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The G15 Diversity Pledge: One Year On 
It’s been one year since the Chief Executives of London’s 12 largest housing associations 
came together to sign the G15 Diversity Pledge, committing each of its signatories to 
make meaningful progress to better reflect the ethnic diversity of the communities they 
represent – particularly at senior managerial, leadership and board levels. 
The past year has been one of change and uncertainty. As a sector, we have faced major 
new challenges as we’ve steered our organisations through remote working and adapted 
our services to support London’s communities. As providers of 1 in 10 London homes, 
we have all witnessed the disproportionate impact of the pandemic on ethnic minority 
communities and the need for continued and strengthened work to address structural 
inequalities in the UK. We also felt the impact of the tragic murder of George Floyd in 
May 2020 and subsequent reinvigoration of the global Black Lives Matter movement. This 
provided a stark reminder of the systemic racism that persists across the world, including 
in the UK, and the need for organisations to seriously reflect upon how we can play our 
part in making real, lasting change. 
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. We play a key role in 
supporting diverse and inclusive communities; from the homes we build and maintain, to 
the work we do across our communities. Our work during the pandemic has shown just 
how deep our connection with communities runs and, as we look towards recovery, we 
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. This ambition extends 
to taking an active role in tackling the structural inequalities that affect many of our 
residents and colleagues - from race and ethnicity, to gender, disability and deprivation. 
Since the G15 Diversity Pledge was signed, we have set in motion a number of initiatives 
aimed at improving ethnic diversity at senior level, including a review of approaches to 
recruitment and the launch of the Accelerate leadership development programme, which 
aims to nurture existing black, Asian and minority ethnic talent within the sector. The 
proportion of ethnic minorities represented on our boards has increased from 14% in 
2019 to 20% in 2021. If there’s one thing the events of this year have taught us however, 
it’s that there is far more work that needs to be done.
This booklet summarises progress made since April 2020 
but we are by no means finished, and remain committed 
to our original ambitions of becoming more visibly diverse 
at all levels of our organisations, collaborating to invest 
and support ethnic minority talent, and to celebrate the 
achievements of our ethnic minority colleagues. 
Through collating these case studies, we want to celebrate 
the collective progress G15 members have made against 
these pledges and renew our commitment to driving 
further change in embedding inclusivity into the sector’s 
culture at every level. If we want to see a stronger and 
fairer London emerge from the pandemic, we must first 
look within our organisations to create representative 
leadership that can effectively support the diverse 
communities we serve. 
Geeta Nanda OBE
Chief Executive, MTVH
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G15 pledge on BAME diversity

We commit 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 on our 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 are tangibly closing the gap. 

We will collaborate to invest and support our BAME talent

• We will launch the G15 Management and Leadership Academy that will invest 
and support existing staff so that we have a pipeline of talent 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 what they need to 
achieve further success.

We will celebrate our achievements

• We will annually recognise BAME achievements and successes.
• We will promote talented BAME role models to encourage future influx of talent. 
• We will each seek out a BAME ‘reverse mentor’ to help develop our own 

understanding of ethnicity and disadvantages that minorities can face, enabling 
us to lead our organisations more effectively and remove barriers.   
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We commit that 30 per cent of G15 board members will come 
from ethnic minorities by 2025
A fundamental part of the pledge was a collective commitment to improve the diversity of 
our collective boards to achieve 30 per cent from ethnic minorities1 by 2025. According to 
the latest data we have collected this currently stands at 20 per cent. At the point in time 
this work was initiated (February 2019) the proportion was 13 per cent. On that basis, 
whilst there is still much more to be done, we are on track to achieve the 30 per cent 
target before 2025 and if progress is sustained could expect to be at a higher proportion 
by that date.

We have also calculated, using Statistical Data Returns from 2020 and the 2011 Census, 
the stock-weighted average of people from ethnic minorities in the local authority areas 
where G15 homes are located. As part of our data collection exercise we also collected 
the proportion of the G15 workforce from ethnic minorities, the proportion of G15 
managers from ethnic minorities and the proportion of G15 executives from ethnic 
minorities. These are presented in the table below alongside the proportion of G15 board 
members from ethnic minorities.

Ethnic diversity 
of communities

Ethnic diversity 
of workforce

Ethnic diversity 
of managers

Ethnic diversity 
of executives

Ethnic diversity 
of Boards

31.66% 34.23% 24.97% 15.57% 20.00%

We will publish this data, alongside progress against other pledges, on an annual basis 
through to 2025. 

1 For the purposes of this target and associated data collection exercises ethnic minority has been defined 
as anyone defining themselves within the ethnicity categories of Asian or Asian British, Black or Black British, 
Mixed or multiple ethnicities and Other ethnic group.
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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.
Collective action - G15 Accelerate Programme

What’s the story?
The first cohort of G15 colleagues are currently undertaking training as part of the G15 
Accelerate Programme, a Chartered Management Institute (CMI) leadership development 
programme for managers from diverse backgrounds who are looking to accelerate their 
career trajectory. 

What happened? 
In October 2020, 66 participants were selected for the programme. The course runs over 
18 months and includes monthly masterclasses led by CEOs and senior leaders from 
across the housing sector. It is an opportunity for talented people to come together for 
reflection, coaching and challenge. 
The programme begins with participants analysing their feedback from the leadership 
assessment completed as part of the selection process and considering their own 
personal and professional competencies. Delegates also learn how to influence an 
organisation’s strategic direction and successfully deliver strategic risk management. The 
programme closely involves senior leaders from across the G15 to support a process of 
cultural change and address societal barriers to racial equality. 

What were the outcomes?
The first cohort of participants are now eight months into their training. Reflection 
exercises have revealed the following key outcomes so far: 
• Participants understand the importance of making critical decisions at pace, trusting 

their instincts and using team expertise to enable informed decisions at the right time. 
• Realising they do not have all the answers, participants are developing a greater 

understanding of the value of a team and building trusting relationships over 
time. This is aligned with understanding their own style of leadership and levels of 
vulnerability. 

• Participants have gained clarity on their expectations for future roles. They are 
reflecting on the vision of their organisations and how they can contribute more 
strategically.  

What did participants say? 
Ranjit Kaur, Procurement Lead, Performance, Assurance & Operations at Clarion 
said: “I find the masterclasses extremely inspiring and very easy to understand and 
connect with. One thing which I will take back to my job is that engaging with as many 
people as possible on what you are trying to achieve provides not only greater insight on 
things you may not be aware of, but also creates empathy and trust for your cause”. 
Biola Aleshe, Registered Service Manager, Learning Disabilities at Peabody said: 
“I have learnt how resilience is an important trait that can be learned and applied when 
going through any difficult experience. I have refocused my goals and will implement what 
I have learned in the session to find solutions for change in my service area.”

