London Borough of Waltham Forest 2024

Gender and
Ethnicity
Pay Gap Report




London Borough of Waltham Forest

IntrOd UCtion Gender and Ethnicity Pay Gap Report

Published 29 March 2024

Mission Waltham Forest sets out the Council’s plan for a more equal borough by 2030. As
part of our commitment to driving equality, diversity and inclusion in the borough, the
Council has volunteered to report its ethnicity pay gap annually in addition to the
publication of gender pay gap figures mandated by the government in 2017.

This is to maintain full accountability and transparency in our mission to reduce both pay
gaps and ensure that our workforce is one that reflects the communities we serve.

Background to Gender Pay Gap Reporting

The government introduced legislation making it a statutory requirement for all
organisations with 250 or more employees to report annually on their gender pay gap.

This report must set out:
 mean and median gender pay gaps
e the proportion of men and women who receive bonuses
 mean and median gender bonus gaps, and
* the proportion of male and female employees in each pay quartile

The gender pay gap is different to equal pay, as the following definitions explain:
o gender pay gap: the difference between the average pay of men and the average pay
of women, irrespective of the job they do
e equal pay: the principle that men and women doing the same jobs, or similar jobs of
equal value, should receive the same pay

The council has robust arrangements in place to ensure it provides equal pay, including an

independent and well-established job evaluation process and the council supports the fair
treatment and reward of all its employees, irrespective of their gender.
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London Borough of Waltham Forest

Gender Pay Gap 2024

London Borough of Waltham Forest gender pay gap: -

On 31 March 2023, women’s hourly pay was:
e 9.06% lower than men’s hourly pay (median)

+ 0.23 percentage point lower than March 2022

e 11.96% lower than men’s hourly pay (mean)

+ 1.63 percentage point lower than March 2022

Therefore, the Council’s Gender Pay Gap has reduced.

London Borough of Waltham Forest gender pay gap: -

The council makes one payment that meets the definition of a bonus: any employee who reaches 25
years of service receives £300 in gift vouchers as a ‘thank you’ for their loyalty service.

In the 12 months up to 31 March 2022:
e 0.0 % of men received a bonus
e 0.0% of women received a bonus

Bonuses paid to women were:
¢ 0.0% higher than bonuses paid to men (mean average)
¢ 0.0% lower than bonuses paid to men (median average)

The table below sets out the percentage of men and women in
each quarter of the council’s payroll on 31 March 2023 along with
the % difference / change since last year’s Gender Pay Report:

Lower Quartile 26.8% 73.2% -1.0%
"°‘gi;'rvt'i'ldedle 28.5% 71.5% -0.1%
Upgi;'r\:i'fedle 32.3% 67.7% 3.2%
Upper Quartile 43.2% 56.8% -0.8%
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London Borough of Waltham Forest
Why do we 2024

have a Gender
Pay Gap?

We have explored the reasoning for the Council’s Gender Pay gap so that we can tackle and reduce
the gap while also supporting and improving the working lives and opportunities of women within our
workforce. The key findings from the research are outlined below:

e Our lowest paid jobs are more likely to be occupied by women.

This is due in part to the fact that low-paid roles with a high proportion of women,
such as schools catering and care, are delivered in house; whereas traditionally
many lower paid roles with a high proportion of men, such as refuse and street
cleaning, have been outsourced. The high concentration of women in these low paid
roles (catering and care) accounts for nearly half of our gender pay gap.

+ Onaverage, women join the council at lower salaries than men and experience slower pay
progression over the course of their career.

It is important to note that our pay policy is gender
+ neutral and our job evaluation process ensures that men
and women in equivalent roles receive the same pay.




London Borough of Waltham Forest

EthniCity 2024
Pay Gap

It is not a statutory requirement for organisations to report annually on their ethnicity pay gap,
however the Council published both its gap and strategic plan to tackle this in 2021.

