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Dear  
 
RE: Request for Information – RFI4469 
 
Thank you for your request for information which was processed in accordance with the Freedom of 
Information Act 2000 (FOIA). 
 
You requested the following information:  
 
I am writing to you under the FOIA to request a copy of the full National Equality Standard report 
produced by Ernst & Young for Homes England.  

I would also like a copy of the summarised report also produced by Ernst & Young for Homes England 
together with all correspondence within HR including emails and teams messages where a decision was 
made to withhold the full report from JNCC and have  encourage JNCC to withdraw their 
previous FOIA request.  

Response 
 
We can confirm that we do hold the requested information which we have enclosed within Annex A which 
is attached to this response.  
 
We rely on Section 40(2) of the FOIA to withhold some of the information from disclosure. 
 
Section 40 – Personal information 
 
We have redacted and are withholding information on the grounds that in constitutes third party personal 
data and therefore engages section 40(2) of the FOIA.  
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London, SW1H 0TL 
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@HomesEngland 
www.gov.uk/homes-england 

 

 
To disclose personal data, such as names, contact details, addresses, email addresses and personal 
opinions could lead to the identification of third parties and would breach one or more of the data 
protection principles. 
 
Section 40 is an absolute exemption which means that we do not need to consider the public interest in 
disclosure. Once it is established that the information is personal data of a third party and release would 
breach one or more of the data protection principles, then the exemption is engaged. 
The full text in the legislation can be found on the following link: 
 
https://www.legislation.gov.uk/ukpga/2000/36/section/40 
 
Right to Appeal 
 
If you are not happy with the information that has been provided or the way in which your request has 
been handled, you may request an internal review. You can request an internal review by writing to Homes 
England via the details below, quoting the reference number at the top of this letter. 
 
Email: infogov@homesengland.gov.uk 
 
Information Governance Team 
Homes England  
Windsor House  
6th Floor 
42-50 Victoria Street 
London 
SW1H 0TL 
United Kingdom 
 
Your request for review must be made in writing, explain why you wish to appeal, and be received within 
40 working days of the date of this response. Failure to meet this criteria may lead to your request being 
refused. 
 
Upon receipt, your request for review will be passed to an independent party not involved in your original 
request. We aim to issue a response within 20 working days. 



The Housing and Regeneration Agency 

Date: 29 September 2023 
Our Ref: RFI4469 
Tel: 0300 1234 500 
Email: infogov@homesengland.gov.uk 

6th Floor 
Windsor House 
42 - 50 Victoria Street, Westminster 
London, SW1H 0TL 

0300 1234 500 
@HomesEngland 
www.gov.uk/homes-england 

You may also complain to the Information Commissioner’s Office (ICO) however, the Information 
Commissioner does usually expect the internal review procedure to be exhausted in the first instance. 

The Information Commissioner's details can be found via the following link: 

https://ico.org.uk/ 

Please note that the contents of your request and this response are also subject to the Freedom of 
Information Act 2000. Homes England may be required to disclose your request and our response 
accordingly. 

Yours sincerely, 

The Information Governance Team 
For Homes England 
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05 Recommendation 1
Defining your ED&I strategic priorities

Example considerations

Objective 1: 
Create a more 

inclusive colleague 
experience

Objective 2:
Work together to 

create acceptance 
and build an 

inclusive culture

Objective 3:
Leadership 

commitment and 
action

Objective 4:
Work with our 
partners and 

suppliers to help 
create a more 

inclusive industry

Objective 5:
Deliver homes for 

the communities we 
serve

Homes England should define what success looks like for each objective at a more granular level, and activities or initiatives should be targeted to achieve the success
criteria identified. Example considerations across both categories include:

▪ Success criteria refers to improvement in the 
diversity of employees and applicants — by how 
much and which diverse groups in particular?

▪ What will success look like across key employee 
processes?

▪ Consider linking pay gap monitoring to the success 
of this objective

▪ How will culture be assessed? What will the role of 
the engagement survey have in this objective?

▪ Consider the impact of ‘speaking up’/ cultural 
training on the number of incidents reported of 
bullying and harassment – might the number initially 
increase? 

▪ How will leaders be held accountable for ED&I? Will 
scorecards be used? (see page 22)

▪ How will feedback be received from employees on 
senior-level engagement on ED&I topics?

▪ How will ED&I be monitored among partners and 
suppliers and what will success look like? 

▪ Who owns the industry-wide ED&I survey and how 
does Homes England feed into this? How can Homes 
England measure its impact on the survey?

▪ How will impact on communities be measured in 
terms of ED&I? Will this target particular diverse 
groups?

