
2018 – 2023
O

ur P
eople S

trategy



Contents
Our People Strategy 2018 - 2023

about us             

be Guinness              

Guinness people            

attracting the best       

a great start           

being part of it

an open organisation

leaders and managers

empowering our people

performance management

a great place to learn

more at Guinness

health and wellbeing

Guinness workplaces

beyond now

beyond work

delivering our plans

    4

    5

    6

    9

  10

  11

  12

  13

  14

  15

  16

  17

  18

  19

  20

  21

  22

is one where people share  
a vision, have a real sense of 
purpose and feel really  
valued. it’s a place people  
are proud to work.

place to work
a great
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about
us

Our vision is to be one of the 
best employers in the country. 
We want Guinness to be a 
Great Place to Work — one 
where people are committed 
to our social purpose, to our 
customers, our future, and our 
reputation. We want Guinness to 
be a place people love working.

In a fast changing and competitive 
external environment, what we do 
and how we do it is more important 
than ever, and it’s our people who 
ensure our success. 

Our People Strategy explains how 
we’ll work together at Guinness to 
achieve our vision and ambitions.

We want everyone who works at 
Guinness to be excited about the 
potential of the organisation, and 
their own potential as individuals 

— and to be ambitious for the 
organisation and for themselves. 

Whether this is your first day at 
Guinness, or whether you have been 
with us for many years, this People 
Strategy is your People Strategy —  
it is about you and your future with 
Guinness.

be Guinness

Our people values

Guinness people have shared 
values and ways of doing things, 
described in the Guinness 
Behaviours. They are at the core 
of our business and underpin  
our language and culture. They 
mean we know what to expect 
from each other, and we know 
we can rely on each other to 
work together towards our 
shared vision.

Our Service Style – Make it Easy, 
Get Things Done, Warm and Friendly 
– is drawn from our Behaviours.

The Guinness Behaviours are 
supported by the Guinness 
Leadership and Management 
Standard which describes what 
we can expect of our leaders and 
managers.

Being Guinness means believing 
in our organisation and its 
social purpose. Being Guinness 
also means believing in our 
Behaviours and our Leadership 
and Management Standard and 
reinforcing and role modelling these, 
and our Service Style, in the way you 
do things.  And it means believing in 
each other and working together to 
achieve our vision. 

The Guinness Behaviours

Our people:

   Deliver great customer service

    Focus on performance and  
excellence

    Make things possible and inspire 
success

    Work together and communicate

   Take responsibility

   Are professional and principled 

     Deliver great service –  
to be one of the best service 
providers in the housing and  
care sectors. 

     Provide great homes –  
to provide as many high quality 
homes as possible, and to play 
a significant part in tackling the 
country’s housing crisis. 

     Be a great place to work –  
to be one of the best employers  
in the country.  

     Be a great business –  
to be a strong and efficient 
business that does things well, 
and that people can trust and 
rely on.

Our Vision is for Guinness to:

Catriona Simons
Group Chief Executive
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Guinness
people
Guinness people  make  
our organisation 

Although we want our people 
to share a vision, we don’t 
expect or want all our people 
to be the same. We value 
diversity and differences. Your 
individuality brings us different 
skills, perspectives and ways 
of thinking. It inspires and 
generates great ideas and helps 
us find the right solutions.  

We believe that all our people 
are talented and make a vital 
contribution. We want everyone to 
feel valued, empowered and enabled 
to do their very best at Guinness.    

Everyone at Guinness has a role to 
play in our success and is valued 
and has a voice. We want your 
experience of Guinness to be a  
great one. 

     

     We want to attract, develop 
and retain talented people who 
give their best to Guinness.  

     We want you to perform to 
the best of your abilities and to 
really achieve results.  

     We want you to learn and grow.

     We want you to be proud of 
what Guinness does and to feel 
a real part of it.

     We want you to fulfil your 
potential.

     And we want you to be proud 
of what you do, to be excited 
about it, and to have a real 
sense of achievement every day.

    Our People Strategy sets out 
the Guinness people priorities 
to 2023. It follows the journey 
you make with Guinness. 

Our people vision is simple   

this is 
what 
we’re 
going to 
do
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attracting  
the best
Recruiting great people  
who share our purpose

We want to attract the very best 
people to Guinness – individuals 
with the talents to ensure we 
meet the changing needs of our 
customers and our business. 
We believe that potential can be 
as important as experience, and 
that by seeking out individuals 
with the right attitude and values, 
we can be an amazing team.     