As part of a sustained effort to building an inclusive workplace, where our workforce reflects the
communities we serve at all levels, we have continued to monitor the gap and commit to publishing
this annually hence forth.

London Borough of Waltham Forest Ethnicity pay gap:  Hourly Pay

On 31 March 2023, the hourly pay of ethnically diverse staff was:
¢ 11.05% lower (median) than white colleagues

+ 0.62 percentage point lower than March 2022
e 16.69% lower (mean) than white colleagues

+ 0.47 percentage point lower than March 2022

Therefore, the Council’s Ethnicity Pay Gap has reduced from the previous year.

London Borough of Waltham Forest Pay quartiles

The table below sets out the percentage of white and ethnically diverse staff in each quartile of the
council’s payroll on 31 March 2023.

Quartiles White Ethnically Diverse Undisclosed
Lower Quartile 26.2% 60.3% 13.5%
Lower Middle Quartile 30.9% 59.0% 10.01%
Upper Middle Quartile 36.7% 56.1% 7.2%
Upper Quartile 53.4% 36.6% 10%

Why do we have an Ethnicity Pay Gap?

We have explored the reasoning for the Council’s Ethnicity Pay gap so that we can tackle and reduce
the gap while also supporting and improving the working lives and opportunities of ethnically diverse
staff within our workforce. The key finding from this research is that although 59% of our workforce

identify as ethnically diverse, our highest paid jobs are more likely to be occupied by white staff.
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The council is fully committed to reducing its gender and ethnicity pay gap and improving outcomes
for women and ethnically diverse staff.

The Equalities Board, established in 2023, (chaired by the Deputy Chief Executive, with senior
representation from all directorates and staff network chairs) co-designed an Inclusion Action Plan
that sets out a roadmap to narrowing the gaps (report included in appendix).

The Inclusion Action Plan will be implemented as part of the Council’s Culture and Workforce
Transformation programme. Backed by a robust evidence base, the plan is set out to address Inclusive
Leadership and Recruitment, Talent Development, Culture and Behaviours, Policies and Pay Gap’s with
the aim of attracting and retaining the very best diverse talent.

Alongside this evolving plan we have undertaken an extensive range of positive measures and actions
to support us in narrowing our gender and ethnicity pay gap. These are as follows:
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Inclusive Leadership

e In 2023 we launched an Inclusive Mentoring programme. Through pairing mentors with
protected characteristics, ( this includes ethnically diverse staff) with mentees in senior
management, they can share perspectives, learn from each other, and work towards a
more inclusive workplace that reflects the diverse community we serve.

« Mandatory sessions that focus on inclusive leadership behaviours, have been developed
in response to the Council’s Staff Survey responses from employee’s that identify as
female or ethnically diverse. Content covers practical information and guidance relating
to the Equalities Act but includes thinking around how leaders can cultivate allyship to
support a diverse workforce.


https://protect-eu.mimecast.com/s/FQnqCVvRVIk7AAwcJ7li3
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Recruitment

Equalities data has been collated and analysed by the Business Intelligence and EDI teams.
Insights have informed the creation of directorate specific profiles, which include the
breakdown of directorate gender pay gaps and insights relating to the makeup of
leadership teams by gender and race. Profiles will be used to identify training requirements
relevant to the directorate cohort and targeted service plans that seek to support and
embed inclusive recruitment. This is with a view to address any equality deficits /
requirements.

Staff Survey insights have informed the development of inclusive recruitment training
package for all managers. We have also sought recommendations to enhance our existing
policies and processes This approach will support the Council’s ambition to implement an
equitable recruitment journey for internal and external diverse applicants.

Internal recruitment first for all roles up and including SO2 along with the supportive
actions within the Workforce Positive Action Policy .
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Flexible Working

« We actively promote agile and

Our goal is to ensure that all women and ethnically
diverse staff employed by the council are well
supported within the workplace and have the best
flexible working. possible opportunity to progress and achieve their

ambitions to their full potential.


https://foresthub.walthamforest.gov.uk/services/hr/recruitment/hiring-permanent-staff/you-start/read-our-recruitment-and-selection-policy

London Borough of Waltham Forest

Next Steps

To support our ongoing efforts to narrow the gender and ethnicity pay gaps we will
deliver the Council’s Culture and Transformation programme as part of Mission
Waltham Forest.

