
1. Introduction 
 
1.1 Network Homes signed to the Mayor of London’s five-point Diversity Plan in 2018 as 

part of our membership and sponsorship of the Leadership 2025 initiative.  The Plan 
requires organisations to do the following: 

 

a. Report annually on key diversity statistics 
b. Set aspirational diversity targets 
c. Interview more diverse pools of candidates 
d. Develop the leadership pipeline 
e. Lead by example 

 
1.2 To manage equality, inclusion and diversity issues that support our business context, we 

need to move from compliance with legal duties and policy to a focus on developing 
inclusive approaches to employment underpinned by fairness and transparency. 

 
1.3 Adopting the five-point plan is a first step to ensuring working practices across the 

organisation support an inclusive culture that embraces difference.  To demonstrate we 
take our legal and moral obligations towards being a diverse employer seriously, we 
need to measure our performance against the Plan.  

 
2. The Five-Point Plan 
 
2.1 Report Annually on Key Diversity Statistics:  Report on key diversity statistics in 

annual reports, including BME representation at Executive and Board level   
 

• We continue to report our key diversity statistics. At the last People, Governance 
and Culture Committee (PGC), in October 2018, we provided a full analysis of 
the diversity breakdown of the workforce.   

• We’ve undertaken further analysis of employment activities and salaries and how 
they impact employees with certain specific protected characteristics.   

• We’ve published the statistics in our annual report and on our website.   

• We’ll continue to be transparent in this way and to take steps to address any 
issues identified by the statistics. 

 
2.2 Set Aspirational Diversity Targets:  Organisations set aspirational targets for their 

board and committee recruitment from under-represented groups 
 

a. Including a more diverse mix of talent within our leadership team and 
throughout the organisation will make us a more effective business.  We need to 
commit to ambitions which are quantifiable and measurable.  Having analysed 
the diversity profile of our people at every level – Board, Executive and others – 
we have identified specific areas which are problematic for us.  We need to 
consider setting targets across the four areas of gender, race, disability and 
sexual orientation at all levels. 

 
b. We ask employees and job applicants to provide their diversity information on a 

voluntary basis.  While 89.45% have acceded to the request, there’s still work to 
do.  For example, a large proportion of people – 18% – are unwilling or feel 
unable to disclose their sexual orientation. 

 



c. Our analysis also shows that while our overall race balance is good, only 1% of 
our high earners (earning £75,000 and above) are from BAME backgrounds.  
Equally, less than 28% of our high earners are female. 

 
d. While it is essential we set aspirational targets to address this imbalance, it is 

important the targets we set are realistic and achievable.  So we must take a 
long term approach and be pragmatic about possible growth, promotions, 
internal recruitment, headcount/establishment reductions and restructuring.  It’s 
difficult to achieve significant shift in diverse hires, especially in key and 
leadership positions over a relatively short time frame. 

 
e. Despite these concerns, we recommend the following targets over the next 3 

years – 2019-2022: 
 

• A diverse and gender-balanced Board  

- Increase women on the Board from 33% to 50% 

- Increase BAME on the Board from 13% to 25% 

• A diverse and gender-balanced senior leadership team (ELT and SMT) 

- Increase women in senior leadership team from 32% to 50% 

- Increase BAME in senior leadership team from 10% to 20% 

• Increase the number of people who declare their sexual orientation by promoting 
an environment free of perceived fear, prejudice and discrimination 

 
2.3 Interview More Diverse Pools of Candidates:  Organisations should commit to 

interviewing at least one BME candidate when recruiting to senior leadership positions 
and also ensuring their interview panels also include representatives from diverse 
backgrounds 

 

• We have adopted the Rooney Rule which requires us to shortlist any applicant 
of BAME background who meets the minimum criteria for a senior leadership 
role.  We have extended this to include female job applicants for senior 
leadership roles. 

 

• To support managers and to change ‘hearts and minds’, we will provide 
appropriate development and support.  We will extend our current training in 
fair recruitment and selection to include training in Unconscious Bias and 
make this mandatory for all managers and interviewers 

 

• While it is important to have diverse interview panels, it is also important 
those on interview panels are able to add value.  Considering the make-up of 
our workforce, it will be difficult to have a representative panel for senior 
leadership roles.  We need to strike a balance between being seen to be fair 
and being perceived as tokenistic in our approach.  As we grow our talent 
pipeline and get more women and BAME employees into senior management 
positions, we will be able to redress this imbalance.  In the meantime, we 
hope our training in fair recruitment and selection and in Unconscious Bias 
will enable interview panels to make fair and objective decisions. 

 
2.4 Develop the Leadership Pipeline:  Organisations actively develop their leadership 

pipeline, by placing an increased focus on developing talent of junior BME individuals in 
their organisations. 



 

• We’re currently working with other G15 organisations, as part of the 
Leadership 2025 initiative, to look at ways to grow our BAME talent 
pipeline in order to make our people ready for senior and executive level 
positions.  To support diversity at every level, Network is extending this 
to include women. 