We want Guinness to be a career 
destination for individuals seeking 
to progress in the housing or care 
sectors, whatever stage they’re at in 
their career. The people we recruit 
will be committed to what we do, 
and will be as excited about what 
they can help Guinness become, 
as they are about the opportunities 
Guinness offers. 

We will:

     Actively promote our social 
purpose as part of our Employer 
Brand, so people know what we 
stand for and want to work at 
Guinness.

     Promote employment 
opportunities at Guinness using 
a range of media, including our 
careers website, to attract the 
people and skills to help deliver 
our plans.

     Ensure we appeal to a diverse 
pool of talent, by promoting 
the organisation to candidates 
from different backgrounds, 
and providing a range of 
opportunities within the 
organisation for apprentices, 
interns, returners, graduates  
and volunteers. 

     

     

      Develop our selection 
techniques so that we identify 
candidates who share our values 
and demonstrate commitment 
to what we do. Where we are 
hiring for specific technical skills, 
we will assess and test these at 
interview. 

     Ensure our recruiting managers 
are well trained to identify 
potential as well as ability. 
Develop internal recruitment 
champions who have a 
track record of successful 
appointments.  

     Ensure our selection techniques 
and assessment centres enable 
candidates to show themselves 
at their very best.

9



a great start being part  
of it

We will:

     Engage with new joiners before 
their start date so they feel part of 
Guinness from the moment they 
accept a job offer.

      Create an online on-boarding 
portal so new joiners can start 
their induction and mandatory 
training and familiarise 
themselves with key policies 
before they arrive – if they wish.

     Ensure people have the right 
tools, technology and equipment 
from their first day.  

     Refresh our formal induction 
programme, and ensure new 
colleagues attend their formal 
induction within a month  
of starting.

     

     Create a Welcome to Guinness 
intranet page and booklet to 
help new colleagues find their 
way around the organisation. 
Signpost new colleagues to key 
policies and procedures, our 
Strategy, performance targets 
and other useful information.

     Make sure we ask for regular 
feedback from our new 
colleagues to ensure their early 
career at Guinness is going well.    
 

Induction and first days  
with Guinness

We want everyone to have a 
warm welcome to Guinness, and 
to feel they belong and are part 
of the organisation from day one. 
We want the organisation to feel 
familiar to them, so they’ll know 
where to go and who to ask to 
get things done. 

We will:

     Ensure that our Staff Forums 
are diverse and representative 
and that members are informed 
and trained so that they are fully 
empowered.  

     Create a network of Employee 
Supporters, affiliated to our 
Staff Forums, trained to provide 
assistance, information and 
guidance to colleagues on a 
range of people issues. 

     Review our Ways of Working 
and exploit technologies to 
provide more ways for our 
people to communicate and 
enable the more immediate 
exchange of views to ensure our 
people feel included wherever 
they are based.   

    

     Promote the aims and objectives 
of our Diversity and Inclusion 
Strategy. 

     Bring our people together for 
regular team meetings and 
briefings.

     Actively involve our people in 
our business planning, strategy 
and policy development, service 
design and change, through 
workshops, project groups, 
and online forums, so they help 
shape our future.

Employee engagement  
and inclusion

We want everyone to work 
together and feel part of 
Guinness. We want everyone 
to to understand their role 
in delivering our objectives 
and we want everyone to be 
motivated to give their best. We 
want our people to feel valued, 
empowered and enabled.

In addition to our formal 
mechanisms for employee 
engagement, we communicate with 
our people so they know what the 
organisation is here for and what 
our goals are. We aim to provide 
as many ways as possible for our 
people to contribute views and ideas 
and to share knowledge, experience 
and concerns, recognising 
the benefits a diverse range of 
perspectives can bring to Guinness. 
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an open
organisation 

leaders & 
managers

We will:

     Conduct and publish annual 
Employee Surveys and regular 
Pulse Surveys, and use these to 
inform our people plans. 

     Share our Business Plans 
and performance updates on 
the Grid, in team meetings, 
at Roadshows, and in regular 
business briefs – celebrating 
successes, but also being  
honest when we’re not 
performing as well as we should.

     Promote consistency of message 
and help our managers to share 
what’s going on at Guinness and 
how we’re doing, by providing 
manager briefing tools and ways 
to gather feedback.

