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Introduction

Since early 2020 DEI has been especially high
on the agenda for us.

We’ve done a lot of work on our strategy in

the background since then; looking at our
processes and how we do things at Hollis and
working with our directors on what it means

to be a truly inclusive employer. We've run
focus groups to get feedback from under-
represented groups in the business and started
a programme of awareness building sessions -
designed to increase understanding and equip
our people with the skills needed to have
conversations about DELI.

The purpose of this document is to outline our
intent going forward, to share our strategy at a
high level and to give us a line in the sand and
something we can refer back to. It’s a platform
for transparency on our DEI stance and it will
change; as the world changes and as we get
input and feedback from our people.

As our strategy is long term, it will never be
static. It will continue o move and evolve. For
that reason, this document is designed to be
updated and extended. We'll add to it at the
beginning of each financial year, sharing our
plans and successes both internally and
externally.

Updated May 2024




Our commitment

All together different — our vision is truly We are committed to year-on-year improvements and to taking action in
represented by our strapline. Together we relation to the nine protected characteristics outlined in the Equality Act 2010:
welcome, we embrace, and we celebrate
our differences.

Our aim is to provide a diverse and inclusive
workplace which supports and cares for all our

. . Age Race
employees, including those from under- Tt - s :
represented or non-dominant groups. We do Disability e X Religion or belief
this in a way which allows everyone to feel Gender reassignment “we Sex
included and respected so that they can gain Marriage.and civil quringrship = Sexual orientation

the best from their working lives. ."Pregnonc;/‘qnd mq’r_er'hi_"ry

We're committed to building and maintaining iy
a culture of inclusion; where all barriers,
including prejudice are removed from our
working environment; and where all our people
are empowered fo be the best they can be.

We also contribute to improving diversity
across the real estate industry, particularly at
entry-level for disadvantaged young people.




Our strategy

Our strategy can be broken down into
four key areas where we feel we can
make the biggest difference.

These are: &
* Industry and communities ﬁ
* Leadership Leadership

»  People and culture Our leaders will take collective responsibility for our strategy and play a key role in driving positive

* Recruitment and career progression change in our business.

This means:

= Actively role modelling inclusive behaviour = Creating strategies and business plans that

L ! encourage inclusivity, diversity and fairness
= Communicating key messages consistently,

leaving our people, clients and communities = Opening up opportunities for feedback
with no doubt about our stance on DEI and ideas from a diverse range of people,

i 3 . including our Junior Board
= Creating a culture in which people can

open up and share their experiences, in the * Increasing diversity in senior leadership
knowledge that these will be heard and roles
taken into account

= Sponsoring and supporting our allies,
networks and awareness building sessions



Our strategy

People and culture

Our people will be provided with opportunities to feed into and contribute to creating an
inclusive and progressive culture.

This means:

* Sharing the rationale for having a * Providing a confidential process for
diverse business, including the benefits our people to raise concerns or share
to individuals, the business, our clients feedback about anything that contradicts
and the community our stance on DEI

= Offering opportunities for people to = Ensuring that our strategy is informed by
connect in ‘safe spaces’ to talk, share our people and that they are able to feed
experiences and learn from each other info programmes and initiatives, including

driving some of the content of our
= Equipping our people with the awareness sessions

knowledge, skills and confidence to
recognise and call out exclusive
behaviour and to support colleagues
who are impacted by this

Supporting the emotional wellbeing of
all employees from under-represented
groups

Measuring and reporting on key diversity

= Creating networks and DEl allies and indicators
reviewing these regularly to make sure
that they add maximum value = Being completely transparent about
representation at every level in the
= Ensuring all of our policies and ways company

of working are inclusive and where

necessary creating policies to protect " Taking a zero-tolerance approach to
and support these in underrepresented discrimination, harassment and bullying
groups
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Our strategy

Recruitment and career progression

Our recruitment and career progression approaches will encourage fairness and
equality throughout and will contribute to our vision of becoming a more diverse

workplace.

This means:

= Attracting candidates from diverse
backgrounds; measuring and reporting
on this

= Removing the barriers that exist for
people in under-represented groups; in
recruitment and when progressing their
careers

Industry and communities

Having a recruitment process that is free
of bias and takes into account the needs
of individuals

Providing all of our people with
opportunities to develop their career
with us and reach their full potential

Ensuring that managers have the skills to
have career conversations and develop
their team members

Our DEl principles will drive positive change in our industry and the communities in which

we operate.

This means:

* Participating in initiatives that contribute
to creating a more inclusive industry, for
example, 10,000 black interns

* Sharing our strategy and our stance on
DEI with clients and suppliers, ensuring
they are clear on what is important to us

*  Working with suppliers who share our
principles of DEl and agree with our
supplier code of conduct

Building on accreditations already
achieved, such as the RICS Inclusive
Employer Quality Mark and Working
Forward Pledge

Having a full strategy in place for
delivering social value

Working with the experts

To ensure that we're doing all we can to be
a diverse and inclusive employer, we're
working with The Clear Company and using
their platform Clear Assured.

Consultants at The Clear Company will
provide guidance and advice on our plans
and the platform allows us to measure our
progress and benchmark against other
employers and industries.

As we progress our strategy we gain
recognised standards in DEI — moving
from bronze through to platinum.

We are very proud to share that having
worked with the Clear Company for a
short period of time, we have already
achieved Bronze Standard and are on
our way towards Silver.