Our gender and ethnicity pay gap calculations
follow the legislative requirements set out in the
Equality Act 2010 (Specific Duties and Public

Declaration Authorities) Regulations 2017. All employees
who were deemed to be full paid relevant
employees as at, 31 March 2023 have been
included in our calculations.
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Inclusion Action
Plan



WALTHAM
~5 | FOREST

COMMITMENT T0

[EHEERE

ésllzs

Waltham Forest



BE PROUDLY

L' g |
N ACTION PLAN ==

B Ak © a2 md L




PLEDGE OF COMMITMENT
SUMMARY
AIMS

YEAR ONE ACTIONS
MEASURING PROGRESS
YEARS TWO AND THREE
TAKE THE PLEDGE




A pledge of commitment from

the Council’s Senior Leaders

Through our Equalities Objectives
2022-2026, Waltham Forest Council
has publicly committed to building

an inclusive workplace where our
workforce, from the frontline to senior
management, reflects the communities
we serve, and all colleagues feel
confident to be their authentic selves
at work.

Becoming a radically more inclusive and
equitable place to work is a vision we want to
make a reality for everyone who works here.
It’s a vision we want everyone to believe in
and a vision we want everyone to commit to.
That includes us, and as political and strategic
leaders of this organisation we hold ourselves
accountable for driving change.

Through our People Strategy 2021-2025
we have made positive progress and our

FOREST values clearly define what is

important to us as an organisation.

F Fellowship

Opportunity
Respect
Equality

Service

- v m v O

Trust

However, we know from what you've
told us, and from our workforce data,
that not everyone experiences all of
these things during their time at work
here.

Feeling safe to bring your most authentic
selves to work; experiencing equal
opportunities and support to develop and
progress; and working for an organisation
that celebrates, promotes, and respects
diversity are all things you should expect
as a bare minimum.

One of the four priorities set out in our
People Strategy is to be a Diverse and
Inclusive employer. We are moving in the
right direction but we need to go further.
We want to bring EDl issues to the front
and centre, taking the lessons learned
and pinpointing the steps needed to bring
about long lasting and impactful cultural
change that everyone feels.

This document sets out the positive

action we will take to become the radically
more inclusive employer we want to be.
One that ensures our people, at all levels
of the organisation, reflect the
communities we serve and one that
enables every single one of us to thrive



Becoming a radically more
inclusive and equitable place
to work is a vision we wanf
to make a reality for everyone
who works here. Collectively,
we pledge our commitment o
you in making that a reality.

0 0 § &
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ClIr Grace Williams,  Linzi Roberts Egan, Cllr Vicky Ashworth,  CllIr Paul Douglas,
Leader of the Council Chief Executlve Cabinet Member for Cabinet Member for

Jobs, Social Inclusion Finance and Resources
and Equalities
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Shazia Hussain,
Deputy Chief Executive



3 Educate

The Inclusion Action Plan is not a ‘tick box’
exercise, it’s about achieving a long-lasting
change in culture, systems and mindset.

To ensure that change remains relevant
and impactful for you, it is guided by four

firm principles:

Co- designing with you and being led by your

insights, experiences and feedback

Elevating different voices ensuring you're able to
part|C|pate in the development of inclusivity within
the organisation

Developing a culture that supports representation
at all levels and across all areas of the organisation

Training and resources for all that encourage
inclusive leadership, cultural intelligence and allyship



A flexible, three-year approach

To truly become inclusive, there is no quick fix. We need to Recognising that this takes time, our action plan has a three-year
challenge ourselves to change the practical ways we do things approach, with realistic but ambitious measures of progress to

as well as the way we behave and think - as individuals, as ensure we drive accountability and positive outcomes.

leaders, as service areas and as a whole organisation. In order to do this, it’s important that we continually monitor the

success of our actions and are able to adapt as needed.