    

     Promote collaborative working, 
bringing skills together from 
across the business in real and 
virtual teams, to keep improving 
our performance.

     Encourage feedback through 
our Staff Forums and Employee 
Supporters network by increasing 
their visibility and accessibility.

     Provide a channel to share ideas 
or express concerns through our 
JustSay inbox – enabling people 
to feed back anonymously if they 
choose.

An open organisation
We want Guinness to be 
an organisation where 
communication is open and 
honest. We want people to 
understand our vision and plans, 
and to know how we’re doing 
and what is going on across 
the business. We want people 
to share ideas, to challenge, to 
let us know if something’s gone 
wrong, and to ask for help when 
it’s needed.  

We will:

     Promote the Guinness 
Leadership and Management 
Standard and ensure it is role 
modelled by our leaders and 
managers across the business.

     Use 360º feedback to help 
our Leaders and Managers 
understand their strengths 
and development needs, and 
to promote a culture of self-
awareness and feedback.

     Create the next phase of 
our Leaders at Guinness 
and Managers at Guinness 
programmes. 

     Create a new First Time 
Managers programme to 
give those who are new to 
management a strong foundation 
in their new roles, and an Aspiring 
Leaders Programme for those 
looking ahead to leadership roles.

     Identify project and secondment 
opportunities which enable 
our managers to take on 
new challenges and develop 
themselves.

     Develop our formal succession 
planning framework so that we 
identify succession opportunities 
for our people and can help them 
plan for the future. 

Developing great leaders
We want the organisation to be 
well led by people who share 
a vision, who care about our 
customers and our people, 
and who are highly skilled. 
The Guinness Leadership and 
Management Standard sets 
expectations of our leaders and 
managers so they are clear about 
their roles and so we know what 
we can expect of them.

We will support those who 
demonstrate leadership potential 
and give them opportunities to learn 
and progress within the organisation. 
Our succession planning ensures 
that we are resilient as a business 
and that we identify the leaders of 
tomorrow and invest in them, giving 
them learning opportunities which 
develop both their leadership and 
management capability and their 
technical skills.
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empowering
our people

performance 
management

Equipped to succeed

We want our people to be 
empowered to succeed. This 
means having clarity over 
their roles, and purpose, and 
responsibility for decision 
making. It means having the 
information, skills, and tools 
they need to do their jobs. And 
it means having access to and 
influence over resources, to  
get things done.       

Empowered employees take 
responsibility for ensuring they learn 
and grow, and share information 
and ideas with colleagues across 
the organisation. They contribute to 
shaping the organisation’s strategy 
and plans, and take responsibility for 
delivering these.  

We will:

     Engage people in shaping our 
Vision, Strategy and Plans, and 
communicate in ways that are 
accessible to all.

     Ensure that roles and 
responsibilities are clear.

     Maintain a schedule of 
delegations and simple  
policies and procedures so  
decision-making responsibilities 
are clear.

     Structure the organisation to 
optimise the ability to control or 
influence the use of resources, 
whether financial or people.

     Help everyone understand the 
importance of their role to the 
delivery of our Strategy, and 
ensure everyone knows how best 
to contribute through their role to 
our collective success.  

    

     Provide our people with the tools 
and technology to perform their 
roles to the best of their ability 
and to maximise their productivity.

     Engage with our people when we 
design or refine the way services 
are delivered.

     Encourage feedback, and the 
sharing of knowledge, information 
and ideas.

     Create an environment that 
makes it easy to share views 
and ideas on how Guinness can 
do things better, and make sure 
that our people know that their 
opinions count.

A high performing  
business 

We want Guinness to be a high 
performing organisation. Our 
performance management 
framework is designed to ensure 
everyone performs to the best 
of their ability and that efforts 
are aligned to what the business 
needs. 

We agree individual objectives that 
link directly to the objectives in our 
Operating and Business Plans so 
that everyone knows how they 
contribute. 

But we believe that how we do 
things at Guinness matters as much 
as what we do and we appraise 
individual performance against the 
Guinness Behaviours as well as 
objectives. 

We encourage honest performance 
conversations, which recognise 
achievements as well as 
improvement opportunities. We 
encourage open, constructive 
feedback every day and honest 
performance conversations.

We will:
     Embed our Performance 

Management Framework – 
provide training updates, and 
focus on SMART objectives. 

     Offer more stretch to those who 
want it, and support those who 
need it when they have things  
to catch up on. 