▪ How will data declaration be promoted?
▪ What ED&I initiatives will take place per key employee 

process and how will ED&I be measured?
▪ How will equality impact assessments (EIAs) of policies 

and processes be used to support this objective?

Success criteria Activities/ initiatives

▪ How will behaviours be used to support the ED&I agenda 
and how will these be assessed during the Building 
Brilliant Performance cycle? 

▪ What ED&I training will be offered and how will Homes 
England receive feedback on this? 

▪ How will employee network engagement be measured? 

▪ How will inclusive leadership behaviours be assessed 
during the Building Brilliant Performance cycle?

▪ What does the role of an ED&I senior sponsor entail? 
▪ How will mentoring/reverse mentoring programmes be 

monitored?

▪ What ED&I requirements have been/will be set for 
partners and suppliers via the procurement survey? How 
can supplier ED&I maturity and progress be measured?

▪ How many industry ED&I discussions will Homes England 
participate in? 

▪ How will Homes England grow networks in the industry?

▪ How will data be collected on the communities that 
Homes England serves? Could an EIA be used to 
understand the impact of initiatives on protected 
characteristics?

▪ In which research projects will Homes England be 
involved?

What we recommend (3/3)

ObjectivesPriorities

For example:

▪ Increase gender 
representation 
at senior levels 
(Assistant 
Director, 
Director and 
Executive 
Director)

▪ Increase 
representation 
of ethnicity at 
all levels

▪ Track positive % 
increase year-
on-year for 
other protected 
characteristics, 
e.g. sexual 
orientation and 
disability

Related 
recommendation

Recommendation 4, 
p.23-26

Recommendations 6-
11, p.31-40

Recommendation 5, 
p.27-30

Recommendation 9, 
p.36

Recommendation 3, 
p.21-22

Recommendation 4, 
p.25

Recommendation 4, 
p.25

Additional 
recommendations, 
p.41
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What we observed What we recommend

Recommendation 2
Formalising your ED&I governance structure

▪ Ownership of the ED&I agenda and its
implementation sits in practice with the
ED&I lead in HR. As part of the ED&I
agenda, each ED&I objective has a Senior
Sponsor and there are plans under
objective 2 for employee networks to also
have a Senior Sponsor.

▪ There is, however, a lack of clarity on
expectations on the role of a Senior ED&I
Sponsor, and recent changes in leadership
has resulted in some gaps in sponsorship.

▪ There are nine employee networks, and
network leads meet quarterly.

▪ ED&I updates are reported to the People
Group on a quarterly basis and ED&I
objectives are planned to be reviewed and
published annually.

▪ ED&I data is referenced at the Nominations
and Remuneration Committee (NRC);
however, it is unclear on the extent to
which ED&I data and updates are actively
challenged and driven at the executive
leadership level.

▪ There are plans to launch a new Homes
England People Strategy and a possible
new People Committee, Staff Committee
and Junior Board.

▪ ERG network members expressed concerns
that they are not recognised for their
efforts formally and recommendations
being made to the leadership team are not
actioned upon.

Governance3.4 Commitment & accountability5.1 Action planning & implementation7.3

Homes England should consider formalising the governance structure for ED&I under the launch of the new People Strategy,
expanding leadership involvement and ownership and embedding the feedback and input from employee network groups into the
overall ED&I action plan.

People Group

ED&I Steering Group 

• ED&I Programme Sponsor (Chair)

• Senior sponsors (per ED&I objective)

• ED&I Lead

• Employee network leads (as a guest 
speaker on a rotational basis)

Employee networks

Executive Leadership Team

Level Key Responsibilities Success requirements

Exec 
Leadership 

Team

▪ Overall responsibility for the 
delivery of the ED&I strategy

▪ Embed ED&I into the overall 
organisation’s strategy and 
empower the business to 
prioritise the topic

▪ Have a standing ED&I agenda item on 
quarterly leadership meetings facilitated by 
the People Leader for Homes England

▪ Facilitate a robust conversation on ED&I at 
leadership level, taking into account 
diverse perspectives

People 
Group

▪ Help guide the direction of the 
ED&I strategy in alignment with 
overall people strategy of
Homes England

▪ View into ED&I action plans progress and 
relevant data on a monthly basis

ED&I 
Steering 
Group

▪ Set and deliver on ED&I strategy 
and action plans

▪ Provide programme sign-offs 
and approvals

▪ Review action plans, progress 
and delivery on a monthly basis 

▪ Review ED&I data monthly
▪ Report progress to People 

Group and prepare Exec 
Leadership briefings

▪ Provide forum for sharing good 
practice and ideas

▪ Report gaps in implementation 
to People Group

▪ Nominate an ED&I Steering Group Chair 
(suggested chair being a C-level leader)

