities; from the homes we 
build and maintain, to the work 
we do across our communities.  
We’re also large employers, and 
want our organisations to better 
reflect the communities we work 
in, so that the decisions we make 
are the right ones for the needs 
of all Londoners.  

As a sector, housing associations 
employ more people from black 
and minorty ethnic (BAME) 
communities than many other 
sectors. But we know that we fall 
short when it comes to BAME 
people in leadership roles. In the 
UK housing sector today, just 
6.8% of board members identify 
as BAME.

This is why the Chief Executives 
of the G15 housing associations 
have signed a pledge to reflect 
the ethnic diversity of the 
communities they work in at 
their organisations, particularly 

at senior managerial, leadership 
and board levels. 

Committing to be 
more visibly diverse 
at all levels of our 
organisations
• We will invest in our G15 

employer brand building 
on “Positive about BAME 
talent” and by promoting and 
welcoming diversity in our 
organisations. 

• We will attract BAME 
talent, including at Boards, 
by adopting targeted 
recruitment initiatives to 
attract talented BAME 
applicants and by removing 
any unconscious bias from 
recruitment and selection 
processes.

• We will publish our diversity 
data so that we are open 
and honest on where we 
need to do more work and 
to demonstrate how we’re 
tangibly closing the gap. 

Collaborating to invest 
and support our BAME 
talent 
• We will launch a G15 

management and leadership 
academy that will invest 
and support existing staff 
so that we have a pipeline 
of talented staff ready for 
management and leadership 
roles.

• We will jointly work to create 
opportunities so that our 
existing talent can grow and 
develop. We will actively 
support our staff networks. 

• We will develop a ‘talent 
roster’ for BAME colleagues, 

accompanied by a plan for 
progression, developed with 
the individual based on their 
needs to succeed further.

Celebrating our 
achievements
• We will annually recognise 

BAME achievements and 
successes.

• We will promote talented 
BAME role models to 
encourage a future influx of 
talent. 

• We will each seek out a 
BAME ‘reverse mentor’ 
to help develop our own 
understanding of ethnicity 
and disadvantage, enabling 
us to lead our organisations 
more effectively.   

This brochure is a collation 
of examples from across the 
G15 of existing best practice 
in promoting diversity in the 
workplace and in the community. 
It includes case studies of 
staff network groups; targeted 
recruitment initiatives; colleague 
empowerment strategies; careers 
workshops; and community 
development programmes. 

Through collating these case 
studies, we want to highlight and 
celebrate the sector’s existing 
contribution to BAME inclusion, 
whilst recognising that there’s 
still much more that needs to 
be done. Through doing so, we 
hope to drive further change and 
collaboration from members in 
creating more diverse workplaces 
and further embedding inclusivity 
into the sector’s culture at every 
level. 

Showing our commitment to diversity



4 G15 Diversity Pledge - Member Case Studies 5G15 Diversity Pledge - Member Case Studies

What’s the story?
80% of BAME employees and 
customers at Metropolitan 
Thames Valley (MTVH) who 
completed a bespoke personal 
development programme, 
earned positions on boards 
following their training.

What happened?
MTVH were the first member 
of the G15 to participate in the 
Black on Board programme, 
delivered by race equality charity 
Olmec and aimed at people 
from black, Asian and minority 
ethnic (BAME) backgrounds – a 
demographic nationally under-
represented at board level.

By providing people from ethnic 
minorities with the right skills, 
experience and confidence to 
apply for board positions, Black 
on Board aims to redress the 
balance and improve racial 
diversity at governance level. 
The programme places great 
value on collaboration and 
creating a sense of mutual 
trust between participants.

The training was open to MTVH 
employees and customers at 
all stages in their careers. The 
part time course has run for 
five months and been delivered 
to a total of 40 people across 
two cohorts of trainees. In April 
2020, the third cohort of MTVH 
participants began their training.

What was the 
outcome?
The first of these groups 
graduated in July 2019 – with 

16 of the 20 participants 
offered board positions so far. 
Graduates of the programme 
are now represented on a variety 
of Boards, both within MTVH 
(on its Migration Foundation 
Board, and Chalkhill Community 
Trust Fund) and externally 
at Operation Black Vote and 
Olmec. Participants have also 
secured governance positions 
with MTVH Colleague Network 
Groups, Tenants Residents 
Associations, and Schools.

Reflecting on their experience 
of Black on Board, 99% of MTVH 
participants have reported 
increased confidence with a 
positive impact on their day 
to day role, and 98% believe 
that their knowledge improved 
in every subject area of the 
programme. Chantelle Rowe, 
cohort one graduate and 
MTVH colleague, attributes her 
promotion to Housing Manager 
to the skills and confidence she 
gained during the programme.  