     Use the performance review 
process to identify training needs, 
and learning opportunities. 

      Help our managers address poor 
performance and deliver difficult 
messages constructively so 
everyone is supported to perform 
to the best of their ability. 

      Review how we use Performance 
Improvement Plans so everyone 
has the best chance of success.

      Ensure fairness and objectivity by 
ensuring our managers undertake 
unconscious bias training 
each year before carrying out 
performance reviews.
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a great place  
to learn

more at 
Guinness 

Opportunities to grow

We want Guinness to be 
a Great Place to Learn so 
everyone can maximise their 
potential. We invest in a range 
of learning and development 
opportunities so that our people 
are confident they have the skills 
and knowledge to succeed at 
Guinness.

We anticipate the requirements and 
skills we will need so that we continue 
to be strong and successful as an 
organisation, delivering the homes 
and services our customers need 
from us. We make sure our people 
have the skills to deliver our business 
plan today and also can contribute to 
Guinness’s future needs.

Recognising and  
rewarding performance

We want everyone to feel valued 
for their hard work, loyalty and 
commitment to Guinness.  

Recognising contributions and 
rewarding performance is integral  
to our People Strategy. We want 
our salaries to be competitive, 
and for strong performance to be 
incentivised and rewarded. 

We also offer a great range of non-
pay benefits as we believe these are 
an important part of being a good 
employer and know these things 
matter to people. 

We also believe that saying thank 
you is important, and is something 
everyone should make sure  
they do every day. 

We will:

      Carry out regular market pay 
reviews, so we make informed 
decisions about pay and ensure 
our salaries remain competitive 
and fair, while affordable.

      Regularly review the benefits 
that we offer to ensure they are 
valued, in line with the market, 
and affordable to the business.

      Ensure everyone has access to 
more at Guinness so they can 
see what is available to them.

    

     

     Promote career development 
opportunities for those who 
show commitment and potential.   

      Encourage managers and 
colleagues to thank each other 
and promote the use of our 
formal Thank You schemes to 
recognise our people and the 
little things that make a big 
difference.

      Celebrate success on the Grid 
and through our Guinness 
Behaviours Awards programme 
and at our annual Star Awards.

We will:
     Develop our programme of 

learning and knowledge sharing 
events.

     Develop in-house trainers, and 
learning materials, so that our 
learning offer is relevant and our 
people have the opportunity to 
share knowledge and expertise.

     Promote coaching through our 
Grow@Guinness programme.

     Offer a range of learning 
opportunities to suit individual 
preferences, and use technology 
so we can learn wherever and 
whenever suits us best.

     Ensure everyone undertakes 
mandatory training so that they  
can do their jobs safely and well.

     Offer the opportunity to study 
relevant professional qualifications.

     Learn from our day to day 
experiences, and capture and  
share this learning so we keep 
getting better at what we do.

 Formal training is just one way in which we learn – we are all learning every 
day and we all learn from each other. We are all committed to sharing our 
skills and knowledge. 

Everyone should have the skills and knowledge they need to do their 
job well, and should ensure these are kept up to date. All formal learning 
interventions should support our business objectives. 

All learning should be consistent with our Behaviours, our Leadership  
and Management Standard and our commitment to our Service Style.

 We expect our people to take responsibility for their own learning, and 
we expect managers to support reasonable requests for learning and 
development opportunities that will have a positive impact on individual  
and business performance.  

We have a clear learning philosophy:
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Guinness  
workplaces

health and 
wellbeing 

Your physical and mental 
wellbeing

Guinness has certain 
responsibilities as an employer 
to ensure everyone can do their 
job safely. But our approach to 
wellbeing goes beyond this – we 
want our people to be healthy 
and happy in their roles.   

That means creating an environment 
that enables stimulating, challenging 
and rewarding work, and provides 
our people the support they need to 
succeed and be happy in doing it – 
as well as considering their physical 
and mental wellbeing.

We will:

     Offer training and relevant health 
screening to ensure that the tools 
our people use and the way they 
do their jobs are safe.

     Provide all members of staff 
with the protective clothing and 
equipment to do their job safely.

     Provide all members of staff 
working alone with alarms to help 
ensure their personal protection.

     Offer health insurance, and 
signposting to health advice and 
information, including counselling. 

     Facilitate ways to enhance 
physical wellbeing, through 
initiatives such as discounted 
gym membership and our cycle 
to work scheme.

