
Southern Housing Group 
 
At Southern Housing Group, we have reviewed our approach to Equality, Diversity & Inclusion 
and consulted group-wide on our proposed actions and plans. Our Equality, Diversity & 
Inclusion strategy was shaped as a result of this feedback and signed off by the Board in 
September 2017 together with an underpinning action plan. We have an active Equality, 
Diversity & Inclusion steering group (with representation across a majority of the equality 
characteristics), recruited 50 Diversity Champions across the organisation and we hosted our 
very first in house Equality, Diversity & Inclusion conference in October 2018. 
  
Report annually on key diversity statistics; 
Southern Housing Group reports on key diversity statistics to the Board’s Remuneration and 
Nominations Committee on an annual basis. We are continuing to work on areas of under-
representation and to ensure that we hold accurate data for all our employees and customers so 
that we can best focus our initiatives on making progress and ensure our workforce is 
representative of our customer base. We recognise that we have work to do in some areas of 
the Group but there are plans in place to address these including the forming of network 
groups, learning and development programmes, mentoring programmes, and internal 
campaigning of diversity issues. Over the past year, we have celebrated, educated and shared 
with colleagues events such as Diwali, Hanukkah, Ramadan, Eid, Pride and Black History month 
amongst other events. We have produced an Equality, Diversity & Inclusion yearbook which we 
are happy to share once this has been finalised for our Board meeting in March. 
  
Set aspirational targets for their board and committee recruitment from under-
represented groups; 
As part of our Governance Review, I will be working with the Board to look at ways in which we 
can expand the diversity of our governance across both the main Board and committees. We 
will look at setting targets for BME Board membership and how this can be achieved. Our 
revised approach to Board recruitment will help to broaden the diversity of the Board. I will also 
be looking at representation more widely across the Group at all levels as a clear statement of 
my commitment to increasing our diversity as an organisation.  
  
Interview more diverse pools of candidates; 
We have nearly completed the roll out an Equality, Diversity & Inclusion training programme to 
all employees across the Group which places a focus on unconscious bias as well as the benefits 
of a diverse workplace. To date, we have run 39 training events and 290 members of staff have 
attended. Our managers who make recruitment decisions undertake mandatory recruitment and 
selection training. We have reviewed our role profiles to eliminate unnecessary restrictions or 
criteria and we are reviewing our recruitment processes during 2019 to ensure we attract the 
widest possible pool of candidates to our roles. For some senior vacancies, we have requested a 
shortlist for interview of at least one BME and one female candidate who meet the essential 
criteria for the role. We recently committed to being a Disability confident employer and we are 
reviewing our processes to ensure they attract and support applicants and colleagues with 
disabilities. 
  
Develop the leadership pipeline of junior and middle-management BME individuals in 
their organisation;  
We introduced our new Leadership & Management Development programme to the Group in 
late 2016. This comprises three courses – Management Essentials; Leadership Essentials; and 
Advanced Leadership – and the programme has been highly successful to date with 
representation from both BME and female managers in particular.  
 



We are intending to deliver a Leadership Diversity and inclusion training programme to ensure 
we not only recruit, but retain and promote from our diverse workforce. We have developed 
coaching and mentoring programmes which are scheduled to be re-launched in 2019 and we 
are looking at ways of linking these programmes with under-represented groups across the 
organisation and how we can use them in a positive way to develop these employees. We are 
also in the process of working with interested colleagues to form network groups to help us 
identify where our internal processes and culture may unintentionally be creating barriers to 
progression for BME colleagues or those with other equality characteristics 
  
Lead by example by Chief Executives and boards taking a pro-active and visible role in 
promoting, monitoring and endorsing the recommendations from the research. 
As Chief Executive, I am totally committed to ensuring that Southern Housing Group increases 
its diversity across the organisation. It is a key issue that I need to address as a leader to ensure 
that activity is in place across the Group to address any areas of under-representation. We have 
recently recruited to a new internal role specialising in driving forward our ED&I agenda. We 
aspire to delivering excellent customer service to our residents and to being a great place to 
work for our employees - so by celebrating and engaging with a range of diverse communities 
both internally and externally, I remain committed to driving this agenda forward. 
  
 


