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Summary 
 
In September 2022, following focus groups conducted at the National Inclusion 
Week Celebration Event held at Guildhall Art Gallery, the EDI Directorate started a 
project focused upon strengthening staff networks and improving employee voice 
mechanisms at the City Corporation.  
 
During the 2022/2023 annual year the EDI Directorate launched several initiatives to 
support staff network co-chairs and leads. This included more frequent EDI board 
meetings, notification of 3.5 hours a week facilities time for each co-chair, network 
maturity assessments, increasing visibility of staff networks via a hybrid event, 
LinkedIN posts and intranet updates.  
 
Staff have responded well to the strategy the EDI Directorate has delivered with 
regards to staff networks and staff engagement. Recently, following a survey 
conducted after the EDI Staff Network Live Broadcast Event (in which 20% of 
attendees responded) 93% of staff reported were either satisfied or very satisfied 
with the speakers on the day, 65% with the location, 72% with the presentations and, 
71% with the date and time respectively.  
 
The EDI Directorate in summary has made significant headway with regards to staff 
networks and improving the employee voice systems within the City Corporation and 
aims to deliver more tangible outcomes for staff in the years to come.  
 
 
 
 
 
 
 
 
 



 
Recommendation(s) 

Members are asked to note: 
 

• Achievements of the EDI Directorate in relation to staff networks over the last 
six months 

 
Main Report 

 

Background 
 
According to the Chartered Institute of Personnel and Development (CIPD), the four 
main aims that can be achieved by a staff network are as follows: 

• Provide a safe space for discussion of issues related to protected groups; 

• Help to raise awareness of issues within the wider organisation; 

• Provide a source of support for employees who may be facing challenges 
at work; and  

• Offer a collective voice for the workforce to management. 
 

  (CIPD, A guide to establishing staff networks, 2021) 
 

Strengthening Staff Networks  

 
1. The City of London Corporation currently has 7 staff networks. These are the 

Women’s , Multi-faith, Clear, Yen, City Pride, Carers & Parents and the DAWN 
networks.  In line with best practice and an analytical approach to assessing the 
CoLC staff survey results, the EDI Directorate identified quickly the importance of 
strengthening staff networks and improving employee voice mechanisms at the 
City Corporation. 
 

2. This started with a National Inclusion Week Celebration Event which place in 
September 2022 in which 56 people attended from CoLC departments and 
Institutions. The event provided an opportunity for staff network co-chairs and 
leads to highlight their achievements over the last 12 months.  
 

3. In addition, focus groups were conducted with all staff present at the event to 
identify the key challenges facing staff networks and employee voice 
mechanisms at the City of London Corporation. (Appendix 1) 
 

4. The results of the focus groups enabled the EDI Directorate to collect data that 
ultimately informed the approach that would be taken to strengthen staff 
networks. 

Increasing visibility  

5. One of the key themes that arose from the focus groups surrounded raising 
awareness of the events that staff networks are hosting.  



 
6. Events such as Purple Tuesday (DAWN), The Lord Mayor’s Show City Pride 

Float March (City Pride), Launch of Young Employees Network (YEN), and Black 
History Month Events (CLEAR) were supported by the EDI Directorate who were 
in attendance and supported the event.   
 

7. The EDI Directorate supported City Pride members by decorating their float a 
month before The Lord Mayors Show. City Pride’s float attracted national 
attention and was covered by Newspapers including the Daily Mail and Eastern 
Daily Press in a positive light.  

EDI Board  

8. Since September 2022, the EDI Team has organised and provided admin 
support to the EDI board meetings which take place every six weeks.    
 

9. The EDI board provides staff network co-chairs, leads and sponsors with an 
opportunity to discuss their various workstreams and scrutinise proposed 
initiatives that could have an impact on network members or those within their 
protected groups. 
 

10. Consequently, the EDI Board has enabled the EDI Directorate to build positive 
relationships with all seven staff networks. The EDI board meetings have been 
well attended.  

 Staff Network Handbook and Terms of Reference  

11. To ensure that staff network co-chairs, leads and sponsors can attract new 
volunteers, the EDI Directorate updated their staff network handbook and terms 
of reference in 2022.  
 

12. These guidance documents were updated and refined through cross-
collaboration with all seven staff networks (which was emphasised as highly 
important during the focus group) and are available on the intranet pages.  

Radius Training/Network Maturity Report 

13. Another key area for improvement that staff network co-chairs, leads and 
sponsors highlighted was leadership commitment to making EDI a priority by 
providing additional funds and resources.  
 