The scheme has also fostered 
a sense of community and safe 
space to share experiences. 
A Black on Board Community 
Steering Group was born out of 
the programme’s first cohort to 
allow the group to continue to 
meet and share learning. This 
is an entirely participant-led 
initiative, which has established 
a mentoring scheme for 
new Black on Board trainees 
and has set out plans for a 
speaking tour of universities. 

Black on Board participants have 
also utilised the skills developed 
during the programme to 

support a wider equality, diversity 
and inclusion agenda. Graduates 
have represented the scheme 
at a variety of events and 
conferences such as the Future 
of Boards conference ran by the 
Office of Commission for Public 
Bodies. The presentation given 
by graduates Chana King and 
Patrick Vernon, alongside Olmec’s 
CEO John Mayford, resulted 
in three MTVH participants 
taking up board positions with 
the Debarring Service (DBS). 

Black on Board 
Key themes: Attracting BAME talent at all levels, board level representation, 
opportunities and progression visibly diverse at all levels and targeted recruitment

What they said?
Black on Board Graduate 
Chana King - Learning and 
Organisation Development 
Manager at MTVH - said: “I 
want my children to see people 
of colour in all areas of their 
lives, and not think that because 
of their colour or gender there 
are things they cannot do 
or places they cannot go.” 

Black on Board Graduate 
Stanton La Foucade – MTVH 
resident – said: “[The Black on 
Board programme] has helped 
me to recognise my own self-
imposed barriers to fulfilling my 
ambitions, and to use the power 
I always had to be all I can be.”

Geeta Nanda, Chief 
Executive at MTVH said: 
“It’s critical that organisations 
proportionately reflect – at every 
level of seniority – the diversity 
of the customers they serve and 
the communities in which they 
operate. We’re very pleased with 
the fantastic results of Black on 
Board so far and look forward to 
seeing many more successes.”

Black on Board participant Jason Bowen, with Melanie Holloway, MTVH Head of 
Equality and Diversity and Inclusion (left) and Geeta Nanda, MTVH Chief Executive 
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What’s the story?
Earlier this year, Network 
Homes launched ‘Springboard’ 
– a BAME development 
programme aimed at addressing 
imbalances in the workplace. 

What happened?
In 2017, Network Homes 
launched their HARTbeat talent 
programmes to nurture existing 
high performers and those 
with the potential to progress. 
The programme is based on 
Network’s HART values – Hungry, 
Accountable, Respectful, and 
Together – and aims to provide 
colleagues with the training, 
development, and support to 
be great at what they do. 

The gender pay gap for Network 
Homes highlighted not enough 
women in the most senior roles 
and too many in the lower 
quartile pay band. Similarly, 
analyses also showed a lack 
of BAME representation at 
senior roles and at higher levels 
of pay. So, earlier this year, 
Network launched their latest 
HARTbreat stream Springboard, 
a development programme 
ring-fenced to BAME colleagues 
and junior managers who 
want to build their confidence 
in a safe environment. 

This 12-month programme 
follows in the successful 
footsteps of Aspire (Network’s 
women’s HARTbeat stream). It 
provides a safe and empowering 
environment for colleagues 
to enhance their skills, build 

their confidence, and access an 
enabling platform from which to 
compete for higher level posts. 

The programme includes; a 
personality profiling feedback 
session (e.g. Myers Briggs Type 
Indicator – MBTI); a tailored 
career development plan; 
confidence building workshops; 
quarterly ‘networking’ sessions 
with aspirational speakers; a 
dedicated external coach; a 
trained mentor from within 
Network Homes or another 
housing association; reverse 
mentoring; attendance at the 24 
Housing diversity conference; a 
personal development budget of 
up to £300 towards any further 
relevant learning interventions 
(e.g. external courses, 
conferences, qualifications).

What was the 
outcome?
The first cohort of 15 started the 
programme in January. Based on 
the outcomes of Network’s other 
HARTbeat talent programmes, 
expected outcomes include: 

• 100% of participants to 
report an increase in their 
confidence levels by the 
end of the programme.

• At least 90% retention of 
participants 3 months after 
the end of the programme.

• 100% of participants 
to take part in reverse-
mentoring with our senior 
management team (in the 
last quarter or after the 
programme finishes).

• At least 90% of participants 
to report feeling confident 
to take the next step 
in their career.

• At least 70% of participants 
to have progressed into 
their next career move 
(not necessarily upwards) 
within six months after 
the programme finishes.

..

HARTBeat Springboard
Key themes: BAME learning and development, empowering colleagues and visibly 
diverse at all levels- targeted recruitment

What they said?
Terais Latore - Compliance 
and Home Ownership 
Officer and Springboard 
participant - said: “I wish to 
obtain tools that will permit me 
to succeed in areas that I may 
have thought not possible. With 
some direction and inspiration 
I am confident I can step 
outside of my comfort zone 
and invest in developing me.”