▪ A detailed description of the senior 
sponsor role to drive ownership and 
accountability

▪ Formalise relevant Terms of Reference for 
the steering group

▪ Embed sponsor roles into leadership 
performance scorecards, reviewing 
respective performance at annual 
performance cycle for leaders

▪ Facilitate regular conversation with the 
employee network groups, staff committee 
and junior board members

Employee 
Networks

▪ Articulate and advocate ED&I 
strategy and programme to 
employees

▪ Act as a ED&I point of contact 
for employees

▪ Obtain employee feedback

▪ Formally recognise employee participation 
in network groups, including this in regular 
performance conversations

▪ Consider expanding the training budget of 
employee network groups to facilitate 
further initiatives and action plan 
execution

▪ Align network activities to ED&I objectives 
and action plans to ensure consistency 

ED&I Governance Structure
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What we recommend (2/2) 

Recommendation 3
Introducing inclusive leadership expectations

Example metrics Target Actual

1
Number of executive responsibilities for 
diversity initiatives

2 1

2
Reverse-mentoring relationship in place with 
associates from an underrepresented groups

Yes Yes

3
x% of team to have completed mandatory ED&I 
training

90% 95%

4
Gender balance of immediate succession 
pipeline

15% 15%

5 % of female promotions within team 15% 19%

6
Positive responses to the engagement survey 
question: I feel I truly belong here**

65% 60%

7
Positive responses to the engagement survey 
question: I feel comfortable being myself when 
I’m at work**

75% 80%

8
Positive responses to the engagement survey 
question: Perspectives like mine are included in 
any decision-making**

80% 65%

Example metrics Target Actual

1
Number of diversity initiatives 
involved in

1 2

2 Completed ED&I training Yes Yes

3
Reverse-mentoring relationship in 
place with associate from an 
underrepresented group

Yes Yes

4
Positive upwards feedback from 
direct reports referencing 
inclusive behaviours

3 2

Example of a leadership scorecard* Example of a management scorecard*

Scorecards could be reviewed during the Building Brilliant Performance cycle
and could have a tangible impact on promotion decisions.

We have put examples of these KPIs for a leader and manager below:

*Note: The KPIs in the scorecards above are illustrative examples. Actual KPIs should be tailored to rank.

** Where engagement survey questions are included, consider targets relating to variances in survey responses by priority/ protected characteristic. 
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What we recommend (2/4)

Recommendation 4
Using data to drive priorities and measure impact

Expand ED&I categories

Targeted communication Manager support

Team managers should be
equipped with additional
guidance incorporated in the
monthly team briefing packs,
including FAQs, to help them
explain the benefits of Homes
England having accurate data
around the diversity of its
workforce.

Any increase in the level of
disclosure could be tracked at
the directorate level, as it is a
measure of increased trust and
engagement. Consider driving
competition amongst
directorates by creating an
overall disclosure rate league
table.

Understand data gaps

▪ Establish why you are collecting ED&I
data and how it will support your ED&I
aspirations. This will form the narrative
that will be used to position your
diversity data drive [example data
maturity framework in Appendix 3]

▪ Set up a regular review process with
your legal teams, as what is available
and acceptable to capture today may
change over time.

Capture data on social mobility

▪ Homes England should consider
expanding its ED&I data collection to
include social mobility. While this is a
harder measure to quantify, it can have
significant cumulative effects on an
individual’s career opportunities.

▪ Some of the following questions could be
used to capture this information:
parental attendance of higher education,
parental occupation and type of school
the individual attended and/or an
employee’s eligibility for free school
meals.

Drive greater ED&I data disclosure

Mandating disclosure on 
HRnet

Mandate the completion of
each question on the diversity
page of HRnet/diversity
monitoring form or attaching
completion of the questions to
mandatory processes such as
the induction process.
Important: For legal reasons,
ensure there is a prefer not to
say option for each question.

Launch annual comms
campaigns to promote a clear
understanding of the importance
and uses of employee data and
challenge any misconceptions or
fears of providing this
information, i.e. what the
diversity data will not be used
for. The employee networks will
be an important resource for
tailoring campaign language.

Driving data from the top

Ensure senior leaders are
communicating about the
importance of ED&I data
through leadership updates,
links to the diversity page in
HRnet in the email signatures
of key messengers and
leaders, blogs on the intranet
and other communication
forums. [example language in
Appendix 2]

Disclosure rate league table Leader scorecards

Include a diversity disclosure
rate within leader scorecards to
drive accountability. Consider
the role of ED&I sponsors here.