We will develop a ‘talent roster’ for ethnic minority colleagues, 
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Cameron Croxson, 
Resource 
Planning & MI 
Manager at L&Q

Sheree Hall, 
Neighbourhoods 
Manager at Peabody 

Accelerate Programme participants



8 The G15 Diversity Pledge: One Year On The G15 Diversity Pledge: One Year On  

We will develop a ‘talent roster’ for ethnic minority colleagues, 
accompanied by a plan for progression, developed with the 
individual based on what they need to achieve further success
Network Homes - HARTBeat Springboard 
Programme 

What’s the story? 
In 2020 Network launched their latest HARTbeat stream – Springboard, a development 
programme ring-fenced to multicultural colleagues who want to build their confidence in 
a safe environment and address imbalances in the organisation’s workforce. 

What happened?
Network’s HARTBeat Springboard programme is based on the 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. This 18 month long programme 
provides a safe and empowering environment for ethnic minority colleagues to develop 
skills, build confidence and establish a platform from which to complete 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 progress has been made? 
Network’s first cohort of 12 employees started the programme in January 2020 and they 
are now on phase 2 of the programme.  Participants recently took part in the ‘BAME To 
Leadership’ Conference by Dods Group PLC which focuses on enhancing the capabilities 
& leadership opportunities for Black, Asian & Ethnic Minority colleagues across the Civil 
Service and wider public sector.
In April 2021, the Springboard cohort started their reverse mentoring journey with the 
Executive and Senior Management Teams. This initiative is set to bring together the top 
and lower layers of Network Homes to engage in conversations where individual skills, 
knowledge and perspectives build a collective intelligence to guide Network’s ways of 
working. 
What did our colleagues say? 
Christine Kiwanuka, Scheme Manager said: “The BAME To Leadership’ workshops 
bought to life that we need to understand other people’s map of reality, listen at a deeper 
level and deal with facts and not fiction.” 
Gillian Small, Customer Services Advisor said: “My key motivation for the reverse 
mentoring is for us all to connect as one team, with everyone continuing to work 
and grow together to promote inclusion and diversity. Having this strong field of 
communication will invoke confidence from the front line to the very top.” 
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HARTBeat Springboard logo

HARTBeat Springboard participants 
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Metropolitan Thames Valley Housing 
(MTVH) - Black on board

What’s the story?
In January 2021, Metropolitan Thames Valley 
(MTVH) welcomed a third cohort of 19 employees and customers to the Black on Board 
programme, a training course and community aimed at improving the racial diversity on 
Governing Boards of organisations across the UK.

What happened? 
MTVH were the first member of the G15 to participate in the Black on Board programme 
back in 2019. The programme is delivered by race equality charity Olmec and is aimed 
at people from black, Asian and minority ethnic backgrounds – a demographic nationally 
underrepresented 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. To date, 75% of Black on Board attendees 
have been successful in achieving board positions.  
The first cohort of MTVH participants graduated in 2019. After completing five months 
of training, Graduates of the programme were successful in securing positions 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.
Since then, the organisation has opened up the training to MTVH employees and 
customers at all stages in their careers for a second and third cohort. In January 2021, the 
third cohort of MTVH participants began their training.

What were the outcomes?
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. 
For example, cohort two graduate Nichola Raffell, a Housing Service Manager at MTVH 
attributes a six month traineeship at the Disclosure and Barring Service she secured 
following Black on Board to the knowledge she gained from the programme. This 
opportunity has enabled her to develop new skills which will support her in her current 
role and future career aspirations. 
Participants felt that the sense of community fostered during the programme was 
one of the most valuable aspects of the programme. The Black on Board Community 
was founded by graduates of the programme who were positively affected by the 
training, including People Project Manager at MTVH, Chana King. It aims to address 
underrepresentation at board level through networking, peer support and building an 
empowered, confident Black on Board community.  

What did participants say? 
Chana King, Black on Board Graduate and People Project Manager at MTVH said: 
“The format of the programme is unlike any other I have encountered. Homework is not 
optional. Yes, it is hard to fit everything in, however to succeed, you must. I now have a 
great network to call on for expertise and guidance, I have made some friends and been 
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open with people in a way I never thought possible. The experts you have access to in the 
sessions is incredible. Influencers and change makers. You cannot get close quarters to 
people like that anywhere else in quite the same way.”
Gold Miller, Black on Board Graduate and Operations Manager for Supported 
Housing South London said: “Black on Board programme was a professional lifeline at 
a time I was feeling very low and disjointed, given Covid lockdowns, Black Lives Matter 
and the death of George Floyd. The programme offered opportunity to reflect, reconnect 
with self and regain my confidence. It is so empowering that I have applied for new roles 
within the organisation after six years in current role.”

Black on Board Graduation Ceremony 
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Southern Housing Group – Inclusive Training and Development  

What’s the story?
Southern Housing Group have worked with Diversity 
Network Chairs, who represent and champion colleagues 
on Age, Ethnicity, Disability, LGBTQ+, Parents and Carers, 
and Women, to ensure that training and development 
interventions are tailored to meet their specific needs and 
promote inclusive practice.

What happened? 
The organisation has worked closely with Ethnic Minority Network Chairs to support the 
Leadership 2025 pledge to increase the representation of ethnically diverse leaders. 
Southern Housing Group’s ethnic minority network has worked closely with HR to 
provide colleagues with leadership development opportunities including supporting four 
colleagues on the G15 Accelerate programme. The Executive Team (and other senior 
ethnic minority colleagues) have all signed up to be sponsors for participants from other 
G15 organisations to mentor and support them through the programme. In addition, 
Southern Housing Group have been actively involved in working with UNIFY on the 
Leadership NOW programme in partnership with Gatenby Sanderson. 
This activity is rooted in Southern Housing Group’s approach to recruitment which aims 
to achieve more diverse representation and ensure managers at all levels demonstrate 
effective leadership that promotes equality, diversity and inclusion through their 
behaviours and day-to-day decision making.

What were the outcomes?
As part of this approach, Southern Housing Group created a survey to gather feedback 
on the development needs of colleagues in our networks, which will be used to create 
development interventions that support those needs. The feedback generated included 
activities such as mentoring, coaching, and job shadowing. 

