Chief executive’s introduction
As we move into the new financial year (2022/23), our
organisation has made a renewed commitment to
re-establish ourselves as a resident-centric organisation.
This includes
paying greater
attention to the
condition of
our homes and
neighbourhoods
and, most importantly, recalibrating all our services
so that they represent what our residents want and
need rather than what we may think they want.
This reorientation towards our customers follows
a reorientation towards our staff over the last few
years, where we have learned to listen to and value
the diversity of their experiences, needs, choices
and perceptions. At every level, with commitment
and vigour, we want to celebrate and include the
diverse views, experiences and enthusiasm of both
our resident and employee communities.
I was really happy to be able to present this new
vision at our first in-person staff conference since
2019 earlier this year. It was great to be able to
reconnect with staff again, catch up over coffee
and discuss the changes we are making and
why. Our main focus was centred around the
considerable challenge we face to improve the
customer experience and how we need to refocus
our work to reflect, reset and reconnect with our
residents again.
Equality, diversity and inclusion (ED&I) remains
at the heart of ensuring this is a success for both

residents and employees alike. A focus for me
over the last year has been to ensure we are truly
representative and reflect the communities we
serve. We were able to make several changes
in 2021/22 to our executive board, including he
appointment of Elly Hoult as our group director
of assets and sustainability, Rajiv Peter as our first
chief information officer and Yomi Okunola as
our new chief financial officer. This has made our
executive team significantly more diverse than
before, providing tangible proof of the commitment
we made as part of last year’s Race at Work
programme.
Our ED&I action plan will ensure that all the
pledges we made through Stop the Clock and
the Big Conversations will be delivered in full, and
our renewed focus on residents continues with
our ED&I action plan for 2022/23. This has also
been given a refresh with a balanced focus on
improving ED&I for our staff and residents, as we
look to actively collaborate, listen and learn from
one another, and seek input from staff, residents
and our networks to continuously learn more about
each other’s perspectives and the communities we
serve.

high standard of services for all residents regardless
of tenure.
This year’s report looks at ED&I during 2021/22,
reflecting on our achievements and sharing key
data that shows both our progress and areas for
improvement. It celebrates the achievements from
our Race at Work action plan and the incredible
work our Care and Support department have
undertaken to develop their staff. You will see our
new development programmes to help improve
our gender and ethnicity pay gaps, and the various
activities and programmes we run for residents
to promote inclusion and support our diverse
communities. Finally, we share the work and
achievements from our five staff networks: Beehive
(women), PROUD@NHG (LGBTQ+), Cultural Energie
(ethnically diverse), Carers, and Parallel (health and
disability). All of them have continued to support
the ED&I agenda by not only raising awareness but
also being pivotal in the update of our policies and
procedures, making further progress towards our
goal of making our organisation a more equal and
inclusive place to work. The colleagues who have
given their time, passion and intellect to improving
and promoting the interests of our staff deserve a
huge thank you from all of us. I really look forward
to seeing how we continue to progress as one
organisation and community.
Kate Davies
Chief executive

At Executive Board (EB) level, in order to make a real
change for residents we have created a new group
director of operations role to act as a single point
of accountability. This will ensure that there is one
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Staff network focus

Wellbeing
Every week, one in six adults experiences a
common mental health problem such as anxiety or
depression.
The pandemic has sadly only exacerbated
this further. To address this and as part of our
commitment to employee wellbeing, we have a
Mental Health First Aiders (MHFAs) programme to
help increase awareness of mental ill health across
Notting Hill Genesis. The programme kicked off in
September 2019 when our first 20 members of staff
began training to be qualified MHFAs. Fast forward
to December 2021 and we have reached the
incredible milestone of having 100 qualified MHFAs
here at Notting Hill Genesis.
Our MHFAs have made a real difference to staff
across the organisation since the programme
began. In 2021 alone, our MHFAs carried out
27 time to talk sessions, with topics including
lockdown easing, Movember, family overseas
and workload stress. We recognised World
Mental Health Day 2021 with further time to talk
sessions, meditation classes, yoga and stories
from our own MHFAs. Finally, our MHFAs have
become embedded as a key support service, being
referenced as such in a variety of policies, from our
stress policy to our unacceptable behaviour policy.
It is great to see the work we have all done and the
essential support we provide recognised as a formal
avenue for staff to access.
Although we had to move them online, our free
exercise classes and wellbeing activities remain
a great way for staff to engage and connect with
other colleagues, as well as enjoy physical and

During the year, Parallel hosted a number of events to raise the profile
of and demystify physical and mental health conditions, and make
Notting Hill Genesis a better place to work. One of these was the Dyslexia
Superpower lunch and learn event where colleagues shared their
experiences of living and working with dyslexia and harnessing the
‘superpowers’ it brings to develop their careers. This event was very well
received, and it uncovered a number of arising themes that will be acted
on so that this results in practical improvements, for example management
training.