Homes England can improve employee disclosure of ED&I data by considering some of the following. 
The organisation should look at which protected characteristics have the lowest declaration rate and 
could make targeted efforts for these characteristics.
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What we observed What we recommend (1/2)

Recommendation 6
Developing a diverse workforce

▪ While we have noted that career pathways
are under consideration together with a
push for a 'Grow Your Own' agenda, Homes
England does not currently provide career
pathways or dedicated progression support
for diverse employees.

▪ In 2020, 65% of employees agreed with the
statement 'I believe there are opportunities
for me to develop my career here’, and
focus groups identified a lack of guidance
to progress, e.g. on CVs in order to apply
for an internal move.

▪ Some targeted efforts have been made in
promoting coaching, mentoring and in
proposed reverse mentoring between
directors and employee network members.

▪ Focus groups referred to a 'glass ceiling' in
progressing to senior levels, in particular,
and highlighted a lack of diverse
representation and role modelling at the
senior leadership level.

▪ In recruitment, candidates with disabilities
who meet minimum criteria are
automatically shortlisted for interviews and
at least one woman who meets minimum
criteria for senior roles. ED&I data is not
currently considered in promotions and
succession planning.

Career progression2.4

Expand on the existing plans to develop dedicated career pathways for Home England’s employees with career-defined competencies that
would bring clarity and transparency to existing career opportunities. Homes England can further benefit from more targeted interventions
to develop and progress diverse talent.

Homes England should consider setting representation targets at leadership level in line with priorities to achieve its
ED&I objectives (please reference page 17). As part of this, consider:
1. That representation targets are ambitious and broadly consistent with the overall aspiration for ED&I at Homes

England.
2. The format that these representation targets will take. Leading practice organisations take a consistent approach

to representation targets across different demographics by following the Board, Exco and Exco +1 approach (in
line with UK Government-backed Hampton-Alexander review)

3. Representation targets should be both time-bound and with leadership accountability for their delivery (and this
accountability is reflected with reward and remuneration).

4. Representation targets should be both modelled and realistic. Homes England will need to consider the impact on
recruitment and promotion decisions that achieving the representation targets will have.

Representati
on targets

Bias3.2

To fill high-priority roles with the diverse talent already in your ranks, start by mapping where that talent lies within
Homes England. Consider charting the skills of each role identifying capabilities that workers can leverage as they
progress. Initiate talent mapping every six months to identify high performers. Talent mapping should also include
proactive equality impact assessments to ensure that candidates across different characteristics are given sufficient
opportunity to progress. This will help to highlight the particular departments in the organisation that require greater
diversity at different levels. Soft targets could also be introduced for underrepresented talent.

Talent 
mapping

Homes England should consider programmes targeted to key underrepresented groups (e.g. women, BAME) to support
their progression or ensure a diverse population in existing leadership development courses. In designing these
targeted approaches, it is important to ensure the programmes are holistic and focused on broader cultural change,
instead of providing training for participants in isolation.

These programmes should include multiple workstreams, such as a focus on personal and professional development
for participants, engagement of nominated allies to understand cultural challenges and the use of long-term senior
sponsors to identify progression opportunities and provide accountability for participants’ success. As with any
initiative, it will also be important to measure the success of these programmes by tracking how participants’
development has progressed (e.g. via monitoring appraisal ratings, time to promotion(s) and number of promotions).
The rate of success should be used to review the effectiveness of the programmes.

Targeted 
programmes

31



   

   

05
What we recommend (2/2)

Recommendation 6
Developing a diverse workforce

Consider introducing a leadership sponsorship programme for high-potential diverse talent in addition to already existing internal coaching and mentorship
programmes. This should be available to all and targeted towards women, BAME and other underrepresented groups. This will help with career progression and can
also provide valuable insight on specific challenges and barriers faced. Leadership should be tracked and held accountable for the progress and progression of the
employees through performance review and remuneration. Consider partnering with an external coaching programme to provide diverse employees with role models
to help support their development.

Sponsorship

Explore possible opportunities for high-performing, diverse talent to take on more challenging stretch assignments as part of their career development plans, building
up the experiences they need for progression.
For example, a high-potential female is placed into a more senior position for a pre-agreed period of time. The employee will receive support in role from a mentor or
‘sponsor’. If the candidate is successful in role, they will be promoted into the new position. If they are not able to meet the required high standards, they will return
to their previous role.

Stretch 
opportunities

Review your organisational processes relating to promotion and progression with a lens on identifying and eliminating potential biases and ensuring equitable
outcomes for diverse employee groups. This could take the form of:
▪ Building standardised checkpoints as part of promotion processes to ensure decisions get challenged before being made final (matching the employee population

demographic makeup with the makeup of the promotion cohort)
▪ Making sure the promotion panels have a diverse representation, including ED&I senior sponsors and allies, who are asked to role-model and challenge the process

in order to reach equitable outcomes for diverse employee groups
▪ Leveraging data insights to explore and identify potential gaps in promotion rates for underrepresented groups, such as comparing promotions percentages

across protected characteristics. Then, reviewing these for all functions and levels at Homes England to understand where there might be further underlying
issues impacting diverse career progression (reference page 25).