What did participants say? 
June Heslop, Southern Housing Group’s Ethnic Minority Network Chair said: “It is 
great that I have been able to be part of the Group developing this initiate. There is a 
desire for a wider range of development and progression opportunities and Leadership 
Now is a great network event for BAME colleagues who want to be encouraged and 
supported to achieve their future goals”.
Alan Townsend, South Housing Group’s Chief Executive said: “It is really important to 
me that we address the under-representation of ethnic minority colleagues at the most 
senior levels of the Group. One of our key corporate plan measures over the coming 
years is to work towards achieving the 30% ethnic minority representation at Board and 

Southern Housing’s 
Diversity Network 
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We will each seek out a reverse mentor to help develop our own 
understanding of ethnicity and disadvantages that minorities face, 
enabling us to lead our organisations more effectively and remove 
barriers.
Network Homes - Reverse mentoring 

What’s the story?
Helen Evans, Network’s Chief Executive and current chair of the G15, has been 
undertaking reverse mentoring sessions with Shannice James-McFee, a Marketing and 
Lettings Manager in Network’s Intermediate Rents team. 

What happened? 
As part of the G15 diversity pledge, signed in March 2020, the chief executives of G15 
member organisations committed to seeking out a reverse mentor, to help them develop 
their own understanding of the disadvantages faced by minorities, and ultimately allow 
them to address these disadvantages within in their organisations.
Helen and Shanice begin their mentoring sessions back in July 2020 and met every 4 -6 
weeks. It was a new experience for them both.  Shannice admits she was a little nervous 
to begin with, but from the first session she felt immediately at ease: “I realised that even 
though there is a difference between us in terms of seniority, we both share a passion for 
moving things forward, understanding what’s going wrong and what needs to change”.
For Helen, the relationship provided a chance to explore why, despite there being a lot of 
talk about the need to improve diversity in the sector over the years, there hasn’t been as 
much progress as she would like to have seen. She explains, “What we had done wasn’t 
enough, and something else needed to happen. This was an opportunity to explore what 
that might be and what was making all of the good intentions that people have had over 
the years, not translate into more tangible change”.
While the sector and organisational pledges are important, for real change to happen 
Helen believes leaders also need to take a more personal approach: “As a leader of an 
organisation you need to look at yourself first and ask yourself what am I doing to lead 
the organisation though these issues and difficulties we are facing?”.  The mentoring 
relationship provided a safe space to get this level of insight, without having to worry 
about the positional pressure. As Helen puts it, “There was just one agenda - to help me, 
Network and everyone who works there navigate through some of these discussions. And 
if I’m understanding things better, hopefully this will translate into a better outcome for 
Network”.  

What were the outcomes?
Looking back on her role as mentor to the chief executive, Shannice feels her confidence 
has grown and as a result, it’s helped her to understand the steps she needs to take to 
achieve a more senior position. She is also pleased with the part she’s been able to play 
in helping to bring about change.  
Beyond the personal growth that both Helen and Shannice say they have experienced 
from reverse mentoring, there have been some other positive wider impacts. Shannice 
says it has opened her eyes up to having more conversations with friends and colleagues 
who are not from minority ethnic groups on issues being experienced by these 
communities: “We’re not having these conversations enough and we need to be having 
more of them – not just in the workplace but with our friends and family too. If I can have 
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this conversation with my chief exec, what can’t I have it with others?”
Network Homes has now introduced its own reverse mentoring scheme as part of its 
‘Springboard’ programme, which is an internal development scheme aimed at addressing 
imbalances in the workplace and a key element in Network’s 10-point plan for improving 
diversity, equality and inclusion. 
While their formal mentoring relationship may have come to an end, both Helen and 
Shannice agree they will still try to meet again in future. Reflecting on the journey, 
Shannice says “I’ve found it so valuable and such a fantastic experience. We were able to 
be really open and learn a lot”.

Shannice James-McFee, a Marketing 
and Lettings Manager 

Helen Evans, Network Homes Chief 
Executive and G15 Chair 
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Optivo – Reverse Mentoring 

What’s the story?
Since June 2020, Optivo’s been piloting a reverse mentoring 
scheme. Christianah Afeniforo, Projects and Support Manager in 
Optivo’s Commercial Services team and Chair of the organisation’s 
staff diversity network, has been acting as a reverse mentor to 
Optivo’s Chief Executive, Paul Hackitt. 

What happened? 
As part of its commitment to delivering the G15 Diversity Pledge, Optivo’s been trying 
out new ways of embedding greater understanding of equality and diversity. The reverse 
mentoring initiative aims to increase awareness of the lived experience of ethnic minority 
colleagues; and to ensure the experiences of ethnic minority staff inform decision-making 
at the most senior levels of the organisation. 
Christianah feels the programme adds a valuable new dimension. “It’s good to be able to 
share the thoughts and feelings of the ethnic minority staff network group directly with 
Paul and talk about the barriers ethnic minority colleagues are facing. But it’s definitely 
a two way-street. Paul’s very animated and involved, so it’s great to share back with the 
group Paul’s ideas about changes that can be made.”
For Paul, the reverse mentoring’s given a different perspective on the experiences of 
ethnic minority staff. “I’ve learnt so much from the really honest conversations we’ve had 
about what the barriers are for ethnic minority colleagues. It’s helped me understand 
how staff are feeling about what’s happening in the wider world. And we’ve talked a lot 
about what this means for us as an employer and what ethnic minority staff want to see 
happen to make Optivo a truly inclusive organisation.”

What were the outcomes?
As well as creating greater understanding, Christianah and Paul both feel the 
conversations have led to some practical changes, which are starting to benefit ethnic 
minority staff.
Christianah believes that “We’re already seeing tangible benefits. The group shared 
concerns about unconscious bias in recruitment and now Optivo has moved to a blind 
application process, so staff shortlisting for vacancies no longer see names or CVs. We’ve 
also agreed that unsuccessful applicants should be able to get structured feedback, 
so they can learn and develop. These changes have left the BAME group feeling more 
inspired and heard overall.”
As well as changes to HR processes, the mentoring has led Paul to change the way 
decisions are made. “I’ve changed the Executive Team agenda, so we now start every 
meeting with feedback from my reverse mentoring and our five Equality and Diversity 
networking groups - BAME, Women at Work, LGBT, Multifaith and Well-being. It’s really 
important to have a two-way discussion, so every Executive Director attends a different 
group meeting and updates us and then we feed back to the networks how we’re picking 
up their issues.”
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What did our colleagues say? 
Paul Hackitt, Optivo’s Chief Executive said: “The mentoring has been a really important 
tool in my own learning and development. As leaders, we need to constantly reflect on 
how we can better understand our organisations. My mentoring’s been invaluable in 
giving me a new perspective on how ethnic minority colleagues experience Optivo and 
what we can do to bring down the barriers staff face.”
Christianah Afeniforo, Projects and Support Manager and Chair of Optivo’s staff 
diversity network said: “I’d definitely recommend reverse mentoring – it removes the 
hierarchy of engaging with senior managers and lets you express how you truly feel. I 
think it’s powerful for Paul to hear the experiences of ethnic minority staff directly, rather 
than through layers of management where things can get filtered out. It also sends a 
message that senior management care about promoting diversity and has helped build 
the confidence of ethnic minority staff.” 