In December, to tie in with International Day for People with Disabilities, Parallel talked to Kate
Davies about the importance of being a Disability Confident employer and Notting Hill Genesis’
commitment to our employees with disabilities and health conditions. A recording of this interview
was included in the PurpleLightUp campaign, a global movement that celebrates and draws attention
to the economic contribution of the 386 million disabled employees around the world.
An area of success during the year was with the introduction of a new set of health and disability
categories to the MyHR system. The new categories are now more meaningful to staff and more
useful to HR when looking at the impact of decisions on different groups. As a result, the level of staff
declaration completions has increased from 75 per cent in March 2021 to 82 per cent in March 2022
Parallel continues to act as a consultee on organisational and HR policy changes, highlighting among
other things the importance of staff members being able to take time off for hospital appointments
and working with business services on the return to the office. Parallel are now working closely with
the Residents’ Disability Panel, aligning objectives, improving the level of information we hold, and
understanding how this can be used to bring about real improvements.

mental wellbeing. Our 13 classes include guided
meditation, move and stretch, cardio dance and the
staff choir. Many of these classes have now been
moved to a hybrid format now that restrictions have
eased and we look forward to seeing other classes
like our staff bootcamps return.
It was a privilege to watch Notting Hill Genesis
colleagues including Carl Byrne, our group director
of commercial services, along with other volunteers
run the London Marathon in 2021. This saw us
raise an incredible £26,952.50 for our hardship
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fund, which helps families alleviate hardship and
short-term crises. The fund is also used to help pay
for community events, or wellbeing and tenancy
sustainment projects that benefit residents. We
are extremely proud of everyone involved and the
money will go a long way in supporting the most
vulnerable in the communities we serve.
One of our officers said “Running the London
marathon was an amazing experience that I’ll never
forget. I can’t pretend it was all roses, but that’s
what makes the feeling so sweet when you finish.
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The training was sometimes hard, but even without
the prize of running the marathon at the end, those
training runs did wonders in terms of my physical
and mental health.”
Our staff networks play a huge role in promoting
ED&I and wellbeing which is shown through their
individual achievements in this report. In October
2021, all network chairs were able to showcase to
our group board their hard work and the impact
this has made. The event saw the incredible author
and coach, Cherron Inko-Tariah MBE, talk about
the importance of staff networks in the workplace
and the impact that our staff networks and others
have had across the UK. This was followed by a
video of staff from across the organisation sharing
their thoughts on how ED&I and wellbeing is
represented, both internally and externally. The
event was rounded off by a ‘speed networking’
exercise where the committee and board were
able to learn more about that network and ask
questions such as why they were started and their
future visions. Chair of the Board, Ian Ellis said “It
was a memorable and inspiring evening, so thank
you Cherron and all of the network leaders who
made it such a success. I came away with a clear
understanding of how our networks are adding
validity across the organisation and helping us to
be a more dynamic and connected business.”

With UK inflation at a near 30 year high, a recent
CIPD survey found that a third of UK workers
reported that their financial security had become
‘worse’ or ‘much worse’ during the lockdown.
This is in line with other recent research taken for
Britain’s healthiest workplace study, which identified
an average of 38 productive days per employee per
year due to absence (1.1 per cent) and presenteeism
(13.4 per cent). This increases by more than double
for those employees with financial concerns.
As part of our ongoing commitment to support
financial wellbeing and address matters that are
affecting staff and the wider community, we have
partnered with London Plus Credit Union to deliver
a series of financial wellbeing workshops. These
will explore such topics as ‘Understanding your
credit rating’, ‘Responsible borrowing- Good vs
Bad Debt’, ‘Dealing with and managing debt’ and
‘The difference between savings and investing’.
We coincided this with a refocus on our financial
benefits to staff to ensure everyone can make their
money go further.

Our monthly wellbeing newsletter draws attention
to a different element of wellbeing each month,
setting out practical actions and signposting
to sources of support and further information,
including the wealth of resources available on Milo,
which we continue to expand. A key focus point
at the end of 2021 and moving forward is financial
wellbeing.
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Members of our group board
meeting staff network chairs