Structural 
biases

S159 of the Equality Act 2020 sets out the position for the use of positive action within a recruitment process. S159 permits an employer to give 
preferential treatment to a suitably qualified candidate from an underrepresented group, where candidate scores within a recruitment process are identical.
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What we observed What we recommend 

Recommendation 7
Inclusive and effective performance monitoring

▪ Homes England introduced a
simplified performance appraisal
process, ‘Building Brilliant
Performance’, in 2021 that consists
of annual priorities, quarterly review
& objective setting and monthly 1:1
conversations between the
employee and line manager, using
the Clear Review digital system to
capture feedback.

▪ Guidance materials have been
provided for employees and
managers and these include
information on reviewing progress in
terms of 'exceeding,' 'on track,' or
'off track’ performance categories.

▪ Performance expectations, however,
per grade, level or directorate are
not defined, and focus groups have
expressed concern over inconsistent
workloads per directorate.

▪

▪ There is no guidance on
performance management for
agency or contingent workers, and
360 feedback is not in place.

Appraisal and performance monitoring

In order to fully develop and progress existing diverse talent in the organisation, consider enhancing the current
performance review process with robust and actionable conversations about career development opportunities, utilising
consistent and well-defined performance objectives.

Develop a set of objective, well-articulated performance expectations per rank, directorate and level and introduce 
these in the Building Brilliant Performance cycles as part of the performance review processes to enhance transparency 

around line manager decisions. Expand these to agency and contingent workforce employees.

Multiple feedback providers
Performance and career 

development
Data and quality assurance Middle managers

Homes England should consider
introducing stronger guidance
for employees and line
managers on getting feedback
from a variety of different
colleagues to achieve a fair
assessment of performance.
360 feedback can be
particularly important for
employees from
underrepresented backgrounds
as it helps eliminate bias,
increase employee self-
awareness and facilitates
insights on their performance
from multiple different
perspectives.

Continually reinforce the link
between constructive feedback
and career development,
making it transparent for
employees how regular
objectives-setting and open
and honest conversations can
positively impact their career
aspirations. This should be
threaded through leadership
briefings, team meetings,
training events and the
profiling of employees who can
articulate how specific
feedback has helped them to
develop.

Use data collected from the
performance appraisal process
in Homes England in order to
identify any disproportionality in
ratings between diverse
employee groups. These results
should be used to understand
the reasons for any differences
and tailor initiatives to improve
performance. Consider
encouraging Directorate leaders
to scrutinise and mitigate any
potential disproportionalities.

Consider implementing HR spot
checks with line managers to
review employee feedback
several times a year and
challenge feedback that lacks
sufficient explanation or
evidence, especially when
assessing employees who have
had any type of adjustment to
day work schedule.

Ensure all managers
understand that diversity
representation is a key focus
of talent assessment.

Provide managers with timely
information about bias
mitigation before preparing
for assessment and during
calibration. Instigate
discussions of possible bias
and how that can influence
perceptions of performance.
Support managers with
inclusion nudges/reminders in
relation to performance and
potential attribution.

2.3
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What we observed What we recommend (1/2)

Recommendation 8
Attracting and recruiting diverse talent

Talent attraction
▪ The ED&I Annual Report 2020/21 refers to

ensuring an inclusive talent attraction
process and leveraging candidate ED&I data
under objective 1.

▪ The report identified a 2020/21 priority to
develop an ED&I recruitment strategy. A
recruitment action plan was developed and
this included a priority action to attract
underrepresented groups. There is,
however, limited progress noted against
the actions.

▪ Some efforts have been made to attract
diverse talent at entry level, such as the
Homes England apprenticeship programme
and recent ED&I analysis of universities to
target and there is no evidence of
initiatives at experienced-hire level.

▪ Applications go through the Applicant
Tracking System (ATS), and some data is
collected on ED&I. Further collection and
analysis of applicant ED&I data is under
development.

Recruitment
▪ Organisational processes have been

designed to mitigate bias, e.g. hiring
manager training, gender-balanced panels,
shortlisting candidates with disabilities who
meet minimum criteria and at least one
woman who meets minimum criteria for
senior roles.

▪ Focus groups noted some gaps in
implementation, e.g. inconsistencies in CVs
being blind to protected characteristics and
a lack of transparency in the process for
temporary positions, especially at senior
levels.