     

     Promote mental wellbeing 
initiatives. We will encourage our 
people to support colleagues by 
being able to spot the symptoms 
of stress and other mental health 
issues. We will work to de-
stigmatise mental illness.

     Support our people to work 
flexibly, wherever possible, so 
they are able to manage their 
life commitments, and meet the 
needs of our customers and the 
business.

     Agree challenging but realistic 
targets, commensurate with the 
demands of roles, and support 
learning and development.

Easy access and  
well-equipped

There are thousands of Guinness 
people working in different roles 
in different locations across 
the country every day. We 
want everyone to have a great 
working environment, whether 
it’s a fixed work base or  
an office, or other facility used  
as and when needed. 

We want our offices to be really 
pleasant places to work, meet 
or attend training – with a similar 
look and feel, so that all of our 
workplaces feel familiar and 
welcoming.

We will: 

     Invest in our office spaces to 
ensure we provide modern, 
comfortable and professional 
working environments.

     Ensure our meeting and training 
spaces are high quality and well 
equipped for face to face and 
video or audio conferencing.

     Invest in estate facilities to 
ensure our teams on site have 
access to the things they need 
to do their jobs.

     Provide recycling facilities at 
all our main offices (unless 
the landlord has made off-site 
arrangements).
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beyond 
now 

We will:

     Help our people think ahead and 
plan their career - if they want to 
- at annual performance reviews. 

     Develop our approach to 
talent management, identifying 
our most talented individuals 
and creating opportunities for 
accelerated learning, such 
as secondments within and 
outside Guinness, development 
centres, and involvement in 
major projects and our Aspiring 
Leaders Programme.

     Ensure our apprentices have the 
learning and experience needed 
to secure their technical or 
professional accreditations and 
qualifications, and look for career 
futures for them at Guinness.

     

       Develop a graduate scheme to 
attract new people into housing 
as their chosen profession.

       Plan ahead to determine the mix 
of experience, knowledge and 
skills we need now and are likely 
to need in future.

       Ensure that how we organise 
ourselves remains relevant, 
appropriate and fit for 
purpose. We will maintain our 
Organisation Design Principles 
so our organisation is designed 
for fairness and fulfilling roles, 
and so our Operating Model is 
durable and scalable.

Creating career paths  
and opportunities

We know that career 
development is an important 
part of retaining good people, 
and as a large organisation 
we can offer a range of 
opportunities. We’re proud  
of our track record on 
secondments, acting up 
opportunities, and internal 
appointments, within and  
across disciplines. 

When people demonstrate the 
potential and commitment, 
we hope they’ll progress their 
career at Guinness. But we also 
understand that sometimes the right 
opportunities are found elsewhere. 

beyond
work
Exploring interests outside 
of work
There is more to life than work. 
We want our people to love 
work, but we want them to  
have the opportunity to do  
other things they love too.

We will:

    Offer Aspire Funding to help 
our people explore and develop 
talents outside work.

    Sponsor a number of people 
every year to fundraise for causes 
that are important to them.

    Give reasonable time off for 
volunteering where the activities 
are linked to our objectives.

     Support our people to work 
flexibly where this makes sense 
for them and for Guinness. 

     Consider requests for 
sabbaticals, if there is something 
someone wants to pursue to 
fulfil their dreams outside work.
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delivering
our plans

Our People Strategy for the 
period 2018 to 2023 is translated 
into clear plans which detail the 
specific actions required  
to deliver our people vision.

We recognise that the world of work 
is continually evolving and we will 
ensure that we keep up-to-date with 
current thinking and best practice 
so that our People Strategy, and 
the specific actions that come from 
it, are always relevant and forward 
looking.

Progress against our People Plan will 
be monitored and regularly reported 
to the Executive Team  
and the Board.  

Thank you for being Guinness. 
What we do at Guinness is 
important — and it depends 
on you. We will do our best as 
an organisation to give you the 
skills and tools and support you 
need to be successful.  

We hope you’re excited about 
working together to ensure we 
achieve our objectives and continue 
to make a real difference to the 
customers we’re here for.

Thank you for your commitment  
and loyalty to Guinness.
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great service
great hom

es 
a great place to w

ork
and a great business

30 Brock Street, London NW1 3FG 
www.guinnesspartnership.com

The Guinness Partnership Ltd is a charitable 
Community Benefit Society No. 31693R 
Registered in England and is Registered 
Provider of Social Housing No. 4729.