Race at Work
action plan
Our Race at Work action plan was the outcome
of our Stop the Clock conference in 2020. Both
of these were a response to the brutal killing
of George Floyd that year and the unbearable
emotions it provoked.
It was very important to us that we had something
concrete to work on and deliver after the full day
of deliberation and the conversations that led up
to it. Parris Litchmore-Bell was appointed to lead
the work alongside our executive board and group
board against six key themes, creating the plan
and overseeing its delivery over the course of 12
months. Our Race at Work programme formally
closed down at the end of 2021 and many of the
initiatives established as part of this have been
embedded into our day-to-day activities and
incorporated into our equality, diversity and action
plan to ensure any work not achieved is still seen
through. Taking a look back at the work carried out
during 2021, we are pleased with the outcomes,
particularly the composition of our organisation.
Since our Race at Work action plan was put in place,
we have seen a significant increase in diversity at an
executive and non-executive board level. People
of an ethnic minority now make up 33 per cent per
cent of board representatives and 33 per cent per
cent of our executive board. Furthermore, to ensure
our executive board and organisation are held
accountable to our diversity commitment, one of
our board members Alex Philips has been appointed
as diversity champion to ensure diversity is always
on the agenda. Improving representation is a huge
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step forward for our organisation and displays our
willingness to not only acknowledge core issues, but
also address these and act on them in a way that
empowers our staff and their work. There have also
been some promotions and great appointments at
the director level to further develop diversity at a
senior leadership level, although we have more work
to do.
Through the plan, we have around 50 members
of staff fully trained as race allies and equipped to
offer support to colleagues. They have been a great
asset to the business by providing a safe space
for conversations regarding race and ethnicity,
actively promoting diversity, challenging barriers to
progression for ethnic minority staff and facilitating
thought-provoking conversations.
As part of the plan, we made a commitment to
offer recruitment panel training in order to diversify
the number of staff equipped to participate in the
recruitment process and avoid all-white, all-male
panels in future. We are pleased to say that at the
group and executive board level we have already
achieved this, and we look forward to ensuring a
diverse and balanced recruitment panel for all staff
moving forward.
Finally, a key objective was to improve our policies
and procedures. To achieve this, we reviewed all
critical policies to ensure that equality, diversity
and inclusion thinking is integrated. We also ran a
series of ‘Power in Policy’ workshops in order for
staff to understand their rights and responsibilities
under our policies. A review of our policies found
no inherent bias that there is a scope for policies to
be misapplied. To address this, we have introduced
a new training module for managers to reinforce
policy application and delivered a workshop for
staff to go through our findings.

We would like to extend a massive thank you to
everyone who worked on this plan, in particular
Parris Litchmore-Bell, for their hard work,
dedication and passion for wanting to make a
difference. Notting Hill Genesis is a more inclusive
place to work where there are equal opportunities
for all.

Care and Support
– Developing our
carers
Working in care and support often means having
a different career journey, working unsocial
hours and/or working in locations remote to
central services. All of this means professional
development opportunities can be more difficult
to access. To address this, recognise the hard
work of our carers and learn from our race at work
initiatives, a number of development and mentoring
programmes were either put in place or expanded.

around 30 colleagues successfully move onto the
programme. Thrive matches mentees (people
working in care and support who are looking to
develop in specific areas) with mentors (people
from care and support who want to help others
unlock their talent and who understand the
nature of care and support). The programme is
designed to increase motivation and confidence
and help colleagues maximise their potential and
contribution at work, as well as offering support
to reflect and manage change during challenging
times.
One recent candidate who joined the programme
in 2021 shared their story “In my previous roles
during my career, I realised that I had never been
on any form of formal training before and I really
wanted to succeed and boost myself to be able
to apply for roles that I would usually shy away
from, as I thought that I was ‘never good enough’.
I looked to the ‘Thrive’ mentoring programme
as I had heard such good things about it from

One of the successful programmes is Stepping
Stones which started in 2017 and supports carers
wanting to develop their career in care. Since its
launch, Stepping Stones has seen over 70 graduates
improve their skills and move into a range of new
roles, including: support assistants and officers,
care coordinators, business support, activities
officers and even extra care manager.
Thrive, a mentoring programme which forms part
of Notting Hill Genesis’ commitment to ensuring
greater diversity at senior levels, was started
during the pandemic in 2020 and has since seen
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colleagues that had been on it the year
before. As soon as I saw the article, I knew
I wanted to apply for it. I was very excited
to be accepted onto the programme, as I
wanted to progress and knew this would
be a good place to start to expand my
existing skills and develop new ones.”
Following a range of career development
opportunities in care and support, this
directorate has a new initiative, which
we are excited to see take place in
2022 – The Career Accelerator. This is
specifically aimed at managers currently
working at HDM or extra care service
manager level. The Career Accelerator is
run in conjunction with Fuel Learning, a
leadership and management development
company, to offer focused support that
will prepare staff to take their next step
into a more senior role. Key outcomes for
participants will include: understanding
personal skills and experience, how to
prepare for an interview, how to ensure
your CV is relevant to the job that you are
applying for, and how to present yourself
and increase confidence.
Senior leaders from across the business
have spoken or led at events for the various
programmes listed, and it is encouraging
to see such a focus on and commitment
to our care and support staff especially
during the most pressing of times. We
look forward to seeing how they progress
both in care and support and elsewhere
throughout the business.