Christianah Afeniforo, Projects 
and Support Manager and Chair of 
Optivo’s staff diversity network
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We will promote talented, diverse role models to encourage future 
influx of talent.
Hyde – Celebrating diverse role models  

What’s the story?
Hyde Housing have encouraged diverse role models to 
develop and share their learning through a variety of initiatives including the G15 
Accelerate programme, G15 BAME Speakers Panel and Future Leaders programme.  

What happened? 
Hyde has an on-going commitment to promoting diverse role models. In the past year, 
the organisation has done this through a range of activities including nominating seven 
staff to join the G15 BAME speakers’ panel, set up to ensure more diverse panels at 
sector events. The organisation’s lead HR Business Partner, Olukemi Jeboda, joined 
a panel at a recent Charted Institute of Housing conference in which she shared 
her thoughts on the topic “What do we need to lead the profession into the future?” 
Speaking about the need for the sector’s future leaders to be able to connect with our 
communities, champion inclusion and lead resiliently, Olukemi challenged today’s leaders 
to change their mind set and pave the way for the sector’s future leaders.
Hyde looks for opportunities to support, encourage and promote talented people 
from an ethnic minority background. Hyde has four candidates on the G15 Accelerate 
Programme, a development programme for ethnic minority managers looking to 
accelerate their career trajectory. Hyde also created an internal Future Leaders 
Programme in 2020 which included nine young ethnic minority staff. This programme 
and the participants were promoted through online storytelling to raise awareness of the 
programme internally and externally. 
During Black History Month, Hyde showcased the stories and career journeys of many of 
our ethnic minority colleagues to provide inspiration and promote positive role models 
across the organisation. Board member and Chair of Hyde’s remuneration committee, 
Elsie Akinsanya, shared her career journey and perspective on what it takes to be 
successful. Another story shared for International Women’s Day was that of Anjali Manoj 
Kumar, Hyde’s IT Director, who spoke of how she rose to be a senior Black woman in a 
traditionally male dominated profession.  

What were the outcomes?
There was an overwhelmingly positive reaction to these stories across digital platforms. 
In response, staff shared stories of their own role models from diverse backgrounds, 
ranging from friends and family to colleagues and public figures. Elsie’s story was shared 
on LinkedIn, receiving over 6k impressions and 145 reactions. 

What did our colleagues say? 
One participant of the Future Leaders workshop said: ‘I have thoroughly enjoyed the 
workshops and feel that they have been extremely beneficial to my development and 
learning. I have already started to implement some of the things discussed with positive 
results!”
Baroness Doreen Lawrence of Clarendon OBE said: “Over the last 50 years the Hyde 
Group has been providing affordable homes for Londoners and their families. They are 
now celebrating diversity and inclusion and supporting their ethnic minority staff.” 
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Elsie Akinsanya, Hyde Board Member
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Notting Hill Genesis - Leadership 2025 

What’s the story?
For the past two years, Notting Hill Genesis (NHG) has put forward 
candidates for Leadership 2025, a senior talent development 
programme. Sandip Shergill, Director of Procurement at NHG 
recently completed the programme and has shared his experiences 
with colleagues to encourage them to apply. 

What happened? 
Notting Hill Genesis encouraged colleagues like Sandip to apply for the Leadership 2025 
Programme, which aims to support and empower senior ethnic minority professionals 
within the housing sector. The programme is targeted at senior leaders and directors 
who are looking to move towards an Executive Board role. It lasts for nine months and 
involves reflective, peer group and practical learning, including academic classes. 
Sandip’s manager introduced him to the programme as he was looking to develop and 
operate at a more strategic level. Reflecting on his time on the programme, Sandip 
said: “I have found the programme to be really useful. The masterclasses went to heart 
of decision-making within the sector and opened my eyes to the wider corporate and 
strategic drivers that underpin many housing associations. The programme also taught 
me a lot about myself and to be confident in my own abilities, as well as providing me 
with an opportunity to reflect on how I could support my company beyond the sphere of 
my current role.”

What were the outcomes?
As a result of Leadership 2025, Sandip was able to build his profile within Notting Hill 
Genesis and the wider housing sector. The programme offered opportunities to write in 
sector journals such as Inside Housing and Housing 24 and to mentor ethnic minority 
staff, in order to develop the pipeline of talent coming into the sector. 
On completion of the Leadership 2025 programme, Sandip shared his experiences with 
other prospective applicants and encouraged them to apply. This resulted in Notting Hill 
Genesis’s Finance Director, Wasiu Fadahunsi, being accepted to this year’s cohort.  

What did our colleagues say? 
Sandip Shergill, Director of Procurement and Leadership 2025 Participant said: 
“The Leadership 2025 programme provides a fantastic learning experience, it combines 
academic learning, practical masterclasses and sector wide networking opportunities. The 
programme also acknowledged that as Directors, we are in a powerful position to drive 
and create the change ourselves and to lead by example, as well as supporting other 
ethnic minority colleagues as allies in the housing sector.”
Parris Litchmore-Bell, Diversity Transitional Project Manager said: “The death of 
George Floyd refocused the world’s attention on the complex topic of race, and like most 
organisations, NHG’s efforts to be a fair and inclusive organisation were scrutinised by 
staff and industry peers. By bravely welcoming scrutiny, creating space for challenge and 
courageous conversation before moving beyond discussion to tangible actions.”
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Sandip Shergill, Leadership 2025 Participant
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We will jointly work to create opportunities so that our existing 
talent can grow and develop. We will actively support our staff 
networks.
Peabody – Race Equality Network 

What’s the story?
In 2020, Peabody’s staff network groups worked collaboratively to support a wide range 
of diversity related programmes, including supporting a series of listening sessions to 
understand the experience of ethnic minority staff in the organisation.

What happened? 
Peabody sponsors four employee diversity networks - Race Equality/LGBTQ+/Family/
Gender. The groups are supported by the Head of Diversity and Inclusion and have a 
dedicated budget of £20,000 to enable them to provide resources, information, learning 
and support to our employees. Each of the networks have shared terms of reference 
and annual work plans focussed on raising awareness and embedding learning and 
understanding in relation to the areas of diversity they each represent.  
During 2020, Peabody’s networks have worked collaboratively to support a wide range 
of diversity related programmes. These include supporting an internal campaign to 
encourage more staff to provide their equality information and publicising and promoting 
UK and international diversity themed events.  Cross-collaboration and joint working 
is ensured through regular meetings with the chairs of each diversity network with the 
support of the Head of Diversity and Inclusion.   