14.  In March 2022, Radius was commissioned to deliver training to staff network co-
chairs, leads and sponsors and currently 7 colleagues volunteering in these roles 
have enrolled onto the course.  
 

15. In December 2022, six of the seven staff networks completed the Radius Network 
Maturity Form which fed into the Network Maturity Report that was presented to 
co-chairs on 18th December.  
 

https://www.dailymail.co.uk/news/article-11420697/Crowds-descend-City-London-watch-2022-Lord-Mayors-Show.html
https://www.edp24.co.uk/news/national/23120622.pictures-pomp-pageantry-lord-mayors-show/
https://www.edp24.co.uk/news/national/23120622.pictures-pomp-pageantry-lord-mayors-show/


16. The staff networks have since been provided with the Radius Staff Network 
Maturity Model which they can use to measure their progress in the following 
areas:  

• Agility, Innovation and Nudges 

• Authenticity and Business ethics 

• Brand and Identity  

• Communications  

• Leadership and Legacy 

• Network influence and Inclusive Behaviours  

• Sponsors and Stakeholders 

• Strategy and Influencing Change 
 

17. This framework can be used by the staff networks to measure their progress in 
these areas over time. The framework can also help staff networks to focus on 
specific areas that they chose to work on.  

Communications 

18.  Feedback from the focus group emphasised that significant work needed to be 
done to highlight the events that staff networks were delivering throughout the 
annual year. 
 

19.  The EDI Directorate has built an effective working relationship with internal 
communications team. Internal comms have set up pages dedicated to each of 
the seven staff networks and EDI related events. In addition, the internal comms 
team have provided additional support by promoting events on the main page of 
the intranet. 

 
20.  On 21st February, the EDI Directorate held its first staff network live broadcast in 

which 83 colleagues attended. Following the feedback from the staff satisfaction 
survey that was sent to all attendees of the event (20% completion rate) 71% 
were very satisfied or satisfied with the date and time of the event, 73% with the 
location and format, 93 % with the speakers and 77% with the presentations that 
were delivered on the day. (Appendix 2)  

 
21. The biggest challenge facing all the staff networks is that they are currently 

unable to make use of their facilities time. Most chairs are unable to take time off 
their substantive roles due to ongoing challenges with recruitment across various 
teams and departments.  

 

Future Aspirations  

22. We would like the City of London Corporation to be an employer of choice and 
one of the UK’s best employers. The benefits of being an employer of choice and 
a top 100 employer is that it would enable the City Corporation to attract the best 
global talent in line with the vision set out in the City Corporation’s Corporate Plan 
2018 to 2023.   

 
 



Corporate & Strategic Implications  
 
Strategic implications  
 
This report is aligned with outcomes 1, 2 3, 4, 5 and 8 of the Corporate Plan 2018 to 2023. 
It is also aligned with the CoLC’s Social Mobility Strategy 2018 to 2028 and other Strategic 
Plans.  

Resource implications –The project led by the EDI directorate is cross-cutting and it will have 
resource implications for all CoLC departments, services and institutions. Consequently, 
each department and institution should consider the human and financial resources required 
to achieve the Equality Objectives of the CoLC and to comply with the CoLC obligations 
under the Equality Act 2010 and related regulations.  

Legal implications –   This report will enable the CoLC to comply with its obligations under 
the Equality Act 2010 and specific duties under the Act.   

Risk implications – The risk of non-compliance with the Equality Act 2010 and related 
regulations include reputational damage and the possibility of the proceedings being brought 
by the Equalities and Human Rights Commission.  

Equalities implications – This report will enable the CoLC to comply with the Public Sector 
Equality Duty 2010, Section 149 which covers the Public Sector Equality Duty and the 
Specific Duties regulations mentioned above.   

Climate implications – N/A 

Security implications – N/A 

 
Conclusion 
 
23. To conclude, significant work has taken place to strengthen staff networks 
following feedback from the National Inclusion Week Celebration Event in 
September 2022. As a result, staff networks have responded well to all the initiatives, 
guidance documents, events and mini projects delivered by the EDI directorate.    
 
 
 
 
Contact: Micah McLean  
Equality, Diversity and Inclusion officer 
E: micah.mclean@cityoflondon.gov.uk 
 
 
 
 
 
 
 
 
 
 
 

mailto:micah.mclean@cityoflondon.gov.uk


 
Appendix 1 – National Inclusion Celebration Week Focus Group Results  
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 



 
 

 
 



 

 
 
 
 
 



 

 
 



 
 
 

 
 



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 
Appendix 2 – EDI Live Broadcast Results (collected through Microsoft Forms) 
 

 
 
 
 
 
 
 
 
 
 
 