Staff network focus

Since its creation in February 2020, the Carers Network has grown substantially,
especially since we signed up to Harry’s Pledge in March 2021. By joining this
pledge, we committed to support and help unpaid carers who work for us in three
key areas:
•

By making policies carer-friendly and providing platforms and support for carers to tell their stories

•

Making our offices and community spaces as accessible as possible and working with partners to
professionalise care further with clear qualifications/career paths

•

Promoting caring as a valued career choice.

Through 2021 there has been a considerable impact internally for carers, with a number of key changes to
organisational development and visibility, including:
•

Updates to our flexible working policy to ensure it is inclusive of carers

•

Including carers alongside the protected characteristics on our diversity and inclusion impact assessments

•

Presenting ourselves as a carer-friendly organisation on our external website

•

Regular carer workshops to educate staff who may not be exposed or have caring responsibilities

•

Various types of caring responsibilities included in our annual staff satisfaction survey to ensure adequate data
could be gathered

•

Periodical ‘My Life as Carer’ stories from across the business from housing officers to directors to show it can
impact everyone, but is not a barrier to progression

The recent National Housing Foundation EDI report demonstrates that as a sector, we need to understand the
make-up of our employees better when it comes to caring. There is currently only one per cent and four per cent of
workforce data available for caring responsibilities, which was the largest gap identified alongside socio-economic
status. To help support improve this, our chair of the carers network Natalie Quilter has worked with the National
Housing Foundation to create a case study on how to set up a carers network and the importance of this, along
with hosting a social housing roundtable via LinkedIn on the importance of creating a carers network in your
business.
“I think it’s really nice for an organisation to have carers recognised. I personally find it really rewarding being able
to speak to others that are in the same position as me as they completely understand what you are going through
and the emotions you feel. Being part of this network has made me feel like I’m not carrying the burden by myself,
and I have a place of safety where there is no judgement, that I can go to.” Housing team member and carers
network member, Notting Hill Genesis” Housing officer and member of the carers network
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Key data

Staff satisfaction
In September 2021 we held our first staff
satisfaction survey since the pandemic. We had a
great response rate of 74 per cent compared to 49
per cent in 2019, and thus the results are a good
representation of how staff are feeling. We received
a high score for overall satisfaction of just over 92
per cent, which is very positive given the amount of
change we’ve all had to deal with over the past 18
months. Our challenge now will be to harness the
positive internal culture and use it to improve the
experience of our residents.

We use a range of data to better understand
issues within our organisation and to inform
interventions to address them. In 2021, to ensure
that the diversity data we collect is representative
we worked with our staff networks and external
organisations to update our diversity options.
These included changes to disability, gender and
sexual orientation. Further to this, we have begun
collecting data for caring responsibilities to help
us understand the scope within our organisations
and ensure policies such as flexible working are
inclusive to all.

Turning to the diversity strands, it was positive
within gender identity whereby both men and
women felt equally satisfied across the board (due
to very low numbers for staff identifying as nonbinary, they have not been included in the following
comparisons). It was particularly reassuring to see
that within achieving a good work/life balance,
women scored marginally higher than men: 81.93
per cent vs 79.89 per cent. This is interesting as
women generally tend to be in the position of a
carer or undertaking a higher portion of family/
homelife activities, and therefore having a poorer
work life balance than men. This shows that Notting
Hill Genesis is offering a good array of support for
staff in those positions, and this can be seen via our
updated flexible working policy and support via our
women and carers staff networks.

Staff attending CGI diversity award event

development and career progression, we saw the
positive outcome of this as there is only a difference
of 3.62 per cent between the groups, and overall
satisfaction for ethnically diverse colleagues at 80
per cent.
While these were positives, there were also small
areas of concern with staff who have a disability/
long term health condition, are pregnant or are
carers. We are working with our staff networks and
have included key actions in our new ED&I plan to
address these concerns.

Within ethnicity, when comparing ethnically diverse
and white colleagues, there were no significant
discrepancies either. We have recently done a lot of
work to support our ethnically diverse colleagues
from specific development opportunities (including
Leadership NOW) to training on unconscious
bias. When looking at equal opportunity for
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Diversity of our staff

Pay Gaps - 2021

We track diversity characteristics of the staff who
work for us. The table below shows a selection
of characteristics, and highlights that we are a
very diverse organisation. We continue to attract
staff of various diversity characteristics and our
leaver statistics help highlight any trends and any
areas of concern. We ensure we work with our
staff networks and inclusion steering group to
understand the drivers behind this to ensure we put
plans in place to address any concerns.