What were the outcomes?
As a result of this collaborative approach, in 2020 Peabody’s Race Equality Network 
supported an extensive programme of work following the murder of George Floyd and 
the subsequent focus on Black Lives Matter. This included supporting a series of listening 
sessions to understand the experience of ethnic minority staff in the organisation. 
The outcomes of these sessions were used to help inform the priorities within the 
organisation’s 2021-2023 EDI Plan, which is an integral part of Peabody’s new Group 
Strategy. These EDI priorities include:
• Improving the ethnic minority representation of our senior leadership team
• Providing programmes to support the development and progression of ethnic 

minority employees
• Providing learning and development for staff at all levels to minimise discrimination.
Throughout 2020, Peabody’s Race Equality Network also influenced change in the 
recruitment policy to ensure more visibility in adverts for senior roles and a diverse panel 
at interview stage, launched the organisation’s first Black on Board cohort, and curated an 
extensive virtual programme celebrating achievements of black heroes from around the 
world, as well as interactive workshops around race, identity, organisational performance 
and inclusion.    

What did our colleagues say? 
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Ijay Onyechi, co-chair of Peabody’s Race Equality Network said: “As Co-chair of 
the Peabody Race Equality Network (PREN), I am incredibly proud of all the work that 
has been done by Peabody in providing programmes and supporting the talent of 
our ethnically diverse staff. PREN is committed to more diverse representation at the 
top, racial equality in the workplace and ensuring a fully inclusive environment where 
everyone is able, free, and willing to be their true selves. The Peabody Leadership team 
have shown their commitment to this agenda and we look forward to showcasing our 
future housing leaders!”
Shaun Kennedy, Head of Diversity and Inclusion at Peabody said: “Our Race Equality 
Network have led the way in helping Peabody meet its commitment to being a diverse 
and inclusive organisation. The network is seen as a source of expertise and guidance 
on how we can address racial inequalities in the workplace and network members have 
regularly contributed their time to support directorates right across the business.  Their 
support to me has been invaluable, the network is making a real difference and they have 
helped shape our diversity and inclusion priorities for the next 12 months and beyond.”

Peabody’s Race Equality Network 
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L&Q - Kaleidoscope 

What’s the story?
L&Q sponsors three staff networks including cultural diversity 
network, Kaleidoscope, which aims to celebrate cultural diversity 
and provide ethnic minority employees with opportunities for 
learning and development.

What happened? 
Kaleidoscope’s members aim to support the organisation in its anti-racism agenda and 
are guided by three key principles: Courage, Challenge and Change. Founded on the 
belief that it is the responsibility of all organisations to drive for change and commit 
to action, the group uses events, workshops and awareness campaigns to achieve its 
objectives.
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 through, amongst other things, providing a £10,000 budget; a 
Group Board, Executive and Senior Leadership Group sponsor; and specific training for 
members, such as how to effectively support individuals who have experienced bullying 
and discrimination.
In the past this support has enabled the group to run successful confidence building 
sessions, Black History Month celebrations and run a cultural staff diversity survey 
among, providing the organisation with valuable insight into the lived experience of ethnic 
minority colleagues at L&Q.

What were the outcomes?
Since the G15 diversity pledge was signed, Kaleidoscope held an event for Race Equality 
Week which involved a session providing colleagues with a safe space to discuss racial 
matters. The network has also recently sponsored UNIFY, the housing sector’s ethnic 
minority network, and ran a workshop addressing micro-aggressions, titled ‘Excuse me, 
Can I have a word’.
L&Q colleagues feel the network has been of great benefit in furthering the organisation’s 
diversity targets over the course of the year. Kaleidoscope will continue to provide 
networking opportunities for their members and provide a space in which staff can share 
their experiences and ideas so that we can learn and develop as a sector. 

What did our colleagues say? 
Elaine Lewis, Chair of Kaleidoscope, said: “Inclusion is one of our core values as we 
know that strength is drawn from our differences. We want to create an environment 
where everyone is treated fairly and with respect, regardless of their cultural background. 
Everyone should feel confident in their workplace.”
Fiona Fletcher-Smith, CEO and Executive Sponsor of Kaleidoscope, said: “Our staff 
networks provide a voice for different groups of people, and sponsoring Kaleidoscope 
has helped me understand the experiences of different colleagues across L&Q. We 
aim to attract talent from a variety of cultural backgrounds, including at Board level, by 
adopting targeted recruitment initiatives to attract talented ethnic minority applicants and 
by removing any unconscious bias from recruitment and selection processes.”
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From left to right: Elaine Lewis, Ramona Brown, Grace Ayemoba, 
Raja Kashif, and Maureen Martin
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We will annually recognise ethnic minority achievements and 
successes.
MTVH – Celebrating our Windrush 
history and showcasing ethnic minority 
talent

What’s the story?
To raise awareness of the history, culture and lived experiences of colleagues from 
under-represented communities, MTVH hold a series of annual celebration events, 
including Windrush Day, and raise awareness of the successes of ethnic minority 
colleagues.   

What happened? 
Windrush Day is a particularly important day for MTVH, as the story of the Windrush 
generation is a central part of the organisation’s history. More than 50 years ago, MTVH’s 
founder Lady Molly Huggins established a charitable organisation to provide safe and 
affordable homes for Windrush migrants. The values embedded in this heritage continue 
drive a commitment to people powered living today. 
To mark Windrush Day 2020, MTVH held a virtual programme of events for colleagues, 
many of whom have close connections to the Windrush generation. As part of this 
programme, the organisation launched a film about the story of how MTVH’s founders 
created an organisation to give people from the Commonwealth a new home and the 
chance to live well, which was attended by 300 colleagues. 
To mark the 10th anniversary of MTVH’s Migration Foundation, which aims to alleviate 
migration destitution and improve access to justice, this programme of events also 
spotlighted the organisations current work to support migrant communities. This 
included a virtual tour of Re-Start Point, MTVH’s first-of-its-kind service for destitute 
migrants in Derby, and an online cookery class led by Migrateful, a partner of the 
Migration Foundation. 
The organisation also celebrates the diversity of its colleagues and the communities it 
represents through holding a series of other annual celebration events, including marking 
Ramadan, Race Equality Week, Black History Month, and Diwali. MTVH’s ethnicity network 
group, WREN, is also working hard to raise awareness of ethnic minority successes and 
create more opportunities for development. 