 

• We recognise we have a long way to go in getting our employees – 
women and BAME – executive ready.  Our objective is to start to grow 
this pipeline over a longer timeframe starting with those in non-
management and junior/first line management positions. 

   

• We’ve already launched the Aspire programme – a new Women’s 
Development Programme for employees in non-management and junior 
management roles intended to help women identify what they want 
from their professional lives and to support them in achieving their full 
potential.  Our first cohort of 12 women employees are all from non-
management positions.  While the Aspire programme is aimed at women 
employees, 75% of the cohort are from BAME backgrounds. 

 

• The programme will be advertised again in 6 months and will aim to 
attract those in junior/first line management roles.  At the same time we 
will design and launch a similar programme aimed at middle managers to 
aid their transition into senior management positions.  Considering the 
take-up of the Aspire programme and our hopes for the make-up of the 
programme when it’s re-advertised, we will not put in place a separate 
programme for BAME employees just yet.  This will be part of our longer 
term objective. 

 

• We will explore both senior women’s and BAME networking programmes 
to provide peer support to overcome leadership challenges and barriers 
through a series of coaching, external networking and training 
opportunities. 

 
2.5 Lead by Example:  Chief executives and boards should take a pro-active and visible 

role in promoting, monitoring and endorsing all recommendations from the research 
 

• The Board and Chief Executive are committed to increasing the diversity 
profile of our employees at every level.  This has been evidenced by 
signing up to the five-point plan by both Executive and Board level. 

 

• The Executive Director of People and Technology as a member of the 
Leadership 2025 Steering Group, will use this position to promote 
diversity and inclusion both within Network and the wider sector.  

 

• We have a Board member diversity champion.  This gives a strong 
message of commitment, call to action and encouragement.  

 

 



3. Other Initiatives to Address Issues 
 
3.1 We have set up a focus group drawn from across the organisation and representing the 

majority of protected characteristics to discuss and identify some of the underlying 
issues our data is presenting.  We’ll task the focus group to come up with further 
initiatives to help address the issues we identify. 

 
3.2 We recognise the need for Executive, senior and team managers to lead by example on 

diversity and inclusion.  We expect our managers to deliver best-in-class working 
arrangements that meet business needs while providing innovative and flexible solutions 
tailored to individuals.  In light of this and our Innovative Ways of Working (iWOW) 
programme, we’re reviewing our Flexible Working and Absence Management policies.  
We will make sure the review ensures the policies are as open and inclusive as possible 
with accurate information and support available to all managers  

 
3.4 As part of our recruitment initiatives, we will draw specific management and senior 

management posts to the attention of women and BAME staff.  We’ll develop managers 
to have conversations that will help them identify and signpost career progression 
opportunities to their BAME and women employees. 

 
3.5 We will re-visit our recruitment approach to ensure we develop more effective strategies 

to attract and recruit a more diverse applicant pool, but certainly from under-
represented groups. 

 
3.6 Working with our retained recruitment and sourcing agency in the short term, and 

through a revised more effective and inclusive recruitment strategy in the longer term, 
we will create and maintain talent pools for people with disabilities, women, BAME and 
LGBTQ with the aim of developing the Network leaders of tomorrow. 

 
3.7 We are expanding our apprenticeship intake for next year.  This should provide a broad 

range of work experience opportunities.  We will also work better with Charity Works 
(our graduate scheme recruiters) to ensure we employ a more diverse pool of graduates.  
Restructuring both of these programmes will, hopefully, create aspirational ladders of 
opportunities and help retain the new talent we train. 

 
4. Summary of Targets and Recommendations 
 
4.1 The PGC has been asked to approve the following targets and recommendations: 

a. Increase women on the Board from 33% to 50% 
b. Increase BAME on the Board from 13% to 25% 
c. Increase women in senior leadership team from 32% to 50% 
d. Increase BAME in senior leadership team from 10% to 20% 
e. reduce the number of people who refuse or are unable to declare their 

sexual orientation by promoting an environment free of perceived fear, 
prejudice and discrimination 

f. Through an effective and inclusive recruitment strategy, create and 
maintain talent pools for people with disabilities, women, BAME and 
LGBTQ 

g. Work with Charity Works to employ a more diverse pool of graduates 
 
 



5. Next Steps 
 
4.2 We will continue to monitor our employment practices to ensure unconscious bias is 

eliminated from all employment decisions. 
 
4.3 We will explore more initiatives for addressing any imbalances in our employment 

practices and involve staff in coming up with solutions 
 
4.4 We will continue to train and develop managers through our ambitious people and 

culture agenda to ensure they are appropriately skilled to drive inclusion in employment 
practices. 

 
4.3 We will report progress on our initiatives to the People, Governance and Culture 

Committee on an annual basis. 

 
 
 
 
 
 