Looking at pay gaps, we went beyond the
government mandated approach to calculating
our gender pay gap, with in-depth analysis of both
our gender and ethnicity pay gaps, allowing us to
identify the glass ceilings for different groups.
Unlike the gender pay gap, there is no legal
requirement for companies to publish their ethnicity
pay gap. Recent report by the Commission on
Race and Ethnic Disparities has recommended that
ethnicity pay gaps should continue to be voluntary
for employers. We are committed to the publication
of the ethnicity pay gap. This commitment is set
out in our corporate strategy, our ED&I action plan,
in the G15 diversity pledge and in the CBI Change

Characteristic

Current staff as at
31 March 2022

Starters
(12 months)

Leavers
(12 months)

Comment

Age

50% below 45

50% below 39

55% below 45

We continue to attract young people to NHG

Disability

7%

1.64%

8.57%

19.78 unknown

3.28% unknown

18.57% unknown

Number of leavers was higher than the current
reported population. Alongside agreed actions, we
are looking to work towards Disability confident
employer level 3 in 2022 to help address this area
too.

Black, Asian and
Minority Ethnic –
60.97%

Black, Asian and
Minority Ethnic 70.49%

Black, Asian and
Minority Ethnic 51.43%

We continue to attract those from Black, Asian and
Minority Ethnic groups which is higher than the
population.

White – British,
English, Welsh,
Northern Irish,
Scottish and Irish –
27.09%

White – British,
English, Welsh,
Northern Irish,
Scottish and Irish –
18.03%

White – British,
English, Welsh,
Northern Irish,
Scottish and Irish –
32.86%

More colleagues from a white background are
leaving and we will be reviewing the drivers behind
this.

Gender

Females - 68.39%

Females – 68.85%

Females - 75.71%

Number of females who left organisation is higher
than the current population, a key driver is because
we had a number of C&S contracts closed of which
females make up the majority.

Sexual
Orientation

83.22%
Heterosexual/
Straight

83.61%
Heterosexual/
Straight

82.86%
Heterosexual/
Straight

4.31% LGBTQ+

9.84% LGBTQ+

2.86% LGBTQ+

It is very positive to see we are attracting a high
proportion of people from the LGBTQ+ community.
A driver may be in 2021 we entered the Stonewall
Workplace Equality Index for the first time where
we achieved Bronze.

Ethnicity

2021–2022

the Race Ratio pledge. For consistency, comparison
and ease of understanding we have followed the
same methodology as that of gender pay reporting.
This quantitative data supports the qualitative
insight gained through our Race at Work action
plan and other channels, and while we are still at
the start of our journey, we have seen perceptions
begin to shift amongst staff due to the focus
and implementation of various initiatives and
programmes to support racial equality.
This is evidenced by our recent staff satisfaction
survey whereby when thinking about career
progression at Notting Hill Genesis there was
a significantly low difference of 3.62 per cent
between staff who are Black, Asian or minority
ethnic and white colleagues, with overall
satisfaction for ethnically colleagues at 80 per cent.
The reasons for this can be assumed to be from
the specific development opportunities such as our
focus on recruiting ethnically diverse colleagues
to leadership roles, Leadership NOW, training on
unconscious bias and our overarching Race at Work
action plan which has now transitioned to our ED&I
action plan.
2021 also saw a focus on developing women across
Notting Hill Genesis, with the perception of less
women in managerial roles. This was addressed
by our Women’s Development programme
launched in October 2021 and saw 14 colleagues
from across the business begin either mentoring
or a qualification in leadership, or leading activity
learning sets with directors and our chief executive.
This, alongside recent appointments such as Elly
Hoult will hopefully help our gender pay gap
moving forward.
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Although we have a high-level understanding of
the drivers of our pay gaps, designing appropriate
actions to address them requires us to have more
detailed, accurate and up to date data. To achieve
this, we will be running deep dives for 2021 and
2022 by directorates and hierarchy to understand
where improvements have been made and where
we need to focus our attention moving forward.

Talent and learning
Our approach to talent and learning plays a key
part in removing barriers to progression and
empowering staff to achieve their full potential.
From the outset, new colleagues have the
opportunity to learn about, discuss and share their
thoughts through the extended ED&I and wellbeing
component of our corporate induction. This
ensures that, from the beginning of their journey
with us, colleagues know why and how we are
making Notting Hill Genesis a more inclusive place
to work.
In late 2021, we revamped our approach to
apprenticeships by devising an apprenticeship
strategy and pathway with a new process designed
to help the business areas identify talent pipelines,
utilise the apprenticeship levy and upskill our
workforce. This will be followed by an established
and dedicated apprenticeship landing page on Milo,
along with various events hosted to educate the
business on the multitude of opportunities available
via apprenticeships.

