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Introduction
London is one of most diverse cities in the world, 35% of Londoners are from Black, 
Asian and Minority Ethnic (BAME) groups. According to the English Housing Survey, 50% 
of households living in social housing are headed by a non-white person (compared to 
17% living in England as a whole). As a group of London’s largest housing associations, 
we know that the G15 play a key role in delivering diverse and inclusive communities. As 
housing providers, landlords and large employers, we own and manage over 600,000 
homes around the country and employ over 15,000 people. Diversity matters to us and it 
brings us strength. 
We need to change to better reflect the communities in which we work – building trust, to 
improve our decision-making and to attract and retain talented staff. 
The fact that at a senior and board level our leadership is not as ethnically diverse as 
our communities shows that we have work to do. As large employers, we want our 
organisations to reflect our communities so that the decisions we make are appropriate 
to the diverse needs of our customers. As a sector we employ more people from BAME 
communities compared to many others. But we know we fall short when it comes to 
BAME people in leadership roles. The Chief Executives of the G15 housing associations 
have pledged to work hard to address this – particularly at senior managerial, leadership 
and board roles.  
The G15 have set a collective target for 30% of board members to be from BAME 
backgrounds by 2025. This is more than double the current position and mirrors the 
ethnic breakdown of London as a whole according to the most recent census. 
As part of this, we have pulled together this good practice guide to recruitment and 
selection. The guide has primarily been written with a focus on roles within housing 
associations, but the principles will have application to non-executive roles and other 
sectors. The guide is not exhaustive, nor are all G15 members currently employing all of 
the methods outlined here, but it is intended as a helpful guide to housing association 
staff involved in recruitment to help attract and appoint the best person for the job.
It is important to emphasise that this is not a ‘diversity’ recruitment guide but general 
good practice. For all roles, it should be the best person for the role who is appointed, 
regardless of background. To get to that position, the initial advert needs to have wide 
reach and appeal, or many talented people may not even consider applying. 
The good practice has been divided into five sections as below, with detailed specific 
actions in each area:
- Advertisements
- Applications process
- Review
- Training
- Welcome, progression and retention
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Advertisements 
Role profiles
The first step in recruitment is to ensure that the role profile matches the requirements 
of the post. Asking for qualifications or experience that are not necessary for the job will 
exclude some candidates who could excel in the role. The role profile is an opportunity to 
explain the key requirements and responsibilities of a role – it should not exclude people 
who may be able to achieve this in different ways. This works best when driven by the line 
manager, with a check and challenge from the HR/recruitment team.
Academic qualifications are rarely a reliable indicator of how effective a person will be at 
a particular role. Requirements for a degree in a role profile should only be used where 
they are strictly necessary (e.g. as part of a necessary professional qualification). 
Where the role profile contains the requirement for a qualification the wording, ’or 
equivalent’ should be added to ensure that a candidate from another educational system, 
is not disadvantaged by having achieved an appropriate, but different, qualification.
Requirements for specific periods of time for experience need to be carefully considered 
as they can directly exclude candidates with different experiences. In any case it is rarely 
time that delivers learning opportunities – one person could learn much more in a year 
than another with ten years’ experience of the ‘same’ year.
Renaming ‘essential’ skills as ‘highly desirable’ and ‘desirable’ could make the difference in 
convincing people they are capable of the role and therefore encourage a broader pool 
of applicants. 
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Wording
There is a body of evidence that the use of masculine gendered language can deter 
female applicants from applying for roles. Whilst language is less likely to be loaded from 
an ethnic perspective, aiming for balanced language is more likely to attract the broadest 
range of candidates.
This means avoiding, as much as possible, in job profiles and advertisement wording 
masculine themed language like: muscular, active, ambitious, aggressive, analytical, 
competitive, dominant, challenging, competitive, confident, decisive, determined and 
independent. 
More gender-neutral language like enthusiasm or innovation is likely to appeal to more 
broadly.
Statement of Principles
The job advert also offers the opportunity to communicate an organisation’s culture and 
values. The more authentically inclusive and welcoming these are the more they are likely 
to engage with the broadest possible audience. Clearly stating why diversity matters to 
your organisation as part of each advert is an opportunity to send a powerful message 
to candidates. To maximise impact, this should be authentic, mean something and stand 
out.  This needs to be go beyond a statement that “xx is an equal opportunities employer” 
(which is a legal obligation anyway), as this gives the appearance that the organisation 
isn’t proactive or engaged in matters of diversity. 
For organisations which have diverse leadership highlighting this can help to honestly 
demonstrate their commitment to diversity.
Organisations that have set meaningful targets or commitments to change can also 
use these out to demonstrate their commitment. Highlighting external accreditation or 
awards recognising work to increase diversity can also provide evidence of commitment.
Pen pictures
Personalised content or testimonials from existing employees can be a powerful way to 
enable them to tell their stories to prospective candidates and attract diverse talent. This 
could be in the form of written pen pictures or video content. It is important to capture 
diversity in its widest sense, not just people with different protected characteristics, but 
also culture, style, look and feel.
To be authentic the choice of staff in these profiles should be truly diverse. To solely focus 
on internal BAME talent, in an organisation with a not very diverse workforce, would be 
likely to lack authenticity.  
Channels for advertisement
Regardless of the initial channel most applicants are likely to look at or use an 
organisation’s website at some stage. This needs to reflect the organisation and its values, 
as mentioned above, the more authentically inclusive and welcoming these are, the more 
they are likely to engage with the broadest possible audience.
The use of diversity-specific advertising media including LGBT and BAME targeted job 
boards can be an effective way of ensuring that jobs get the attention of a diverse 
audience.  This also signals to diverse job-seeking audiences that the organisation is an 
open and engaged employer which values and celebrates diversity in their applicants and 
workforce. 
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Some G15 members are using Vercida, a specialist jobs board with a commitment to 
transform the workplace into a diverse and inclusive environment. 
Another specialist diverse job platform is www.Diversifying.io which is a purpose-led 
careers platform connecting diverse job seekers with organisations who are committed to 
creating inclusive work cultures. Organisations can also create video content and outline 
their diversity and inclusion initiatives to better attract diverse applicants across BAME, 
Gender, LGBTQ+, Disability and Flexible Working.
For early career roles there are significant opportunities to be gained from partnering 
with local universities, for future graduate requirements and/or work placements.
Future of London, Greater London Authority, Altair, Catalyst, Network Homes, Peabody 
and Hill Group are working together on an Emerging Talent programme which looks 
beyond academic qualifications. This will reach out to BAME individuals to offer 
an inclusive entry point for a greater diversity of talent into London’s housing and 
regeneration sectors.