Talent attraction2.1 Recruitment & onboarding2.2

In line with Homes England’s ambition to attract talent from underrepresented groups, the organisation should deploy a more pro-active
approach to finding and cultivating relationship with diverse talent, especially when it concerns building senior talent pipelines.

Employee value proposition

▪ As planned in the recruitment action plan, prioritise reviewing
Glassdoor and Indeed ratings. Consult with existing diverse
employee networks to understand what they enjoy about
working for Homes England. Use individual stories from these
consultations as the narrative for a targeted marketing
campaign around why Homes England is a great place to work.

▪ Encourage network groups to become formally involved in
talent attraction, shape marketing campaigns and act as
‘influencers’ publicising your EVP amongst their network.

▪ Consider a variety of channels for promoting your brand as an
inclusive employer, including university collaborations,
speaking engagements, social media posts and print
publications.

Talent mapping (leadership)

▪ Engage a trusted third party to perform a mapping of
diverse talent within the real estate/social housing industry.
This mapping should include an indication of the likelihood of
the prospective employee moving roles within the coming
year. Using this talent mapping, facilitate mechanisms for
Homes England’s leadership team to network with
prospective candidates, putting relationships in place for
when vacancies arise. This may be through invitations to
Homes England’s career events or identifying mutual
contacts to facilitate introductions.

▪ Homes England may want to use the talent mapping as a
basis for directly approaching prospective employees.

Relationship Management

▪ Once engaged in the interview process, actively seek to
understand what an inclusive workforce would look like for
the prospective employee, talk to them about current ED&I
initiatives and provide them with assurances where needed.

▪ Enable the candidate to meet with existing diverse
employees and employee network groups to discuss their
experiences of working at Homes England.

‘Near-miss’ talent

▪ Homes England should identify a pool of ‘near-miss’ talent.
This should constitute external candidates from
underrepresented groups, who performed well at interview,
but were not offered the role. Where used, reserve lists for
roles may be used as a guide for the prospective talent that
would qualify for this pool.

▪ Actively seek to stay in regular contact with the pool of near-
miss talent through regular updates on ED&I initiatives and
information on forthcoming job opportunities.

Eliminating bias in recruitment

▪ Ensure consistent implementation of diverse recruitment practices already in place, such as blind CV sifting ahead of hiring managers
reviews.

▪ Apply the same rigour and attention to recruiting for temporary positions as you would for permanent ones, making job opportunities
visible internally and considering existing talent, where a temporary position might constitute a stretch or development opportunity

▪ Perform spot check reviews on the quality and outcomes of recruitment practices on a quarterly basis, having a senior HR leader
review recruitment decisions and challenge instances where there is a lack of sufficient evidence of certain decisions.
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What we observed What we recommend (1/2)

Recommendation 10
Expanding your approach to employee adjustments and 
accessibility needs

Adjustments & accessibility 4.4

Understand the population needs

Homes England should consider a more structured approach to reasonable adjustments and accessibility, ensuring 
employee needs are met, and all are educated on when and how to implement reasonable adjustments.

▪ Homes England could conduct listening sessions
to understand the experience of these groups
better, any barriers encountered and to
generate ideas. Questions should be asked
relating to physical, visual and mental
accessibility requirements and adjustments.

▪ In the near future, Homes England could
conduct third party independent accessibility
audits of physical and online spaces and
proactively ensure ongoing accessibility for
these spaces.

▪ Homes England may also consider creating a
working group made up of senior sponsors,
network members, external specialists and
function and facilities leads. The group could
work to develop a reasonable adjustments
policy/ framework with a view to creating a
wider accessibility strategy.

Develop a reasonable adjustments policy/
framework

▪ Homes England could develop an adjustments
policy or a roadmap for both employees and
managers. The policy should cover legal
requirements for providing a fully accessible
workplace as well as details on a wide range of
accessibility requirements and adjustments.
There should also be reference to the grievance
process and Dignity & Respect at Work policy.

▪ When developing the accessibility roadmaps for
employees, consider outlining the different
circumstances in which adjustments may be
required, the adjustments available and where
to request these. This should include getting
specialist equipment.

▪ For the manager roadmap, more specifically,
details should be included on considering
adjustments during objective setting and
performance reviews. It should clarify that
employees are to be assessed against their
contributions for the period of time they have
worked and that expectations and targets must
take into account any long-term absences or
issues.

▪ Homes England has a Disability & Carers
employee network and a Neurodiversity
employee network. The Disability & Carers
network has a clear Terms of Reference
and includes reference to physical
impairment, mental ill-health,
developmental conditions or any other
condition covered by disability legislation.

▪ Homes England is a certified Disability
Confident Employer.