Sougandha Kavia - Rent 
Transaction Officer and 
Springboard participant - 
said: “If we are growing, we are 
always going to be outside our 
comfort zone - I find this quote 
inspiring as it’s about growth, 
both personal and professional. 
It relates to my Springboard 
journey as I am looking forward 
to boosting my confidence and 
meeting my career aspirations.”

Participants of Network’s ‘Aspire’ HARTbeat talent programme
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What’s the story?
Founded in 1978, the Southall 
Day Centre (SDC) provides a 
range of dedicated services 
aimed at improving the welfare 
and quality of life of the large 
Asian community living in 
Southall, Ealing. That year the 
SDC became affiliated with 
Catalyst Housing and has been 
an important part of the their 
presence in Southall ever since. 

What happened?
A growing number of older 
Asian people in Southall no 
longer live in traditional family 
structures, leading them to 
feel lonely and socially isolated.  
Some are unable to speak 
English, and many are unaware 
of the local services and welfare 
systems available to them. 
Many women in the Southall 
Asian community are excluded 
from the labour market and 
family care responsibilities. 

SDC operates across two 
sites  and runs programmes 
and initiatives designed to 
combat loneliness and isolation, 
provide access to benefits and 
support learning English. SDC 
works with the community to 
facilitate activities and services 
that meet their needs including 
cultural activities and projects. 

What was the 
outcome? 
SDC regularly receives anywhere 
from 350 to 400 visitors each 
day, with around 2,000 people 
registered as customers each 

year. In recent years, the SDC’s 
programmes have helped clients 
claim over £3.6 million in annual 
welfare benefits that they would 
have otherwise missed out on. 

SDC has been commissioned 
by the Ealing Council and local 
health services for over 30 
years. SDC works in partnership 
with local charities in order 
to expand their service offer, 
including the Carers Pathways 
consortium that delivers support 
services for carers looking after 
vulnerable adults and those 
with chronic illnesses, long term 
medical conditions, physical 
disability, sensory impairment 
and frail older people. It is 
also a partner in the Southall 
Connect consortium with over 
20 local partners that deliver 
social engagement, and health 
and wellbeing activities to all the 
diverse communities in the area.

With the infrastructure provided 
by Catalyst, SDC has developed 
into a high-quality performer 
making use of local BAME talent. 
The centre has been the proud 
holder of Investors in People 
since 1997, when it was the 
first BAME organisation in the 
UK to receive the prestigious 
award. It has continually retained 
the award since then, and in 
2008 achieved the Bronze 
Standard held at that time by 
only 300 of 28,000 Investors in 
People organisations in the UK.  
Having achieved the IIP Silver 
Standard, SDC was a finalist 
in the 2019 IIP Awards in the 
Employer of the Year category.

SDC is a great example of 

Catalyst meeting the needs of 
a diverse BAME community 
through engaging local people. 
Catalyst has offered its resources 
and professional framework, 
enabling the Centre make 
use of local BAME knowledge 
and expertise at management 
and employee levels. 

This approach has proved 
hugely effective in embedding 
a very successful project at 
the heart of the community in 
a culturally appropriate and 
inclusive manner. SDC has been 
able to provide highly valued 
services that have benefitted 
many thousands of people.

Southall Day Centre
Key themes: Resident wellbeing, cultural integration and engaging with 
communities 

What they said?
Sahil Khan - Director of 
Community Investment 
- said: “The Day Centre is 
an integral part of Catalyst’s 
community offer in Southall, 
helping people across the 
entire community, not 
just our residents. We are 
extremely proud to have 
supported the SDC for the last 
40 years, and we’re excited 
and motivated to continue 
delivering excellent services.”

Sukhwant Sandher - 
Development Manager at 
The Southall Day Centre 
– said: “The Centre is a hugely 
important part of the Asian 
community in Southall and 
neighbouring areas. Our sites 
are packed with people every 
day, running all sorts of different 
activities and services, and we 
wouldn’t have it any other way!”  

Community activities at Southall Day Centre
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What’s the story?
Clarion’s Love London Working 
programme has supported 3,800 
BAME Londoners to secure 
work, 69% of the total number 
to have accessed the scheme. 

What happened?
Launched in January 2016, 
Love London Working is a 
programme that supports 
long-term unemployed and 
economically inactive Londoners 
into work. The programme is 
open to anyone over 16 years 
old and caters to the needs of 
a wide variety of Londoners 
- from young people seeking 
their first full time role, to those 
returning to the labour market 
after years as a full time parent.

The £34 million programme 
included delivery from 15 
housing associations during 
2019. Led by Clarion Futures, the 
charitable foundation of Clarion 
Housing Group, the programme 
is funded through the European 
Social Fund (ESF), with match 
funding provided by the partners, 
and is managed by the Greater 
London Authority (GLA).

Every person who registers on 
the programme is paired with a 
specialist adviser employed by 
one of the housing associations 
and provided with a bespoke 
plan to support them into work. 
Activity includes CV drafting, 
interview practice, assistance 
in searching for vacancies and 
the provision of formal training. 
The emphasis is not only on 
helping people into work, but 

sustaining employment for 
the long-term, with support 
from advisers lasting up to six 
months after starting work. 