What were the outcomes?
One MTVH role model is Jahanara Rajkoomar, who participated in the third cohort of the 
Leadership 2025 programme. Reflecting on her experience, she said “The programme 
allowed me to self-affirm and get a stronger voice so the barriers that I had experienced 
for most of my career could be exposed and brought down.” Jahanara now has a place 
on Inside Housing’s Race and Housing Panel, where she continues to use her platform to 
advocate for change. 
This year, MTVH’s ethnicity network group WREN plans to launch a ‘BAME spotlight stories’ 
campaign video to showcase and celebrate inspirational role models who are making a 
positive difference at MTVH. This storytelling series aims to bring to life and celebrate staff 
experiences and powerfully highlight the importance of inclusive leadership.  

https://youtu.be/i-itzAM0ZWc
https://www.mtvh.co.uk/news/celebrating-refugee-week-2020/
https://www.mtvh.co.uk/news/mtvh-provides-safe-routes-out-of-homelessness-for-migrants/
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What did our colleagues say? 
Jahanara Rajkoomer, Director of Community Investment and L2025 participant 
said: “The programme gave me my voice back and has affirmed that I am a good leader 
who can progress in my future ambitions.  It also left me with a strong desire to play 
some role in removing the barriers that I experienced from other colleagues coming up 
behind me in their leadership journey.”
Althea Efunshile, Chair of the Board said: “I look forward to a time when a special Black 
History Month will be superfluous because all of the above and more becomes common 
knowledge taught across our nation all year long. But we’re not there yet and Black 
History Month remains important.”

Jahanara Rajkoomer, Director of Community Investment
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Clarion – Celebrating Black History Month

What’s the story?
In 2020, Clarion held 19 events to celebrate Black History Month (BMH), 
raise awareness of lived experiences and educate colleagues on issues 
facing the ethnic minority communities. 

What happened? 
Last year, Clarion’s Black Asian & Minority Ethnic Network ran a number of events to 
mark Black History Month. 2020 saw people from all backgrounds unite with a common 
goal to be unapologetically anti-racist. This was reflected in the theme of Clarion’s BHM 
programme of events, ‘Activism and Allyship’, which highlighted a need for direct, honest 
conversations and working collaboratively to make a positive difference. 
The aims of these celebrations included preserving history, maintaining community and 
celebrating culture; reflecting a number of the Black Asian & Minority Ethnic Network’s 
2020 objectives for tackling structural inequalities. 
The sessions included safe spaces and meditation, recruitment workshops, guest 
speakers and educational sessions on black British history. 

What were the outcomes?
The events took place over 30 days and were attended by 467 of Clarion’s colleagues. The 
sessions received overwhelmingly positive feedback from those that attended which is 
demonstrated by the following outcomes and powerful staff testimonies.
• Staff felt proud that achievements within Black culture were positively promoted and 

celebrated. 
• Staff at all levels felt empowered through opportunities to provide lived insight & 

share knowledge.
• Staff felt the mixture of events helped to create safe & inclusive spaces to talk openly 

about race & discrimination.
• Staff found the direct business engagement to provide career development insight 

really useful.

What did our colleagues say? 
Iona McConnell, Head of Housing (North London) said: “One event I particularly 
enjoyed was the discussion ‘Black Lives Matter – has the moment passed? This event 
asked whether the BLM movement was more than just a black square on Instagram for a 
day. For me, it was a reminder to keep anti-racism at the forefront of everyday life so that 
we can make permanent changes in society and the workplace to eradicate structural 
racism.”
Abdul Habib, Neighbourhood Investment Officer said: “The most valuable event for 
me was the ‘Safe Space’ forum. It was the first time in my entire working life that I could 
speak openly about the trauma I faced as a result of a racist attack by police officers when 
I was 15. It has empowered me to speak more openly, and to speak without the fear of 
being judged. I found support and understanding from my peers who attended the event. 
‘Incredible empowering’ is the only way I could describe it.”
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Funso Akande, Regional Housing Administrator said: “I really enjoyed the Internal 
Recruitment Webinar. It gave me an insight into how the recruitment process works and 
advice on writing CVs, completing job applications and preparing for interviews. After 
attending that webinar, I applied for an internal role within Clarion and used the tips I 
learnt from the webinar to update my CV and complete the application for the role. As a 
result, I got shortlisted and had an interview for the role.”
Kelitia Morgan, Customer Accounts Specialist said: “The BHM events I found most 
impactful were ‘An Insight into Black History Studies’, which explored some of the major 
contributions of black people to society, but also the lack of knowledge and recognition 
of this. Also the ‘Peer Support Forums’. 2020 of course was an astonishing year for us all, 
with the impacts from the Coronavirus pandemic, but sadly it was also due to many tragic 
deaths in the black community, most notably that of George Floyd. The ‘Peer Support 
Forums’ were therefore really useful in helping support members of the black community 
through their shared experiences.”

Co-chairs for Black History Month 2020
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We will invest in our G15 employer brand building on “Positive 
about BAME talent” and by promoting and welcoming diversity in 
our organisations.
Collective action - Amplifying diverse voices through the G15 employer 
brand 

What’s the story?
In 2020, the G15 developed their employer brand to include a particular focus on 
diversity and a broad range of voices.  

What happened? 
To support the G15 employer brand building on ‘Positive about BAME talent’ a G15 
careers page has been launched, which links to the career opportunities of each of the 12 
member organisations. The G15 have also launched a LinkedIn account where members 
can advertise roles, with log-ins made available to the internal recruitment teams of each 
of the G15. 
As a collective, we have promoted diverse voices of our colleagues and in the last six 
months featured a wide range of blogs on the G15 website including:
• Optivo’s commitment to inclusion and diversity by Joanne Stewart and Christinnah 

Afeniforo;
• Understanding each other better during LGBT+ history month by Fran Goble;
• A feature on the promotion of BAME leaders and experts as speakers at conferences, 

events and webinars with a quote from Vipul Thacker and attendees;
• Promotion of the Leadership NOW! Initiative established by UNIFY and 

GatenbySanderson;
• A month of focus, but a lasting commitment to change by Ian McDermott;
• A Black Lives Matter video-log with Valerie Vaughan-Dick;
• A poem Who Am I? by Jo Peres;
• Why celebrating Black history in Britain is important by Ijay Onyechi;
• Black History Month reminds MTVH of our shared heritage, shared history and shared 

values by Althea Efunshile; and
• Celebrating Black History Month at One Housing by Sophie Brownlee and Oyindamola 