Applications process
Screening
Some organisations have the initial screening for roles carried out by experienced 
recruiters, based on an evaluation of the applicant’s CV and application form, and the 
requirement of the position as shown in the role profile. This potentially removes a range 
of bias from the process, provided that the recruiter is fully trained and aware of the role 
requirements and their own unconscious bias. It does place a greater emphasis on the 
recruiting manager producing a role profile that accurately reflects the requirements of 
the job, this is important anyway for reasons set out above. 
There is some evidence that recruitment based on CV-only shortlisting advantages 
applicants from more privileged backgrounds. The use of blind recruitment, role relevant 
testing and strengths-based recruitment has been shown to create more diverse 
shortlists for recruitment. 
Anonymous applications
One way of reducing the risk of unconscious bias and to ensure a fair selection process, 
is to anonymise applications by hiding candidates’ names, age, date of birth and any 
reference to ethnicity and gender from hiring managers at the shortlisting stage. 
For this to succeed all of this detail would need to be removed and the ability to guess 
someone’s age, ethnicity or gender removed. There is another perspective that by doing 
this it reduces opportunities to positively take people’s individual circumstances into 
account and the different barriers or situations they may have faced. 
The applicant or recruiting organisation could also remove any work experience over 10-
15 years old if it doesn’t detract from an application to reduce the chance of unconscious 
age bias. 
Some organisations go further and remove all dates, names of previous places of work 
and educational establishments which can be a source of bias. 
Even where the applications are not anonymised, the referees should be as their 
presence could advantage privileged applicants. 