London is a city celebrated 
for its diverse communities. 
For this reason, the support 
available through Love London 
Working has been developed 
to ensure it is accessible to 
people from all backgrounds.

To maximise engagement and 
success, services are tailored 
to the needs of specific areas 
and the communities that live 
there. In the Poplar area of 
Tower Hamlets, for example, 
Love London Working supports 
the Bengali community to 
address the barriers they can 
face when it comes to securing 
employment. Advisers deliver 
functional skills and English as 
a second language support, 
as well as providing a safe, 
secure learning environment 
in the local community with 
access to the latest technology. 
Childcare is also provided in 
addition to financial support 
with travel or clothing for work. 

Being a central part of the 
community means that Love 
London Working advisers 
are aware of the local labour 
market enabling them to access 
the opportunities that exist, 
in this case within the Bengali 
community. This allows people 
to find work sooner and address 
the barriers they may have to 
developing a career or sustaining 
employment. This approach 
is applied to every borough 

where Love London Working is 
delivered, enabling advisers to 
provide truly tailored support to 
communities and transform lives.

What was the 
outcome? 
Since its launch in 2016, Love 
London Working has supported 
more than 5,600 people 
into employment across the 
capital, with more than 3,800 
BAME Londoners securing 
work after participating in 
the voluntary employment 
programme, equivalent to 
69% of all those supported. 

Additional funding has 
been secured to enable the 
programme to run until 2023, 
supporting thousands more 
Londoners, including those from 
BAME communities, into work.  

Love London Working 
Key themes: Collaborating, driving up BAME employment and creating opportunities 
for long term unemployed 

What they said?
Amel Bennaceur -  
participant - said: “After 
gaining support from Love 
London Working, I felt 
secure and ready to work. 
My adviser gave me lots of 
confidence. I’ve now started 
my new job and would like to 
say thank you very much!”

Hayat Ahmed - participant 
- said: “I was struggling to adapt 
to life in the UK. A friend told me 
about the programme and I was 
paired with an adviser who was 
also from Somalia, who helped 
me understand the cultural and 
language barriers and thanks 
to her support, I’ve been able 
to secure paid employment.”  
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What’s the story?
Hyde are strengthening their 
approach to working positively 
with residents from diverse 
backgrounds and wanted 
to tap into their aspirations 
and expertise and offer a 
new way to encourage and 
support their involvement 
with the organisation. 

Through digital engagement 
they had connected with 
residents who were younger 
and from BAME communities 
but this hadn’t translated into 
involvement in face to face 
meetings or membership of 
formal resident groups. 

What happened?
Last autumn, Hyde’s resident 
engagement team launched the 
Future Leaders’ Programme to 
encourage younger residents 
from more diverse backgrounds 
to get involved in how Hyde 
delivers services to residents. 

This six-week course was 
delivered by Dionne Lewis-
Reid, a life and career transition 
specialist and empowerment 
coach. The programme 
was promoted via targeted 
emails to younger residents 
including, but not exclusively 
from BAME backgrounds. 

Six residents participated, 
including an IT consultant, 
university student and blogger, 
mature student, nursery 
teacher, director of a care 
company and a nanny. 

What was the 
outcome? 
The course was a resounding 
success and three participants 
applied and have joined 
Hyde’s most senior residents’ 
committee, with the remaining 
three participants getting 
involved in other resident 
engagement activities. 

Being able to get to know 
residents before they sign up to 
get involved has enabled Hyde to 
get an idea of what people might 
be best suited to. The course 
has also given participating 
residents the chance to get 
to know one another, so 
they have a network of other 
engaged residents to talk to. 

And finally, it’s helped them to 
learn more about Hyde and 
develop their own careers and 
aspiration.  A second course 
started in January this year with 
a further 10 participants. 

Future Leaders’ Programme 
Key themes: Increasing diversity in resident engagement, giving the future 
generation an active voice in shaping services for the benefit of everyone

What they said?
Hyde’s Chief Customer 
Officer, Susan Stockwell, 
said: “We wanted to give these 
young people the opportunity 
to get involved and give them 
the confidence to be effective 
influencers, so they can use 
their voice to change things 
for the better. I’ve been 
impressed to see how much 
of a success this course has 
been, and I am excited to work 
with this group of residents.” 

Hyde resident, Carla, 
said: “I found the topics 
to be very relatable.” 

Hyde resident, Georgina, 
said: “My confidence, 
teamwork and leadership 
skills built each week.”
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What’s the story?
L&Q sponsors three staff 
networks including cultural 
diversity network, Kaleidoscope, 
which aims to celebrate cultural 
diversity and provide BAME 
employees with opportunities 
for learning and development. 

