
 

Shepherds Bush Housing Group 

What have we done? 

We’ve put time, effort and thought into the recruitment of our most senior colleagues and 
Board Members and have been able to appoint and establish really strong teams who are 
diverse. 

Some of that strength will come from the fact that the teams are diverse. 

There is a growing body of evidence that shows more diverse teams achieve better business 
outcomes. 

And it’s right that as a community focused housing association, our diversity builds our 
understanding of the diverse communities we serve. 

Here’s a table of the diversity of the top three levels of people at SBHG. 

 Male Female BME LGBT 

Board 66% 33% 33% 8% 

Executive 66% 33% 50% 17% 

Senior Managers 42% 58% 25% 0% 

 It’s not perfect, I’m aware we need to do more around employing and promoting people with 
disabilities and monitoring of the progress (or otherwise) of people with a wider range of 
protected characteristics. 

But it’s a lot better than the results of recent audits of diversity in senior roles in the housing 
sector. 

So, what are the things that we have done to get us this far? 

Make it important 

We all work hard and are trying to do the best and the right things, but we’re all people too. 
With a lot of work and other demands on our time, it’s human nature that we will do what we 
perceive to be important. And what our managers think is important will impact that. 

Both Russell Caller, the Chair of our Board, and I are vocal and visible in our championing of 
diversity, for its business benefits and for its moral rightness. 

Measurement 

The adage states if you don’t measure it, you don’t see it. 

There are plenty of ways of measuring diversity and setting targets to move this forward. 



I’m not going to rehearse these here, but needless to say there’s a better chance of solving an 
issue that you’re consciously thinking about and measuring than if you just hope to stumble 
across an improvement. 

Interview a diverse pool of people 

The Leadership 2025 report asks us to commit to the Rooney Rule – interviewing at least one 
BME candidate for each senior role. 

For SHBG this is a no-brainer. We work in London, one of the most diverse cities in the word. 
The idea that there aren’t diverse candidates out there that are capable of filling any job just 
doesn’t wash. 

Certainly, in London, SBHG’s view is that if any recruiter or shortlisting manager comes up with 
a list of only white candidates, somewhere along the line (from advertising to shortlisting) they 
haven’t got their process right. 

If no BME people are applying for a job, that’s got to be telling us something! 

Give the best person the job 

This goes without saying. 

But beware of unconscious bias stopping you seeing who the best might really be 

We’ve all got prejudices and biases ingrained in us from living in an unequal society. Chill, it’s 
OK. We can admit it and, in fact, it’s good to acknowledge it as once we do, we can find ways 
to stop those biases affecting our recruitment decisions. 

At SBHG, we’ve provided unconscious bias training for our colleagues and also seek to raise 
awareness of this at various events through the year, such as Black History Month, International 
Women’s Day and LGBT History Month. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 