S

oy
Action

We will act to impact change
where you need it most

)
N

@
Consider Measure

We will consider our next
steps, paying attention to what We will measure progress by

you and our workforce data is j:eakin -wit.h. you, analysing
ata and inviting external

review

telling us, allowing us to change
what we are doing and how
we are doing it




You have told us what needs fo change...

I“CI“SI“B Fair, equitable and consistent leadership and line
. q P

d h d ) management for everyone, everywhere. L
leu e!s Ip un ‘I Recruiting without bias at all pay levels.
Recruifment : i

N\ ~

Wi
Everyone being accountable for embeddin

Y 8 8
clusivi h .. d
Culture and ensuring poople fecl prphologically safe to

BBh“VIﬂ“'S bring their authentic selves to work.

What Is the
Inclusion
Action Plan
giming to do?

The actions included are hased
on What you have fold us about
your current experiences of
working here and on where

our workforce data fells us
there is clear disparity.

Everyone being able to access good quality

Tﬂlent and suitable opportunities for learning,

development and progression. o

Development 1]

A

People policies that support equitable and

a [ ] . . .
p0IICIes und inclusive practice.

New targeted approaches to tackling our

puy Gups ethnicity and gender pay gaps.

SACICIC




Year one

Year one is about disrupting
the status-quo and driving
the development of internal
practises, both council-wide and
within each directorate, that
fully support an equitable and
inclusive working culture.

We will challenge the way we've
always done things, inviting
external review to help break
through any deep rooted
barriers to change. We will
empower our people to be, and
to want to be, more inclusive.

Being sure to review the impact of actions
so far and considering any new factors
emerging, in Year Two we will focus on:

Utilising our technology
and digital systems to aid
inclusivity and equity.

Embedding a consistent EDI
experience for all employees
at every stage of their
journey.

Year three

In Year Three , we plan to focus on:

Embedding the new
status-quo so that equitable
and inclusive practice is
experienced Council-wide
for the long-term.

Seeking internal and
external validation for how
inclusive and equitable we
have become.



Inclusive Leadership and Recruitment

In our Staff Survey 2022:

Year One

[ ]
Despite 74% of you agreeing that If you have a health condition
the Council is committed to creating you feel significantly less positive
a diverse and inclusive workplace, if about our%enior eadership

Inclusive Leadership
and Recruitment

you identify as a person of Team and are somewhat less
positive than others about the
leadership from your line managers.

, you

are considerably less likely to agree.
Line management practices 1 Only 56% of you (and 49% of
are seen to be Inconsistent, LN you with a health condition) feel

meaning your experiences range : :
widely. 560/0 that our Senior Leadership Team

lead by example.

Despite making up 53.3% of
the Council workforce, ethnically
diverse staff are significantly

W under-represented in positions

of leadership with only
earning the highest 5% of salaries.

What do we
want to achieve?

Fair, equitable and consistent
leadership and line-management o
for everyone, everywhere. oo Aerse st
. . . The high th | look, th
Recr““men' W“hnut hlus ut moere lfnj;ru-lie ;E::tzza::gri?cgcl)l ) 32% of our Top 10% earners;
P Yy P

diverse staff become and the more 37% of our Top 20% earners; and

u“ puy IEVEIS. over-represented white staff become. Top Top Top 40% of our Top 30% earners

10%  20%  30%

pay scales



Inclusive Leadership and Recruitment

our workforce dafo shows us that: @ S0, how will we

In 22/23, our applications data showed Sturt I.o flx “.?

that there was genera| equity across key
characteristics at the point of shortlisting