Gender and ethnicity pay gaps 2021
Median

Mean

Gender (all NHG)

19.4%

23.0%

Ethnicity (all NHG)

20.8%

26.8%

Gender (Care & Support only)

3.5%

13.4%

Ethnicity (Care & Support only)

15.7%

19.8%

Gender (excluding Care & Support)

6%

9.7%

Ethnicity (excluding Care & Support)

9.9%

16.5%

Gender bonus

0%

3.1%

Ethnicity bonus

0%

-20%

Staff composition 2021
Female

All NHG 68%

Male

BAME

non-BAME

32%

57%

43%

Upper quartile

49%

51%

40%

60%

Upper-middle quartile

65%

35%

64%

36%

Lower-middle quartile

73%

27%

68%

32%

Lower quartile

84%

16%

80%

20%

January 2022 saw our 12 Emerging Leaders begin
our flagship internal development programme;
seven months of bespoke training sessions,
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action learning sets, and project work that will be
recognised by a level five award from the Institute
of Leadership and Management. The participants
represent the diversity of departments and personal
backgrounds at Notting Hill Genesis, and we look
forward to seeing them move into leadership roles
in future.

Staff network focus

At the end of March, we concluded our final cohort
of the second Housing Diversity Network (HDN)
mentoring programme which saw 13 colleagues
take part. They participated in online mentee group
sessions, worked with Kate Davies, Mushtaq Khan,
HDN CEO, and Lara Oyedele, CIH VP. The mentees
completed a psychometric profiling survey and
had the chance to work cross functionally with
each other and their external mentors. This cohort
celebrated their completion and achievement at
an afternoon tea hosted by Notting Hill Genesis.
We will be continuing with the external HDN
programme where we have a seven seat allocation
within the wider London programme.
March 2022 saw the selection of the successful
candidates for the women’s development
programme. The programme looks to identify,
support, and develop those ready to make a career
change and/or develop as future leaders within
the short to medium term. Applications opened
towards the end of last year and we received a
large number of really well thought- out and put
together personal statements, discussing the
areas in which applicants wanted to develop. We
shortlisted a group to do a panel discussion with
members of EB and the director group. From those
discussions the final candidates were selected.
The candidates will have individualised support,
starting with career coaching to help shape this.
They will then receive either management training,
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Cultural Energie went from strength to strength with
the appointment of two new co-chairs who shone
in their commitment to driving forward Notting Hill
Genesis’ ethnically diverse group. As a collective they
were instrumental in delivering one of the year’s most
successful organisational events: the careers fair. The concept derived from a careers survey
undertaken in the latter part of 2020. Ethnically diverse members of staff felt they were not
progressing professionally, to which the network sought to support the career aspirations of their
members and wider colleagues. The two half-day careers fairs saw representation from across the
business, providing support, guidance and signposting where appropriate. Overall engagement was
high, with over 80 attendees across the two sessions, creating a general buzz around the event which
not only resulted in positive feedback but tangible outcomes for members of staff including new jobs
and shadowing opportunities.
Throughout the year, the network has maintained
their focus on the priority areas of career, culture,
mentoring and networking by continuing to embed
the pillar approach which has been reinforced with
the recruitment of new committee members. Overall,
Cultural Energie increased their membership by
24 per cent and experienced a significant spike
in engagement during the Black History Month
(BHM) series. With the theme for BHM 2021 being
#ProudToBe, the network put on a selection of
activities including a virtual session on decolonising
the UK curriculum; a trip to the Black Cultural Archive;
a cultural food festival and the previously mentioned
careers fair. Staff blogs were also used to honour some
Black British icons and allow colleagues the space to
raise their voices around its significance.

Diwali celebrations

As a network that exists to collectively advance race equality, Cultural Energie also invited MEND
(Muslim Engagement and Development) and Muhsin Yesilada, a stand-up comedian and psychology
PHD student to commemorate Islamophobia Awareness Month in November. This was reinforced
with a powerful and informative article “…My name is Khan, and I am not a Terrorist” which
ultimately aimed to teach, educate, and challenge colleagues. As well as educating and informing
cultural recognition articles, the network continued to feed into important policies such as the hate
incident policy and hybrid working to maintain the required influence throughout Notting Hill
Genesis for its members.
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Staff network focus

mentoring opportunities or something else we
identify throughout the process.
We have also made progress on launching the
corporate management development offering. We
have been working closely with a consultant in order
to build a comprehensive management development
package. As part of this, we have been liaising with
EB, directors and managers to refine the proposal.
We want to ensure we deliver an appropriate
package, with a suite of various training opportunities
that best serve the business, with the right level of
support and capability for our managers.
We’re running a development programme aimed
at our ethnically diverse male colleagues who
are ready to take the next step in their careers.
Supported by Cultural Energie, our staff network
for Black, Asian and minority ethnic people, the
aim of the programme is to provide support,
create opportunities and address the current gap
of ethnically diverse male colleagues in some
areas. The successful colleagues will have access
to various opportunities, ranging from working
on cross-cutting projects with directors and/or
EB, a chance to participate in action learning sets
or even a new challenge in a different area of the
business, in order to gain further insight within the
organisation.
In addition to celebrating these specific
achievements, throughout the year we’ve
shared the career journeys of a range of staff,
showcasing the diversity of talent we have at
Notting Hill Genesis. Colleagues in housing, IT
and development have all inspired colleagues
with stories of how they’ve challenged to develop,
overcome obstacles, and succeed.