What happened?
Kaleidoscope welcomes 
members from all backgrounds 
and demographics. It is 
governed by Terms of Reference 
agreed with the Head of 
Diversity and Inclusion and a 
committee of members drawn 
across the organisation. 

L&Q support Kaleidoscope by:

• Providing a £10,000 budget, 
which is held and distributed 
by the Committee to support 
their key objectives. 

• Providing the Chair with 
dedicated time away 
from their day job to 
concentrate on their 
network commitments (three 
calendar days per month)

• Recognising and rewarding 
the Chair for their role 
through the annual 
appraisal process. 

• Providing Executive 
sponsorship. Kaleidoscope is 
sponsored by Fiona Fletcher-
Smith, Group Director for 
Development and Sales, who 
advocates for the group and 
negotiates access to people 
and resources. Kaleidoscope 

are also sponsored by 
Lukman Ahmed, PRS and 
Commercial Director from 
our Senior Leadership Group.

• Providing a platform at 
Executive Group and 
Group Board meetings.

• Providing access to L&Q 
corporate resources, such 
as meeting rooms or event 
spaces, or the expertise 
of specialists such as the 
Communications team.

• Providing specific training for 
members, such as how to 
effectively support individuals 
who have experienced 
bullying and discrimination. 
L&Q also delivers workshops 
to all the network Chairs 
to support them in 
areas such as objective 
setting and directing the 
work of the network. 

• Providing indirect line 
management from the Head 
of Diversity and  Inclusion, 
providing the pastoral 
support and guidance that a 
line manager would provide 
in a regular work team.

What was the 
outcome? 
Over the past year, Kaleidoscope 
has delivered workshops 
for members focussed on 
confidence building and 
networking skills, and career 
progression advice. This has gone 
hand in hand with L&Q’s talent 
management strategy which aims 
to improve progression of BAME 

talent within the organisation. 

The group has also undertaken 
a cultural diversity survey among 
staff, providing a valuable 
addition to the data L&Q hold 
on the lived experience of BAME 
colleagues at L&Q. In addition, 
Kaleidoscope have held a 
range of events to celebrate 
Eid, Black History Month and 
Inclusion week and have 
been shortlisted in the Staff 
Network Group category at the 
Investing in Ethnicity awards. 

BAME Staff Networks - Kaleidoscope
Key themes: Staff networking, celebrating diversity and creating opportunities 
for learning and development 

What they said?
Elaine Lewis - Chair of 
Kaleidoscope said: “Our aim 
is to create an environment 
where everyone is treated 
fairly and with respect, 
regardless of what their cultural 
background is. We want to be 
a fully inclusive organisation 
where everyone can feel 
confident about bringing 
their whole self to work.”

Fiona Fletcher-Smith - 
Executive Sponsor of 
Kaleidoscope said: “Our 
staff networks are a crucial 
part of our inclusive culture, 
holding up a mirror for the 
organisation and ensuring our 
work on diversity and inclusion 
is targeted in the right way. 
The networks provide a voice 
for different groups of people, 
and sponsoring Kaleidoscope 
has helped me understand 
the experiences of different 
colleagues across L&Q.”
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What’s the story?
Notting Hill Genesis’  (NHG) 
BAME staff network group 
Cultural Energie organised a 
series of career workshops. 
Since attending the sessions, 
a number of participants 
reported successfully using 
some of the content when 
applying for new roles.

What happened?
Cultural Energie, NHG’s BAME 
staff network, have an action 
plan based around four pillars: 
culture, career, networking 
and mentoring. In response 
to the priorities identified by 
their members, they organised 
a career workshop hosted by 
Maame-Yaa Bempah, Financial 
Services Director at NHG.

The workshop covered the 
NHG recruitment progress, 
interview preparation and 
mentoring; aligning with three 
of Cultural Energie’s four pillars. 
The underlying theme of the 
workshop was empowerment, 
with staff encouraged to define 
their own goals and take the 
lead on their development. 

Attendees were told “Your career 
progression is your business, 
others can support you, but it is 
your job to direct and steer your 
career where you would like to 
take it. Now is the time to learn 
an important life lesson - you own 
your career; not your employer 
and not your manager.  At the 
session Maame-Yaa will help you 
put this mantra in to practice.” 

A second session was organised 
as a result of highly positive 
feedback from attendees.

What was the 
outcome? 
Since attending the sessions, a 
number of attendees reported 
successfully using some of the 
strategies described during 
the careers workshop, both in 
applying for new roles and in 
interviews, and have secured 
new positions as a result.  

Furthermore, individual 
attendees have taken the 
initiative to arrange follow up 
meetings, which has helped 
them to develop their career 
aspirations, and map a path 
towards achieving their targets. 

BAME Careers Workshop
Key themes: Empowerment, interview preparation and mentoring, staff networks

NHG employees participating in a BAME careers workshop

What they said?
One attendee said: “I found 
the session really useful and 
it has definitely given me 
some food for thought when 
preparing for interviews.” 