regeneration sectors.

https://www.vercida.com/uk
https://www.diversifying.io/
https://www.futureoflondon.org.uk/leadership/emerging-talent-programme/
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Guaranteed Interview schemes
Many organisations are ‘two-ticks’ accredited, this guarantees an interview for applicants 
with a disability who meet the minimum role requirements. 
Some of the G15 have adopted the ‘Rooney Rule’1  for leadership level roles. There are 
different ways of applying this including:
- Committing to interview at least one BAME candidate, where there is an applicant           
 that meets the minimum requirements;
- Not proceeding to interview stage until there is a longlist with at least one BAME   
 candidate that meets the minimum requirements; or
- Requiring recruiters to provide a suitably qualified shortlist including at least one  
 BAME candidate.
Some G15 organisations are using an adapted version of the Rooney Rule so the same 
principle is applied to female candidates as BAME.
Specialist recruiters
G15 members have seen benefit from working with specialist recruiters in certain roles 
to drive greater diversity in recruitment. Recruiters primarily add value by identifying 
potential applicants who the recruiting organisation was not aware of.
In all cases it is good practice to require recruitment agencies to present candidates 
from a diverse background where possible. Where a specialist recruiter is the first point 
of contact for applicants it can be hugely beneficial to demonstrate commitment to 
diversity – it also allows for ease in gathering diversity data at all recruitment stages for all 
vacancies.

1 Named after Dan Rooney and established in 2003 which requires National Football League teams 
to interview candidates from ethnic minorities for head coaching and senior football operation jobs.  
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Some good experiences in working with specialist recruiters includes:
- BAME Recruitment whose statement is, ”We believe in helping people and   
 organisations live the definitions of Equality, Diversity, Inclusion and Belonging.”   
 They are a diversity and inclusion consultancy firm who recruit across all sectors  
 with a mission to create equal career opportunities for all.
- Reed Specialist Recruitment who have agreed to the principles of Leadership  
 2025 and agreed to champion these in their work across the housing sector. 
We are aware of other recruiters who have signed up to go above and beyond previous 
practice to provide diverse shortlists including but not limited to, Altair, Audeliss, Green 
Park Badenoch and Clark, Saxton Bampfylde, Odgers and Gatenby Sanderson.

Interview Process
The questions and scoring methodology should be agreed in advance. The panel needs 
to focus on looking beyond the surface and to think about what individual candidates 
can bring, the transferability of skills and their potential to grow into a role, for example, 
rather than whether they would “fit in” etc.
Also, the leadership and management styles of diverse people may differ and the criteria 
for what makes a good answer etc. should be discussed with the selection panel(s) and 
views challenged if necessary. It is good practice for all members of an interview panel to 
have recently completed relevant training and be aware of their own potential biases.
Diverse panels
Effort should be applied to making interview panels as inclusive as possible so any 
candidate from any background is made to feel comfortable when they walk into the 
room. It is good practice to have a minimum commitment to gender-balanced interview 
panels, to show that diversity is a true consideration across the organisation. Ideally a 
commitment to a minimum of one BAME person on an interview panel would also be 
applied, although in some organisations at some levels of seniority this can lead to undue 
pressure on specific individuals. 
Anecdotally, the benefits to diverse candidates in showing an immediate and visible 
commitment to diversity can be considerable. 