Sosanya
All blogs were cross-promoted on G15 and member organisation social media to 
promote our brands as organisations with deep commitment to diversity. We have 
also collectively worked with Unify to establish an ongoing programme of networking 
opportunities for ethnic minority talent. 
Supporting these actions has been a programme of engagement with recruitment 
agencies that work on behalf of the sector, being clear that the G15 will be demanding 
clients in terms of diversity and listening to their plans to cultivate and promote diverse 
talent. Two round-table discussions were held with a range of recruitment agencies the 
first involving diverse talent from across the G15, chaired by Anthony Were (Metropolitan 
Thames Valley), and the second focusing on board-level recruitment involving board 
members from across the G15. 

https://protect-eu.mimecast.com/s/eZ4UCM8p5SxE569Iwhm34?domain=g15.london
https://protect-eu.mimecast.com/s/eZ4UCM8p5SxE569Iwhm34?domain=g15.london
https://protect-eu.mimecast.com/s/JR0NCNkq5TVvNM9F4Fsbf?domain=linkedin.com/
https://protect-eu.mimecast.com/s/IAe3COYr5i5qA2wCkuGrZ?domain=g15.london
https://protect-eu.mimecast.com/s/Mtn2CPNv5ivy45ZHjW2yO?domain=g15.london
https://protect-eu.mimecast.com/s/iLOiCQWw5uBz6N9SrT-QJ?domain=g15.london
https://protect-eu.mimecast.com/s/iLOiCQWw5uBz6N9SrT-QJ?domain=g15.london
https://protect-eu.mimecast.com/s/8FACCR6x5Hn7rgQUomEtr?domain=g15.london
https://protect-eu.mimecast.com/s/jmZvCVOB0h0OlPXhWtQSZ?domain=g15.london
https://protect-eu.mimecast.com/s/MWMdCW6DjHzljyxsLkgiK?domain=g15.london
https://protect-eu.mimecast.com/s/O485CXDEkSBpnMGSrmNug?domain=g15.london
https://protect-eu.mimecast.com/s/gw1eCYEGlskG36gCwi9PL?domain=g15.london
https://protect-eu.mimecast.com/s/odltCZ6JmHPOMoxCm8I4h?domain=g15.london
https://protect-eu.mimecast.com/s/odltCZ6JmHPOMoxCm8I4h?domain=g15.london
https://protect-eu.mimecast.com/s/a0uYC1w8BSnvpEOUk5DTY?domain=g15.london
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Which G15 voices did we amplify?
Ijay Onyechi, Co-chair of Peabody BAME Network and Assistant Director of 
Resident Services said: “As we celebrate Black history, we must remember all the Black 
people who have died for this country, boosted its economy and cared for its people. 
Black History Month is an opportunity to remember and celebrate those who have made 
and continue to make a difference.”
Althea Efunshile, Chair of MTVH said: “Events in the USA this year provided a stark 
reminder of the oppression and systemic racism that still exists in our world, and that 
remains to be eradicated now and in the future. If there can be a positive that emerged 
in a terrible 2020, then perhaps it was the sight of so many allies standing strong beside 
black people in so many countries across the world.”
Joanna Stewart, Executive Director of People at Optivo said: “We live in a diverse 
world, we provide services to a diverse group of residents and we want our teams to 
reflect that. We’re unequivocal in our belief, inclusion and diversity are critical to our 
success and we’ll continue to stand for that and be committed to it for the long haul.”

G15 Careers Page
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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 
are tangibly closing the gap.
A2Dominion - Publishing transparent diversity data 

What’s the story?
A2Dominion use high-quality data to set strategic direction on diversity. The organisation 
publishes resident and colleague diversity data on their website annually and a recent 
survey of over 200 colleagues helped to shape their new ED&I strategy. 

What happened? 
A2Dominion aspire to use high quality data to share progress and set strategic direction 
on diversity. Each year, the organisation publishes two main reports on their corporate 
website, the Gender Pay Gap Report – April 2021 and the Equality, Diversity & Inclusion 
Report – August 2020. 
Internally, A2Dominion issue a bi-annual report to the Executive Management Team and 
Group Board/Governance & Remuneration Committee, which includes a summary of 
progress; plans for the future; and as a dashboard detailing key metrics relating to our 
residents and employees. This includes:
• Sex, age, race, disability, religion/belief, sexual orientation, gender reassignment, 

marriage/civil partnerships
• Resident access to services – lettings and reporting problems
• Resident inclusion – take up of services and experience
• The composition of our employees, board and committees
• Comparisons with national and local benchmarks

What were the outcomes? 
Monitoring diversity data has helped to inform A2Dominion’s five-year Equality, Diversity 
& Inclusion (ED&I) strategy, along with a survey of over 200 colleagues, undertaken by 
A2Dominon’s Equality, Diversity & Inclusion staff networking group. The strategy will be 
enabled by an ED&I programme which, amongst other things, includes: 
• Extending A2Dominion’s Talent for the Future Programme to the next layer of senior 

managers. This initiative involves 360-degree feedback and succession planning to 
ensure the organisation supports talented individuals to progress. 

• Including equality, diversity and inclusion as part of the criteria for the appointment 
of executive search companies used for senior management and board-level 
recruitment.

• Introducing cultural awareness toolkits to give managers more confidence in having 
conversations around ED&I and race.  

What did our colleagues say? 
Kimberley Marshall, Regional Facilities Manager said: “The survey was an opportunity 
to find out exactly what colleagues we were advocating on behalf of wanted. The survey 
itself was a big success. It has provided a lot of detailed information that has fed into 
the group’s strategy and our own EDIN action planning. We can see what areas our 
colleagues feel are important and we have priorities these areas in our action planning.  I 



32 The G15 Diversity Pledge: One Year On The G15 Diversity Pledge: One Year On  

feel this information has been invaluable to assist us in being inclusive with our passion 
for change.” 
Kam Sandhu Shinger, Policy Manage and EDIN Lead said: “Conducting the survey with 
colleagues took us closer to what matters and helped us understand what ED&I means to 
colleagues across the organisation. It informed the action of our network group, as well 
as the organisation’s strategy and ambition in this area. The data showed us which areas 
were real priorities for our colleagues, for example, helping them feel able to speak out 
on equality issues and be themselves at work.”

     
    

   
 

A2Dominion’s Equality, Diversity and Inclusion Network (EDIN) and ED&I steering 
Board
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We will attract ethnic minority talent, including at Boards, by 
adopting targeted recruitment initiatives to attract talented ethnic 
minority applicants and by removing any unconscious bias from 
recruitment and selection processes.
L&Q - Approaches to recruitment 

What’s the story?
L&Q have adopted diversity focused recruitment practices including targeted recruitment 
campaigns, mandatory unconscious bias training and adopting the ‘Rooney Rule’ for 
recruitment to senior roles.  