Members of Cultural 
Energie’s Steering Group 
also commented that it 
was “enlightening” and an 
“engaging and positive session 
that staff found helpful.”

Reflecting on the event, 
Maame-Yaa said: “I was 
delighted to be involved 
in delivering a programme 
which supports the diverse 
group of staff at Notting Hill 
Genesis. Recognising the 
value and importance of an 
inclusive workforce is crucial 
for organisations which are fit 
for the future, and I’m pleased 
to see the commitment to 
this initiative at all levels 
within Notting Hill Genesis.”
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What’s the story?
Peabody have launched an 
innovative pilot programme 
which turns the traditional 
mentoring experience on its 
head. Board members and the 
senior leadership team are 
paired with junior staff to mentor 
them on diversity and inclusion.

What will happen?
In 2020, Peabody will be piloting 
a new reverse mentoring focused 
on diversity and inclusion - 
nine mentees are a mix of 
the Board and senior leaders. 
Mentors will be drawn from 
junior ranks across the business 
and will mentor senior leaders 
to learn more about diversity 
and inclusion issues based 
on their lived experiences.

All pairs will be expected to meet 
a minimum of three times: 

1. Getting to know one 
another: Mentees are 
invited to share their goals 
for the programme.

2. Diversity and inclusion in 
the workplace: Mentors are 
encouraged to reflect on 
their own work experiences, 
in particular any challenges 
they’ve faced which have 
been directly related to 
issues of diversity and 
inclusion. Mentees are 
encouraged to reflect on how 
their mentor’s experiences 
could relate to broader 
systematic or institutionalised 
practices that disadvantage/

advantage particular groups.

3. The power of the arts: Prior 
to this meeting, mentors 
will assign their mentees a 
‘homework task’ to either 
watch a film or read a book 
which they feel will aid in 
their learning. The purpose 
of this this meeting will be 
to reflect on the issues and 
themes explored in the 
book or film, and to share 
personal reflections. 

4. Optional - Getting out of 
your comfort zone: Mentors 
will invite their mentees to 
participate in an activity that 
they feel will help them to 
learn more about the specific 
diversity and inclusion area 
that they are focusing on. 

Participants’ experiences 
will be captured via online 
surveys and focus groups to 
evaluate the effectiveness and 
impact of the programme. 

What are the 
expected outcomes? 
The goal is to support senior 
leaders to learn more about 
the challenges faced by people 
who identify as a minority, or 
about lived experiences that are 
markedly different to their own. 

Expected outcomes include: 

1. Expanding mentees’ 
knowledge of specific 
diversity and inclusion areas 
to inform more effective and 
empathetic decision-making.

2. Support Peabody senior 
leaders to be more 
visible role models in 
improving workplace 
diversity and inclusion.

3. Build mentors’ confidence 
to share their experiences 
and to support others 
(particularly those in 
positions of influence and 
authority) to learn more 
about diversity and inclusion.

4. Foster greater empathy 
between senior leaders and 
employees at all levels.

5. Reinforce a culture of 
inclusion at Peabody where 
everyone’s experiences 
are valued, regardless 
of their background or 
level of seniority.

The evaluation outcomes 
of the pilot will be key to 
determining the impact and 
sustainability of the programme. 

Reverse Mentoring Pilot
Key themes: Mentoring on diversity and inclusion, innovation, junior staff as 
experts, senior staff as learners 

What they said?
David Lavarack – Executive 
Director of Corporate 
Services and mentee – 
said: “We know that learning 
never stops, not even for 
senior leaders at Peabody. 
I’m really looking forward 
to being in the learning 
seat and to experiencing 
diversity and inclusion from 
a whole new perspective.”

Deirdre Moss (right) Peabody Board member and Reverse Mentoring mentee
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What’s the story?
Southern Housing Group 
(SHG) formed their first BAME 
network in late 2019. The 
purpose of the network is to 
provide colleagues from Black, 
Asian and minority ethnic 
backgrounds with a space to 
share experiences and help the 
organisation understand where 
there are potential barriers 
in the workplace including 
recruitment, career development 
and career progression.

What happenned?
SHG understands how 
important it is to have a culture 
where diversity is valued, and 
individuals feel comfortable 
bringing their whole selves to 
work. One of the key strands 
of SHG approach has been to 
establish a range of networks 
to help support and encourage 
colleagues to contribute and 
share experiences and to 
work together to make SHG a 
more inclusive place to work. 

What were the 
outcomes? 
SHG’s BAME Network is a group 
of SHG colleagues who are 
working with the Group to create 
a culture and environment where 
BAME talent is nurtured and 
retained. The BAME Network 
is sponsored by our Chief 
Executive, Alan Townshend. 

The main areas of focus 
for the network are;

• Community – create a safe, 

supportive and trusted 
space for colleagues, 
offering peer support and 
networking opportunities.