You will be able to anonymously feed

which suggests that anonymous application .Q‘. ::Zkbznpzs\:;zja;?ie::;:ﬁ:rmmh
forms.are effective, however, following the By defining what an inclusive ww opportunities to have open and
Interview stage we can see that: Waltham Forest Manager is, hones-t.conversatlons w.lth those
o equipping our managers to in positions of leadership.
t\ Only 9% of shortlisted . live it and ensuring accountability
L apolicants who declared il is embedded in our processes.
pplicants who declared a
disability were appointed to
- a role (compared to of ) You'll be better supported and
shortlisted applicants without a By Sl Ll leaders N empowered with a peer managers
disability). C°nt'nua")’ SPeak and act on = l.., - network, clear expectations on
_______________________________________________________________ the importance of driving more - ~ inclusive behaviours as part of
equality, diversity and inclusion. your annual objectives and regular

training on best practise.

And shortlisted applicants who were
white were twice as more likely

By assessing how our Our systems will ensure you attract

to be appointed following interview recruitment practices Wy e R -
. . . more diverse talent when recruitin
compalred to pe.ople who were impact applicants with protected :"h'_ 2nd vou'll be confident in makin g
ethmca"y diverse. characteristics and introducing 0“’\ 4 : 8
v appointments that are not influenced
changes from end-to-end that

by conscious or unconscious bias.
eradicate opportunltles for

discrimination and maximise
opportunities for inclusivity and

equality. w““‘ ‘0 see Se“-““
qonagement teoms fhot

reolly reflect the diverse

commumt\es we serve

We can also see from our new starter
data that white and/or male
candidates are more likely to be
recruited into higher paying roles than
their counterparts.

® "ﬁ 9 By training our leaders
L“ e and managers to recruit with

inclusive approaches and mindsets.
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Culture and Behaviours

Y r nn T What's the situation now? -
eu. e 0 In our Staff Surv ey2022 168 FY e been bulli d

th e past two y
dthty were mo |k|y

h Ith
‘ll C 158 b Xs;Fyhe tage

Gultureand ™ &y, | @
Behaviours Fnn

s lower Fy d?ntify of staff feel it is safe to AR AAAAAY

f Af . :
or Caribbean heritage | mranimaesonene | ARRAEALAANAALS

e, CEEEEEETELRS

What do we e B e 111444999995
= Arican or llll%lllll%lll

want to achieve? e oy ™ CCCETETTETETES
600/0 | heullm el l eSSl d

Everyone being accountable for - 50% U i ARARARARRAALAY
embedding inclusivity across the ~ M omsanerye | NRARRARARARAAA
organisation and ensuring people ..7.,.,%.. h fouteds wongaemest A ALAAAEAATATEA
feel psychologically safe fo bring g cutiin | fyoubaesheathcondtion, | A ARRARARRAAANA
their authenfic selves to work. 96% | et ARARRAR AR RARA

1



[53)  culture and Behaviours

S0, how will we
)

start to fix it?
By raising deeper f You'll hear from a range of external “\S“ \%

and wider awareness thought-leaders and “S“

of the lived experiences e hlgh-Profﬂe speakers, that're.present
and needs of colleagues e emen  arange of protected characteristics.

with a protected

characteristic. If you have a disability, you'll be able to
request the practical adjustments
o  you need knowing your manager is

By ensuring our equipped and accountable.
MaNagers are  seeeeeeeeeeomoemmeoeee

equi ed to create X
sjppc!::five, safe and Q.Q You will be encouraged and enabled

oD
. to speak up about your concerns,
empowering work places

for all employees. knowing you will be heard.

By making our corporate ' New colleagues will be clear on
expectations on organisation expectations on
inclusive behaviours inclusive behaviours.

clear to everyone who
starts working here.

By providing a variety
of safe routes and

You'll have access to the right

forums for people to [ tools, training and guidance to

raise concerns about support the needs of diverse .members

N S — of staFF, enabling them to thrive and

and access the best kind deliver the best outcomes for the
business.

of support for them.
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Year One
Actions

P i
) 277

Everyone being able fo access good
quality and suitable opportunities
for learning, development

and progression.