▪ Whilst reasonable adjustments are
available when asked, there is no policy.
Our focus groups highlighted that little
information is provided on the process
and what is available.

▪ A workplace adjustments passport was
developed by the Disability & Carers
employee network to support
conversations with managers.

▪ Office guides are available, and there is
some consideration for diverse needs in
some offices, e.g. gender-neutral toilets.

▪ There is some guidance on digital
accessibility, and there are plans to
improve digital accessibility. Feedback has
been provided by the Neurodiversity
network.

▪ Data relating to disability (by directorate
and by grade) is reported via the D&I
dashboard to leadership.
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05
What we recommend (2/2)

Develop an accessibility strategy

▪ Building upon a defined policy for reasonable adjustments, Homes England may consider developing a wider accessibility strategy to attract, 
engage and develop people with all disabilities, including physical, sensory and learning, and neurodiversity and mental health. The 
organisation should consider how this feeds into the ED&I strategy and objectives. 

▪ The strategy design could begin with an in-depth accessibility assessment of processes, learning and communications to identify any barriers 
that prevent or impede any groups from accessing information or undertaking activities required for their role and general ability to engage 
at work. This assessment could form a baseline to set KPIs and the ongoing review process. 

▪ Suggested workstreams for the strategy include office, online and client sites (where applicable) with enabling technologies and culture 
change. 

▪ Contributions from the network members should be on paid time (see page 20), ensuring capacity for meaningful input.

▪ Training content on managing the full spectrum of disability could be developed by the working group and integrated into manager training to 
develop organisational capability in recognising and supporting different abilities.

▪ As a longer-term aim, the group should consider how best to establish a process and a ‘safe space’ to support those employees who do not 
disclose mental health challenges for fear of detrimental impact to their careers but can suffer in performance appraisals as a result.

Recommendation 10
Expanding your approach to employee adjustments and 
accessibility needs
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05
What we recommend (2/2)

Recommendation 11
Actively supporting employees with caring responsibilities

Buddy system

Homes England may want to consider
implementing a parents and carers buddy
scheme. This could be through the Disability &
Carers network or the coaching programme.

▪ Individuals who are about to go on leave

are paired with a colleague who may also

have caring responsibilities, and this

‘buddy’ gives support through regular

mentoring-type conversations and

discussing questions and concerns that the

individual may have.

▪ Alternatively, the buddy role could be

undertaken by someone without caring

responsibilities but who is an effective

coach or listener who may have been

trained through the coaching programme.

Managerial support

The employee’s immediate team are the most

important source of support and can ‘make or

break’ the experience of transitioning to and

from leave or taking time off to look after a

dependent.

In the cases of parental and carers leave,

ensure that open and supportive conversations

are held with the employee before they go on

leave, covering:

▪ How the handover should be managed

▪ Method and frequency of communications

with Homes England during leave.

▪ Their career aspirations and the support

they require from the team to reach these

▪ Potential changes to working patterns

once back from leave and/or the longer-

term impact of their caring responsibilities

e.g. hours, location, types of role.

Managers should be actively supported to lead

such conversation through the Building

Brilliant Managers blueprint and dedicated HR

business partners.

Develop market leading support

▪ Additional paid leave for carers

▪ Flexibility with career breaks and 
annualised days contracts

▪ Additional support for managers on how to 
apply policies and support employees 
through various caring scenarios, including 
during performance reviews.

▪ Introduce a ‘carer’s passport’ to explain 
responsibilities and agreed arrangements to 
new project teams and managers.

▪ Escalation route for assistance in 
negotiating schedule adjustments with 
managers if required.

▪ Communications campaign, potentially 
during Carers Week, to celebrate the efforts 
of carers and explain the importance of a 
culture that supports them.

Consider implementing a series of features of 
support, including, but not limited to:
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Appendix 4: Example ED&I data analysis blueprint07
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Appendix 5: Supplier Equality Standard overview (1/2)07
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A recap on the National Equality Standard01

▪ Government backed and industry 
recognised national standard for equality,
diversity and inclusion

▪ External benchmark which provides a 
comprehensive review of policies and 
practices and strategic guidance and 
recommendations

▪ 400+ cross-sector clients 

▪ Leadership role on Race Disparity Advisory 
Group / Parker Review

.







   

   

Summary of results03





















   

   

NES Next Steps05
In relation to Homes England NES certification efforts, we would like to propose the below option for immediate next
steps:

▪ Homes England to review the NES recommendations and prepare a detailed ED&I action plan by the end of 
April/beginning of May to be reviewed and discussed with EY

▪ Conduct a check-in conversation with EY, September/October to select the 16 competencies which will be 
prioritised for reassessment

▪ EY to review and reassess Homes England’s selected competencies by the end of December 2022. 