2021–2022

PROUD@NHG worked closely with their HR sponsor,
diversity inclusion and wellbeing lead and EB sponsor, Mark
Vaughan to achieve a bronze award in the 2022 Workplace
Equality Index awards from Stonewall, the UK’s leading
lesbian, gay, bi and trans equality charity.

The award comes as part of Stonewall’s “Bring Yourself to Work” campaign which highlights the
importance of inclusive work environments. According to Stonewall’s research, more than a third of
lesbian, gay, bi, trans and queer (LGBTQ+) staff (35 per cent) hide who they are at work, while almost
one in five (18 per cent) have been the target of negative comments. For 20 years, the charity has been
supporting employers to create welcoming workplaces for LGBTQ+ people.
This was the first time Notting Hill Genesis submitted an application, and despite organisations
typically not being awarded on their first submission, not only did we achieve the bronze award, but
we ranked 189th out of over 450 organisations that entered, within the top 100 for companies within
London and 8th within the housing sector.
With the support of Stonewall we also updated our diversity options for sexual orientation and gender,
to ensure the data we are collecting is best practice but most importantly all staff members feel seen.
PROUD@NHG also continue to work with the Say It Loud
Club with them recommencing their meetings at Bruce
Kenrick House and hope to extend Notting Hill Genesis’
support to them. It was great to have them in attendance
at our PROUD relaunch event in September 2021 which
also saw our EB sponsor Mark Vaughn give a heartwarming speech on the incredible work which has been
achieved by the network.
Also building on links established through HouseProud
and Stonewall, PROUD@NHG are reaching out to other
LGBT+ networks within the G15 to establish contacts
with a view to hosting some joint events in the future. In
2022 PROUD@NHG will focus on LGBTQ+ allyship, and
expand upon intersectionality activities with other staff
networks (BeeHive, Parallel, Carers and Cultural Energie).
PROUD@NHG launch event
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Residents
Our reorientation towards our customers for 2022
follows our first residents annual report. This was
created by residents for residents, and highlights
the Resident Voices group's key focuses, challenges
and successes over 2021.
The Resident Voices group (RVG) was set up to
act as a representative hub for residents, where
experiences and feedback is gathered, listened
to and acted upon. Meeting quarterly, the group
is made up of the chairs of our resident-led
involvement groups, resident members of our group
board and committees, and senior leadership staff.
A good example highlighted in the report, through
the work of both the RVG and the Operations
Committee, is the project looking at My Account.
The key aim of our project was to increase
registration numbers and ensure My Account
developed in way that worked for residents, with
additional features and ensuring the platform is as
user-friendly and effective as possible. A specialist
survey and a focus group formed part of their
work, whilst ensuring any plans they had fit into
any upcoming developments that were already
scheduled for My Account based on resident
feedback through complaints, compliments and
resident satisfaction surveys. A number of other
case studies were also highlighted from the roofing
pilot project to gas safety letters – thank you to all
the residents who partook in creating this report
and the continued work in helping to make Notting
Hill Genesis work better for the communities we
serve.
Our ED&I action plan for 2022/23 incorporates

residents and staff focuses equally, with a
commitment for a separate ED&I residents’ strategy
to be created this year. Looking back at 2021 we
saw Aylesbury’s continuing partnership with Vistry
Partnerships to continue their Cuppa and Chat
service, which is aimed at tackling social isolation,
especially amongst older residents. In September
2021 the team held a picnic as part of this project
which saw residents come together to enjoy food,
music and each other’s company one resident
said “Many thanks…for all your hard work putting
a lovely event together for us. We truly appreciate
and loved every bit of it. Thank you to the team for
creating such a meaningful event and continuing to
run this service as it clearly means a lot to residents
and the community. Aylesbury is a community and
Cuppa and a Chat is the spirit of the community, so
join in and feel the spirit!”

income families who were juggling a tight budget,
with the aim for residents to have saved a small
lump sum after a period of regular saving, therefore
helping them to develop positive saving behaviours.
To raise awareness about credit unions and what they
do, a series of articles for Connections, our resident
newsletter, covering topics such as ‘time for a spring
clean of your budget’ and ‘top budgeting tips for
Christmas’. London Plus also delivered three online,
financial education workshops around understanding
your credit score and responsible borrowing.
With 2021 marking a full year of the service being
run we have seen some really good results. A
combined total of 74 loan and savings accounts
have been opened along with 15 savings bonuses
being successfully awarded.