Review
Arguably the most important part of any process is learning from experience and 
recruitment is no different.
It is good practice to routinely review the impact of recruitment processes on people 
with different diversity characteristics and to seek to understand why different groups 
may be disproportionately excluded at different points in the process (including initial 
application). 
Some G15 members involve their internal staff networks to help hold a mirror to 
their practice. This allows regular scrutiny of recruitment processes and can involve 
observation of a sample recruitment process from start to finish, identifying good practice 
and making recommendations to diminish potential bias. This process can also be a 
vehicle to obtaining wider feedback from diverse groups and to encourage internal staff 
to apply for senior roles. 
To be effective the results of review need to be directly considered by the people 
responsible for recruitment (HR and recruiting managers) on a regular basis and be used 
to inform continuous improvement. 

https://www.bamerecruitment.com/
https://www.reed.co.uk/
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Training
Every G15 member requires staff to attend mandatory diversity training. This training and 
effective performance management should remove conscious bias from the recruitment 
process.
However, almost everyone will also be affected by unconscious bias, which can be shaped 
by experience or the natural inclination to gravitate towards someone who looks, speaks 
and thinks like you. This, by its nature is much more difficult to eliminate. The presence 
of unconscious bias is one of the reasons why objectively fair and open recruitment 
processes deliver unrepresentative results. 
One way of addressing this is to offer everyone involved in recruitment specific 
unconscious bias training with the aim of raising awareness of the role unconscious bias 
has to play in recruitment decision making, and to teach strategies to mitigate its impact. 
The first step in combatting personal bias is to acknowledge and understand it but this 
should not be seen as a panacea. Such knowledge and understanding can be used to 
actively work to reduce biased thinking in decision making but evidence1 shows that in 
some people it can unleash bias as they accept it is something that everyone has. There 
is limited evidence that unconscious bias training results in behavioural change.
Another valuable training method is focusing on perspective-taking. Studies have shown2 
this is more likely to generate more buy-in to the aims of diversity and inclusion and have 
greater effects on behaviour change by empowering people to make their own decisions. 
This can be achieved through increasing contact between groups and exercises that 
focus on the emotions and experiences of different people. 
To be effective all training and learning needs to be regularly updated and repeated, with 
all individuals encouraged to continually reflect – or there is a risk that people will revert 
to their default assumptions and practice.  

Welcome, progression and retention
Recruitment is merely the start of a new employee’s journey and to maximise their impact 
and effectiveness there needs to be sustained attention on the welcome and on-boarding 
process.
There can sometimes be a lengthy period of time between a person being offered a role 
and starting in their new organisation, so the aim should be to keep them as excited 
and enthusiastic as they were at the point of the offer. This can be achieved through 
regular communication, exploration of any reasonable adjustments that need to be 
made to make them as effective as possible, involvement and the provision of as much 
information and equipment as possible.
The day one welcome needs to involve suitable equipment and systems access as a 
minimum and equip the new employee with a clear plan for induction. Ideally this will 
empower the new employee immediately to take responsibility and have clear tasks that 
they can independently progress.
Buddying frameworks can be a useful way of connecting new employees into the 
organisation and making them feel as welcome and supported as possible. 
A great on-boarding process is something to shout about and can be showcased in 
pen-pictures used in recruitment activity. If the on-boarding and induction process is not 
carried out effectively then it can lead to rapid turnover and the need to start recruitment 
activity again.

1 https://www.cipd.co.uk/Images/7926-diversity-and-inclusion-report-revised_tcm18-65334.pdf#_
ga=2.81890515.418574897.1594198298-618844733.1594198298 
2 See above.

https://www.cipd.co.uk/Images/7926-diversity-and-inclusion-report-revised_tcm18-65334.pdf#_ga=2.81890515.418574897.1594198298-618844733.1594198298
https://www.cipd.co.uk/Images/7926-diversity-and-inclusion-report-revised_tcm18-65334.pdf#_ga=2.81890515.418574897.1594198298-618844733.1594198298
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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.