Our networks and allies

Our networks

We have 7 networks focused on diversity, equity and inclusion. Primarily, our networks are designed to give people the opportunity to connect and
share experiences but the members are also there to help inform our strategy, feed info our initiatives and help to educate our people about what

it means fo be part of an under-represented group. Below is a snapshot of each network.

1 M :

Pride network Abili S
: % ility network Care Givers
B : 5 Every Woman S
e network
Our Pride network Our Ability network
Our Mosaic network connects our Our Every Woman connects those in our Our Care Givers
< th ) colleagues from the network connects our business who have a network connects
connects Tnose In LGBTQIA+ community female colleagues disabilit parents and carers
minority ethnic Y
groups
Our Allies

Along side our networks, we also have DEI allies. Our allies are people who have
volunteered to support us in our vision of becoming a more inclusive workplace.
This means meeting with us regularly to discuss our strategy, feeding into the
content of our briefings and training sessions with real life experiences or
examples and role-modelling inclusive behaviour. Our allies don’t have to be
part of an unrepresented group and they don’t have to join our networks - they
simply need to be committed to helping us drive positive change.

New Generation
network

Our New Generation
network connects
those in the early
stages of their careers,
including graduates
and apprentices

Neurodiverse
network

Our neurodiverse
network
connects those
who consider
themselves as
neurodivergent



Our platforms for sharing experiences

It’s incredibly important to us that our people
feel they can share the experiences of what
it’s like fo work here. Whilst we would prefer to
have conversations about this, we understand
that not everyone is comfortable sharing

their feedback face-to-face. For that reason,
we have a confidential platform in which

our people can feed back on anything they
experience or witness that contradicts our
stance. We don’t see who left the comment,
but there is an option to leave a name or
request a follow up conversation.

In addition to this platform, we run regular,
confidential surveys, which will enable us to
gather feedback and spot trends, as well as
providing the data we need to benchmark

against similar companies and industries.



file:

Looking back at 2023-24

We've had some huge successes over the last 12
months. Here are some of the highlights:

= Developing our relationship with the Clear
Company and our DEI working group, to make
excellent progress against the Clear Assured
globally recognised standards.

= Achieving Bronze status within 4 months, which
is exceptional and have since started to work
towards Silver status, having achieved a total
of 54 tasks so far. Those tasks include reviewing
key processes and ways of working to ensure
inclusivity and attract diverse talent. Key areas
of focus have been around accessibility (of our
offices, website, job boards etc), our policies,
talent acquisition/the recruitment process and
career development.

= Continuing our work in educating people on
DEI topics and encouraging everyone to talk
more openly about these. We have now run 6
Let’s Talk sessions which included discussions
about the menopause, neurodiversity,
women in property, gender identity and
sexual orientation, caregiving and parental
responsibilities and intergenerational working.
We've also run training around unconscious
bias for the whole business.

Launching our DEI data questionnaire, which
will enable us to ensure that we’re heading in
the right direction when it comes to diversity
and can be used in the future to ensure fairness
and opportunity for all. Alongside the data from
Open Up (our employee experience survey),

we will use what we know about our people to
drive our DEl agenda forward and make it as
impactful as possible.




Looking back at 2023-24

= Sharing regular guidance and thought-leadership
pieces on topics related to DEI. Recognising key
dates in the DEI calendar and using these as an
opportunity to build awareness and encourage
conversations.

* Launching a bank holiday swap approach and
policy, which allows employees to work some bank
holidays in order to take a day off on dates that
have religious or cultural significance to them.

= Providing all employees with the opportunity to
include their pronouns in their email signatures.

* Implementing a new recruitment system, with
functionality to remove bias and increase
inclusivity throughout the recruitment process.
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Our plan for 2024-25

This year we commit to continuing our work on building and maintaining an inclusive and diverse culture.

Specifically, that means:

= Building on the success of our Let’s Talk
series with quarterly sessions on the latest,
relevant topics relating to DEI. Encouraging
open and honest conversations across the
company and hearing from a wide variety
of people with different experiences and
view points.

* Moving from the Clear Assured Bronze
Standard through to Silver, by working
closely with the Clear Company to review
our ways of working and processes.

Continuing to work on our talent
acquisition processes to ensure that
we are attracting a diverse audience,
removing any potential for bias and
gathering feedback on the candidate
experience.

Using our new approach to gathering
diversity data to inform our priorities for
the year to ensure improvements to the
level of diversity in our business.

Continuing to provide support and where
necessary, training to leaders and
managers who need to champion DEl in
the business, be positive role models and
help us to build and maintain an inclusive
culture.



Our diversity indicators

We strive for year on year improvement on DEI. Here’s a snapshot

of how our workforce looks at the moment, using common diversity
indicators. You'll see that we’re making especially good progress in
early careers.
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Please note that for Grads and Apprentices, these are all of those
who have joined between 01 May 2023 and 30 April 2024. These
figures do not include year-out placements on interns.

Graduate intake

gender split
66% 69%
34% 31%
May - 20 May - 21
Apprentice intake
gender split
67% 60%
33% A
2021 2022
Gender pay gap reporting

Female Male
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Female Male

799, 46%

549,
28%
2023 2024

Every year we publish a gender pay gap report on gov.uk. You can

see all of our reports here.

You'll see from the reports that whilst we still have some work to do,

our numbers are moving in the right direction.


https://www.hollisglobal.com/about-us/diversity-equity-and-inclusion/

Our diversity indicators

Ethnicity

Number of people in ethnic minority groups by year
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Get in touch

Louise Woolfenden
Head of People Development and Culture

T: +44 20 7627 9888
E: louise.woolfenden@hollisglobal.com
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