• Develop – explore ways 
to help BAME colleagues 
reach their full potential.

• Educate – establish a 
supportive work network for 
learning and professional 
development.

• Work together – share 
information, and encourage 
visibility of data and cross 
departmental working.

Despite being newly formed, the 
Network have hosted a number 
of events to raise awareness, 
highlight challenges faced by 
BAME colleagues and gather 
feedback more widely across 
the Group to identify potential 
barriers within our processes 
and develop effective solutions. 
The Network has also joined 
UNIFY to ensure we can learn 
from other housing providers 
and share best practice. 

The founder members of the 
BAME Network also took the 
lead on promoting Black History 
Month across the Group in 
October 2019. This comprised 
a range of different events, film 
screenings, book club activity 
as well as a visit to Somerset 
House and colleagues from 
across the Group were invited to 
get involved or learn something 
new about Black History.

The BAME Network is also 
working with SHG’s Learning 

and Development team to 
develop an internal coaching and 
mentoring programme tailored 
specifically for BAME colleagues 
as well as a programme of events 
to develop colleagues’ skills, 
experience and confidence with 
role applications and interviews.

Creation of first BAME Network
Key themes: Staff networking, sharing experiences, creating opportunities for 
learning and development

What they said?
Whitney Wilkinson Carr – 
Deputy Company Secretary 
- said: “I wanted to help set 
up the BAME Network to 
promote the development to 
BAME colleagues, encourage 
cultural celebration, and 
work towards improving 
the diversity of our senior 
management and leadership. 
We now have core members 
dedicated to furthering our 
objectives, and I am excited 
for the network to grow.”

June Heslop - Co-Chair of the 
network - said: “I am delighted 
to take on this role and my 
appointment is something of 
an achievement for myself and 
the Group as it aims to increase 
equality, inclusion and diversity 
amongst its employees. We’re 
working with members to learn 
“how to step into their own 
power” and are working with 
Unify, the Group’s ED&I lead 
and members to create routes 
into coaching, mentoring, 
sponsorships and career 
opportunities. I look forward 
to working with this energetic 
and innovative community 
whilst helping colleagues 
to fulfil their potential.” 

Diversity Champions Conference
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What’s the story?
One Housing has adopted 
diversity focused recruitment 
practices including mandatory 
unconscious bias awareness 
training for recruiting 
managers, and adoption 
and implementation of the 
‘Rooney Rule’ for recruitment 
to all posts at head of 
department level and above.

What will happen?
In redeveloping their approach 
to recruitment, One Housing 
incorporated a focus on diversity 
and inclusion. One key element 
was the launch of mandatory 
Unconscious Bias Awareness 
workshops for all hiring 
managers, with a specific focus 
on recruitment decision-making.

Through these workshops One 
Housing have been able to make 
their hiring managers more 
aware of their unconscious 
biases and how they may impact 
upon hiring decisions leading 
to disadvantage for BAME 
candidates. The workshops also 
provided delegates with tools 
to adjust automatic patterns 
of thinking and reduce or 
eliminate potential discriminatory 
behaviours when recruiting.

Alongside these workshops One 
Housing have also adopted the 
‘Rooney Rule’ for recruiting to 
positions at head of department 
level and above. The ‘Rooney 
Rule’ is a form of positive 
action aimed at minimising the 
disadvantage that BAME and 
female candidates face when 

applying for leadership positions. 

In practice, One Housing’s 
adoption of the rule ensures 
that candidates who meet 
the requirements for a 
role and are BAME and/
or female are automatically 
progressed to the next stage 
of the recruitment process. 

What are the 
expected outcomes? 
In the fifteen months since the 
Unconscious Awareness Bias 
workshops launched, 236 of One 
Housing hiring managers have 
attended them, and they now 
form an integral part of their 
ongoing manager development 
programme. Hiring managers 
participated enthusiastically, 
with transparent and open 
peer discussions allowing 
honest considerations of how 
implicit biases might influence 
their recruitment decisions 
and the disadvantage this 
creates and reinforces for 
BAME and female candidates.

Delegates to unconscious bias 
workshops were surveyed 
to understand the impact 
the workshops had on their 
approach to recruitment. Hiring 
managers reported an increased 
understanding of unconscious 
bias and its implications when 
recruiting, as well as feeling 
better able to identify biases 
and use the strategies they 
learned to mitigate their impact.

In the period since implementing 
the Rooney Rule, One Housing 
have initiated 28 recruitment 

campaigns to senior leadership 
positions and 60 BAME and/
or female candidates being 
automatically progressed to the 
next stage in the recruitment 
process, including to interview. 
By applying the rule, One 
Housing has increased diversity 
in key leadership positions 
and eliminated some of 
the disadvantage faced by 
candidates in an unmodified 
recruitment process.

One Housing’s senior 
managers are becoming more 
representative of their wider 
workforce with 31% BAME 
representation and 45% 
female representation at this 
level of their organisation.