Last year our care and support department
partnered with the Association of Directors of Adult
Social Services (ADASS), to bring the joy of singing,
music and community to older people living with
dementia at our Penfold Street extra care scheme
by starting a dementia choir within the scheme.
Throughout the pandemic the choir managed
to meet virtually once a week and towards the
end of 2021 were able to meet for face-to-face
sessions. They were very popular in the lead up to
Christmas and have even been asked to perform
at various events in the area. We are hoping to be
able to involve our staff choir for an extra special
performance later this year.

“‘I heard about London Plus through Notting Hill
Genesis Newsletter that I received by email. It came
at a crucial time as I was struggling with the impact
of Covid. I work part-time and have had some of
my hours cut even further. Someone must have
been looking down on me when this offer came
through. I just needed a little something that would
help and the repayments were a good fit for me...
The loan is affordable and manageable... The £4pm
saving is easy as it comes directly out but anymore
would eat into my personal money and that would
have been a struggle... it is a vital service that I
would not have known about if I had not read the
newsletter and it has already been really beneficial
to me and my family”.

Along with London Credit Plus Union supporting
staff, our tenancy sustainment and partnerships
manager has also partnered with them to create a
new incentive to support residents with loans and
savings. This project was put in place to help low-

Our resident involvement team continuously seek
to involve more residents from diverse backgrounds
and walks of life in our various feedback and input
initiatives and channels. During 2021 they worked
with a variety of different teams across Notting

2021–2022
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Hill Genesis, from rents and service charge, asset
management to procurement, in order to involve
residents more their work. Working alongside the
Resident Voices group they have supported a series
of projects throughout the year to improve the
resident experience of the services they receive and
have so far completed 93 recommendations since
its inception.

Staff network focus

Our staff forums have also been active this being
our disability forum seeking to represent the
perspectives of residents with a range of health
issues and disabilities, ensuring that their voices help
to shape everything from the design of our homes
to the delivery of our services. Our LGBTQ+ resident
forum provides a channel for LGBTQ+ residents to
share their experiences and provide valuable input
that allows us to tailor the support we provide and
signpost LGBTQ+ residents to.
Finally, we would like to end on the annual
Woodberry Down Winterfest which took place in
December 2021. Residents came together to enjoy
a winter lights festival organised by Berkeley Homes
and supported by the partners of the Woodberry
Down regeneration including Notting Hill Genesis.
Despite the cold weather, the local residents turned
up in large numbers for a jam-packed evening of
carol singing, festive food, and to catch a sight of
the lantern displays designed by residents from
the local community. Talented young singers from
Sir Thomas Abney Primary School and Fame Star
Youth Group kicked off the annual Winterfest
festivities with Christmas carols, after the Mayor of
Hackney, Philip Glanville, lead the countdown to
switch on the Christmas lights.

Over the past year, membership of our women’s network has
increased from 117 to 159, with other colleagues continuing to
get involved through awareness raising campaigns, projects and
important events. Beehive has continued to operate through 3 key
pillars (skills, voice, and wellbeing) and has had the benefit of 2 cochairs since early 2022.

2021/22 began with a research piece into the barriers to career
progression for our female colleagues in assets, the department
with the largest gap between males and females in senior roles.
Most felt the organisation places equity as a top priority, and that
gender did not play a role when applying for more senior roles.
However, many women were looking to progress in their careers and faced some key barriers and felt
better support was needed. After working with senior leaders in assets, steps have now been taken
to ensure female staff in Assets have the right tools to be able to progress, such as tailored training
programmes and more targeted information on flexible working.
Under our wellbeing pillar, the popular menopause cafes continued each month and the network
helped to develop a new menopause policy, as well as giving feedback on the miscarriage and
stillbirth policy. Menopause continues to be a hot topic in all workplaces, and in 2022/23 Beehive
will be leading on an event for staff to attend which will raise awareness and help managers to better
understand the impact of menopause on their team members.
The voice pillar led on women’s voices sessions over the summer held by an external facilitator,
giving women a safe space to talk about what it means to be a woman in the workplace.
Interest in attending events hosted by WISH (women working in social housing) has drastically
increased this year, with the corporate membership now extended into 2022/23. Women across
Notting Hill Genesis have attended events on topics such as confidence building, understanding
the menopause and mentoring to achieve change. Staff also attended a networking event held by
Beehive in November 2021.
In March 2022, Beehive helped the organisation to celebrate and learn more about Women’s History
Month and led on this year’s campaign for International Women’s Day, spreading the word on the
#BreaktheBias theme by sharing resources, encouraging staff to blog about their own experiences,
and putting a spotlight on our care & support colleagues who worked in a challenging environment
through the pandemic.

We look forward to collaborating even more with
our residents through 2022.

2021–2022
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