What happened? 
To address diversity imbalances at the top of the organisation, L&Q adopted the ‘Rooney 
Rule’ for recruitment to senior roles. The ‘Rooney Rule’ is a form of positive action aimed 
at minimising the disadvantage that ethnic minority and female candidates face when 
applying for leadership positions.
In practice, L&Q’s adoption of the rule ensures that at least one ethnic minority candidate 
and one female candidate who meet the requirements for a role are progressed to the 
interview state of the progress. The policy has been introduced into the organisation’s 
training for line managers and specialist recruiters and communicated to external 
recruitment partners. 
L&Q also use targeted recruitment campaigns and organisations such as Black 
Professionals Network to advertise appointments, particularly for senior roles and those 
within departments where they have a strong ethnicity imbalance. This was particularly 
effective when recruiting into Head of Department positions in L&Q’s Development and 
Sales Directorate, where the organisation recruited three ethnic minority people into an 
area that previously had no representation at this level. 
To supplement this, the organisation’s recruitment training includes a specific section 
on unconscious bias in recruitment, with worked examples for different demographics 
including ethnic minority candidates. In 2019, L&Q introduced anonymised application 
forms, which removes potential bias during sift and members of their staff diversity 
networks, including our ethnic minority network Kaleidoscope, dip sample end-to-end 
recruitment processes to assess unconscious bias practice.   

What progress has been made? 
Since the introduction of the Rooney Rule policy, representation in the Senior Leadership 
Group has grown to 40% women and 20% ethnic minority. This compares with 21% of 
women and 12% ethnic minority before L&Q adopted the policy. The organisation has 
shared their experience adopting the rule with public and private organisations across a 
range of sectors to support them in adopting similar measures.  

What did our colleagues say? 
Tom Nicholls, Group Human Resources Director at L&Q said: “We are committed 
to ensuring there is representation from many backgrounds throughout the business, 
including senior-leadership and executive group. We are very proud of our inclusive 
culture and our colleagues can be confident that difference is not only accepted but 
celebrated at L&Q.”
Jasmin Bryan, Head of Tax at L&Q and G15 Accelerate Participant said: “For me, 
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being selected to join the first cohort of the G15 Accelerate programme was a clear 
commitment from L&Q and the Senior Leadership team that they are invested in my long 
term career development, and that they value the professional and personal contribution 
I make to both L&Q and the housing sector more widely.” 

Jasmin Bryan, Head of Tax at L&Q and G15 Accelerate Participant
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Catalyst – Attracting diverse talent 

What’s the story?
Over the past year, Catalyst have implemented a number of initiatives 
to attract talented people from ethnic minority groups and remove 
unconscious bias from recruitment and selection processes.   

What happened? 
In July 2020, Catalyst introduced the ‘Rooney Rule’ for senior management vacancies 
equivalent to a Head of Department or above to ensure the organisation is attracting a 
diverse selection of candidates, and those who meet the essential criteria are progressed 
to interview stage. To support this, the organisation has been working with The Black 
Young Professionals Network and Diversity Jobsite in order to attract more diverse talent 
to new roles. 
The organisation has also been working with an external partner to deliver mandatory 
unconscious bias training to all mangers, covering the impact of unconscious bias on 
recruitment, promotion, and retention. A guidance document titled ‘The Facts About 
Unconscious Bias’ is shared widely across the organisation and serves as a tool for 
colleagues to implement good practice across recruitment processes and decisions.  
In order to deliver on their commitment to diversity and inclusion, Catalyst also have 
a series of Diversity & Inclusion Principles that must be adhered to for all recruitment 
campaign: 
• Hiring managers are required to organise a diverse interview panel for every 

recruitment campaign, ask all candidates a minimum of four value-based interview 
questions across all interview stages and ask an interview question based on Diversity 
& Inclusion for every role at Catalyst. 

• The Recruitment team offer all candidates the option to make reasonable adjustments 
to the recruitment process, carry out reviews on all interview questions to ensure 
they adhere to our D&I Principles, challenge recruitment decisions that do not reflect 
Catalyst’s commitment to diversity and inclusion and challenge non-diverse interview 
panels, if required.

What were the outcomes?
Since this approach was introduced, Catalyst have made a number of appointments to 
the board and senior leadership team, including Thelma Stober, Christine Turner and 
Chairman, Ravi Rajagopal. The organisation is committed to reviewing the effectiveness of 
the Rooney Rule and implementing an action plan to address any areas for improvement.  

What did our colleagues say? 
Priya Sharma (pictured), Head of Talent and Operations at 
Catalyst said: “At Catalyst, we’ve worked really hard over the 
last 9 months to embed a more inclusive recruitment approach 
and workplace that attracts a more diverse talent pool. But we 
know we can work even harder, which is why we carry out pulse 
checks and reviews on all of our initiatives to make sure they fully 
support our commitments and our colleagues.”
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One Housing – ‘Inclusive by design’ 
recruitment   

What’s the story?
Based on discussions with Diversity & Inclusion specialists and One Housing’s Equality, 
Diversity and Inclusion Steering Group ‘One for All’, the organisation have sought to 
standardise their recruitment model to make it ‘inclusive by design’.    

What happened? 
One Housing have engaged diversity network groups, their internal Equality, Diversity 
and Inclusion steering group and external partners in conversations about progressing 
their diversity agenda and conscious, fair recruitment. As a result, the organisation has 
adopted the Rooney Rule and have a clear roadmap to making their recruitment model 
‘inclusive by design’.  

What did our colleagues say? 
Chyrel Brown, Chief Operating Officer 
said: “We’re always looking at how we make 
our application of the Rooney Rule more 
effective and we are constantly looking at 
ways we improve our recruitment process.  
I’m very pleased to announce that we have a 
project underway to standardise our selection 
assessment methodology for most vacancies, 
whereby we select candidates who have an 
affinity with One Housing’s values.  By looking 
beyond conventional skills and experience 
criteria, we anticipate this will contribute to 
expanding the diversity of our workforce even 
further during this year.”
Oyindamola Sosanya, Chair of One 
Housing’s ethnic minority network: “As 
chair of One Housing’s ethnic minority 
network, I’m very proud of the focus and interest in promoting diversity and inclusion at 
One Housing. After the year we have had with the pandemic disproportionately affecting 
ethnic minority individuals as well as the fallout from the Black Lives Matter protests 
following the killing of George Floyd, we are very proud that we have been able to provide 
a safe space for our colleagues to process what has been an incredibly difficult time.” 

Chyrel Brown, Chief Operating Officer at 
One Housing 