 

Approaches to recruitment
Key themes: Unconscious bias awareness, positive action, the Rooney Rule 

What they said?
Lennox Thomas – Training 
Design and Delivery 
Partner – said: “During the 
unconscious bias workshops 
managers were highly engaged 
and willingly participated in 
open and honest discussions. 
It’s clear that a commitment 
to change and develop 
positively forms the heart of 
One Housing’s approach to 
diversity and inclusion, and this 
is not designed to tick a box.”

One Housing Hiring 
Manager - said: “The workshop 
has helped me to understand 
how far-reaching the impacts of 
unconscious bias can be, and 
will challenge me to be more 
objective in my recruitment 
decision making in future.”
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What’s the story?
By agreeing clear ambitions 
and developing targeted 
recruitment campaigns Optivo 
has succeeded in making its 
board more representative of 
the communities it serves. On 
BAME inclusivity, Optivo’s board 
is now broadly representative 
of its residents – 30% of the 
board is BAME, compared 
to 29% of residents.

What happened?
When Optivo was created in 
May 2017, the new board set 
an ambition of improving the 
diversity of the board and 
committees. From day one of 
the new organisation, at least 
50% of those recruited to the 
board and its committees had 
to have one or more of the 
protected characteristics set 
out in the Equality Act 2010.  

Optivo designed a targeted 
recruitment approach to identify 
areas of underrepresentation 
and pro-actively encourage a 
diverse range of applicants. 
The representation of those 
with protected characteristic 
among Optivo’s tenants and 
shared owners was mapped and 
compared to representation 
at board level. This helped to 
identify strands of diversity that 
needed particular attention. The 
underrepresentation of BAME 
communities on Optivo’s board 
was identified as a key area. 

Driven by the board’s 
ambition and informed by 
this data analysis, Optivo’s 

governance staff worked with 
the communications team and 
external recruitment agencies 
to design targeted campaigns. 

What were the 
outcomes? 
Optivo has far exceeded 
its target of 50% of new 
governance appointees being 
from protected groups. Current 
performance is around 80%.

Optivo has greatly improved 
the diversity of its board and 
committees across the range 
of equality strands. Optivo’s 
board is now 30% BAME, 
which shows what a difference 
targeted recruitment can make. 

Optivo acknowledge that 
there is still progress to make 
in order to ensure the board 
is truly representative of the 
communities they work in. 
Shifting diversity through 
recruitment is an incremental 
process but as vacancies have 
arisen, the board’s policy has 
been pursued with positivity, 
creativity and determination. 

This has changed the way Optivo 
recruits in several ways. When 
a recruitment campaign has 
failed to attract a diverse pool 
of candidates, the board has 
challenged staff leading the 
recruitment exercise to go back 
out to the market and try again. 

Optivo have also changed their 
overall approach to recruitment, 
recognizing that truly inclusive 
hiring doesn’t stop once a 
candidate is appointed. To 

ensure that appointees from a 
wide range of backgrounds are 
able to contribute to Optivo with 
confidence, they developed a 
package of bespoke induction 
and mentoring for new recruits. 

Ultimately, Optivo believe that 
they make better decisions 
because of the increased 
diversity of their board. 

What’s next?
Optivo’s strategic plan 2020-
25 comes with the same 
50% target for governance 
recruitment. The board has 
made clear their commitment to 
continuing to improve diversity. 

Optivo have recently re-
done the diversity analysis of 
their residents compared to 
the board and committees. 
This has identified diversity 
gaps, alongside skills gaps 
assessed through competency 
analysis of the board. 

Optivo’s governance team will 
continue to report regularly 
to the People, Governance 
and Remuneration Committee 
of the board, who scrutinize 
recruitment and the board 
will continue to challenge 
the organisation to find new  
ways to exceed the target. 

This is a one team effort, with 
staff and board members 
working together to improve 
diversity at board level. Optivo 
are committed to this and see 
every governance vacancy as 
an opportunity to get closer to 
being truly representative.

Diversity at Board level
Key themes: Board diversity, targeted recruitment, representing communities

Optivo believes that they make better decisions because of the increased diversity of 
their board
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About the G15 

The G15 is the group 
of London’s largest 
housing associations. 

We’re the collective 
voice of some of the 
leading organisations 
in the housing sector. 

Our members house one in ten 
Londoners and are the largest 
providers of affordable homes in 
the capital. We build a quarter of 
all London’s new homes and own 
or manage more than 600,000 
homes. 

Housing associations were set 
up to support people in housing 
need and this remains at the 
heart of everything we do today. 

We’re independent, charitable 
organisations and all the money 
we make is reinvested in building 
more affordable homes and 
delivering services for our 
residents. 

Each G15 member is different, 
but we’re all striving towards 
the same goal – to help solve 
the capital’s housing crisis and 
improve the lives of Londoners.



www.G15.london
G15@networkhomes.org.uk

@G15London