   

   

Appendix 2 – Example leadership and management 
scorecards06

Example metrics Target Actual

1
Number of executive responsibilities for 
diversity initiatives

2 1

2
Reverse-mentoring relationship in place with 
associates from an underrepresented groups

Yes Yes

3
x% of team to have completed mandatory ED&I 
training

90% 95%

4
Gender balance of immediate succession 
pipeline

15% 15%

5 % of female promotions within team 15% 19%

6
Positive responses to the engagement survey 
question: I feel I truly belong here**

65% 60%

7
Positive responses to the engagement survey 
question: I feel comfortable being myself when 
I’m at work**

75% 80%

8
Positive responses to the engagement survey 
question: Perspectives like mine are included in 
any decision making**

80% 65%

Example metrics Target Actual

1
Number of diversity initiatives 
involved in

1 2

2 Completed ED&I training Yes Yes

3
Reverse-mentoring relationship in 
place with associate from an 
underrepresented group

Yes Yes

4
Positive upwards feedback from 
direct reports referencing 
inclusive behaviours

3 2

Example of a leadership scorecard* Example of a management scorecard*

Scorecards could be reviewed during the Building Brilliant Performance cycle
and could have a tangible impact on promotion decisions.

*Note: The KPIs in the scorecards above are illustrative examples. Actual KPIs should be tailored to rank.

** Where engagement survey questions are included, consider targets relating to variances in survey responses by priority/ protected characteristic. 
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To: Info Gov <infogov@homesengland.gov.uk> 
Cc: @homesengland.gov.uk>; @homesengland.gov.uk> 
Subject: RE: PCS Union - Withdrawal of FOIA request in respect of National Equality Standard (NES) report  
 

Dear Info.Gov 
 
I have now received a copy of the NES Audit Report requested below via JNCC. This document has now been 
disclosed, I am happy to discontinue and withdraw my active FOIA request with respect to this specific 
document. 
 
Thanks 
 

 

From:   
Sent: 13 January 2023 14:34 
To: Info Gov <infogov@homesengland.gov.uk> 
Cc: @homesengland.gov.uk> 
Subject: PCS Union - FOIA and TULRCA disclosure requests - for a copy of the 2021 National Equality Standard Audit Report 
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Thanks 
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#MakingHomesHappen 
We’re the government’s housing accelerator. We have the appetite, influence, expertise and resources to drive positive market change. Find out more and 
help make this happen. 
 

From: @homesengland.gov.uk>  
Sent: 18 January 2023 10:32 
To: @homesengland.gov.uk> 
Cc: @homesengland.gov.uk>; @homesengland.gov.uk>; @homesengland.gov.uk>; 

@homesengland.gov.uk> 
Subject: RE: PCS Union - FOIA and TULRCA disclosure requests - for a copy of the 2021 National Equality Standard Audit Report 
 
Hi  
 
Thanks for getting back. I agree that both of PCS’s requests relating to this matter (under FOIA and TULRCA) will be formally 
withdrawn once we receive the unredacted and full copy of the NES Audit Report as is promised at this afternoon’s JNCC. We 
will then share this report with our members. 
 
Cheers 

From: @homesengland.gov.uk>  
Sent: 18 January 2023 08:41 
To: @homesengland.gov.uk> 
Subject: RE: PCS Union - FOIA and TULRCA disclosure requests - for a copy of the 2021 National Equality Standard Audit Report 
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Hi  
 
Is this request still live given we’re sharing the report today within JNCC? 
 

 
IR Lead 
 
M   
E    @homesengland.gov.uk 
 

    
  
 
#MakingHomesHappen 
We’re the government’s housing accelerator. We have the appetite, influence, expertise and resources to drive positive market change. Find out more and 
help make this happen. 
 

From: @homesengland.gov.uk>  
Sent: 13 January 2023 16:37 
To: @homesengland.gov.uk> 
Subject: RE: PCS Union - FOIA and TULRCA disclosure requests - for a copy of the 2021 National Equality Standard Audit Report 
 
Hi Thanks for getting back, I copied you in as I’m not sure to whom I should address Section 181 disclosure requests 
you see (and it oughtn’t to have also mentioned section 188 as that has no application here, ah the perils of ‘cut’n’paste’ eh?!!) My apologies if it 
isn’t you, I forgot about  maybe it should’ve been to him? 
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 Section 181 & Section 188, Labour Relations Act 1992 (disclosure of information concerning collective bargaining and consultation to avoid 
dismissals and mitigate their consequences) 

 Section 8, Freedom of Information Act 2000 
 
Thanks 

 
 
 
 
 
 