In our Staff Survey 2022:

If you are
or have a you
are to () ®

agree that the Council is a place
where staff with whom you share a
protected characteristic are given

— 80%
— 0%
that the Council 0%
is a place where you can _
, and if you are — 20%

female or have a health condition
you are



of you were either acting However, we know from the last three years that

uporona secondment, these opportunities tend not to lead to permanent
and more than half of promotion and for the small percentage of you that
these positions were filled by do secure promotion, it takes an average of

ethriclly diverse employess. sl | want fﬂlr access fo
% ]5 mﬂnﬂ] O0p0rtunifies to deyelop
1% o dosooferetingo your sbsantverole and progress regardiess

""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""" of my position in the
organisation

B9y
B9y
B9y
B9y
B9y
B9y
B9y
I
IS

You'll have access to a programme
of personal development and
Y motivational masterclasses

delivered by diverse and

% inspirational people from within

and outside the Council.

You’ll have access to career

L%T'é_, coaching and job application

support when you need it.

g‘ If you deliver a front line or

® @ resident facing service, you
By ensuring that anyone who is keen to W w wonft miss out as e }Nm work with
develop and/or progress is supported to do services when designing schedules
that, whatever their role or background. to ensure you can access them too.




policies and Pay Gaps

Year One
Actions =

Our workforce data shows that we still have large ethnicity and gender pay gaps:

When you take the mean average salary When you take the mean average salary of all
of all male emp|oyees and compare it white emp|oyees and compare it with the
________________________________________________________ with the mean average salary of all female mean average salary of all ethnically diverse
| = employees. employees.
p0IIOIes und We can see we have an We can see we have an %
overall overall @9)
gender ethmclty

pay gap of pay gap of

We can see that the Gender Pay Gap and Ethnicity Pay Gap varies across
u o We different directorates and require a targeted approach in order to address them.
]
wun' to uChIeve? In our Staff Survey 21022 : |
™

Y. ONLY
People policies that support

equitable ond inclusive practice. 470/ 0

: | .
New, targeted approaches to tackiing D o b 2 e condem e
our ethnicity and gender pay gaps.

Pay Gaps

as a person of African or Caribbean heritage you were
significantly less likely to agree.




Policies and Pay Gaps

S0, how will we
starf to fix it?

i
nymmnn
v
I
i
gt 1 i
T wgr
W e
Qi UL
LT T

P 4
/f\
o

1/

By increasing
declarations of

protected characteristics

and analysing our pay
gaps in each directorate
so we can understand
the different causes
and co-design targeted

actions to address them.

By seeking
recommendations
from external EDI
experts on how we can
improve our HR policy
and practise so that
chances for inequity
are eradicated.

By developing diverse
and innovative ways of
applying traditional and
non-traditional flexible
working options to
more people.

You'll benefit from practises
and policies that have been
scrutinised by external groups
representing people who are
ethnically diverse, differently
abled, LGBTQIA+, parents or

carers.

You'll have clear guidance on
your rights around requesting

flexible working.

If you are a woman,

you can expect to see
recommendations for a
comprehensive policy that
ensures you have support at
all stages of the female health
cycle.

If you have a disability or
identify as LGBTQIA+

you will have more reliable
statistics to highlight any
inequities, enabling us

to understand how your
experience can be enhanced.

i_ # You'll have clear guidance and any

training necessary to put new and
I existing policies into practise.
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Measuring Progress &

Inclusive
Leadership and
Recruitment

=,

Culture and
ehaviours

Policies and
Pay Gaps

Looking for an increase in:

» Female and ethnically diverse people in the Top
30% earners and successful appointments
of disabled and ethnically diverse applicants

» People with protected characteristics securing
promotions and accessing secondments/
acting up opportunities that lead to
permanent promotlons.

Keeping an eye on the themes of incidents
and concerns being formally reported to HR
and informally to Speak Up Champions and
employee networks, as well as the protected
characteristics of the people reporting.

Looking for an increase in staff declarations on
disability and LGBTQIA+ and an increase in
people with a protected characteristic receiving a
pay rise into higher sections of the pay scale, and
the narrOWing O'F our pay gaPS.

We will repeat our staff survey and look for an

increase in staff (particularly those with protected
characteristics) agreeing that...

Inclusive
Leadership and
Recruitment

=,

Culture and
ehaviours

Policies and
Pay Gaps

..the council is a place where they can
and a place where those with whom
they share a protected characteristics are given
for career progression.

..their SLT, Directors and Managers lead by
example, particularly staff with a protected
characteristic and that the Council is committed to
creating a diverse and inclusive workplace.

...they feel a strong sense of belonging at the
Council, they can be their authentic self at
work, they feel able to report bu"ying and
harassment and feel safe to speak up and
challenge the way things are done.

And a decrease, in staff saying they've been
bullied or harassed.

..all staff are treated equally, there is no
discrimination.
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Measuring Progress &

19

We will hold regular focus groups, fo keep informed
on how people with protected characteristics are
experiencing improvements (or not) in...

SRS

Inclusive
Leadership and
Recruitment

Culture and
Behaviours

Policies and
Pay Gaps

...access to career and personal

..recruitment processes; managers with
inclusive behaviours; and leadership
demonstrating importance of EDI.

..workplace culture, including respectfu|
and fair treatment; psychological
safety and authentic selves at work; and
inclusivity and belonging.

..how our policies support individuals
with protected characteristics.

)

Inclusive
Leadership and
Recruitment

Policies and
Pay Gaps

..Mystery shopping our
application experience and
benchmark our workforce data
against other local authorities.

..Comparing our pay
gaps with other London local
authorities with a similar make
up of service areas.



Years fwo
ud three

Following the delivery of our actions for Year One, we
will review the impact and effectiveness of the steps
taken so far. This will help inform an action plan that is
co-designed with you, with the aim to accelerate our
journey further into 2025.

20



2

Year Two is all about building on
progress of Year One and ensuring
an inclusive and equal culture is
supported and even enhanced

by our digital HR systems. It’s
also about looking at the EDI
experience for all employees at the
point of joining the council and
each stage of their employment
journey thereafter, and ensuring
this is consistent for everyone.

Year three

Again, we will review our progress
letting you and our data do the
talking and then, we will deliver co
designed actions that build even
further on the culture change
achieved so far, ensuring it’s
change that will last and remain
progressive.

We will test our success externally,
benchmarking with other London
Councils, inviting peer review from
EDI Thought Leaders and applying
for accreditation with outside
experts in inclusivity and specific
protected characteristics.

We will focus on embedding
the new status-quo so that
equity and inclusivity is felt
Council-wide and is fully
future proof.



‘ Join us and pledge your personal commitment to

building a fair, inclusive place of work that is free from

=
Tuke the I“CI“SIO“ pledge discrimination and prejudice.

We know that achieving the aims set out in this action plan is no easy task

but we also know that working in collaboration and honesty with each other is
critical to us having a chance to succeed. That is why we are inviting you to take
the Inclusion Pledge which is formed around our six FOREST values.

| will do my best to combat prejudice and speak out against all
forms of discrimination, including examining my own behaviour
and preconceptions and seeking to learn from my mistakes.

| will treat others with kindness and understanding,
as | would hope to treated.

Opportunity

| will embrace the Council’s ambition to become an inclusive,
fair and non-discriminatory employer with equal opportunities
for all.

| will treat all customers and colleagues fairly,
equitably and with compassion.

I will listen to others, treat everyone with dignity, and I will encourage an open and transparent culture that

recognise that others’ experiences will be different to my own. enables people to raise concerns about preJudlce or
discrimination.
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https://lbwf.sharepoint.com/sites/fc-hr-networks
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Togerikes, w¢ ove stronger

The Race Equality Network stand by this
pledge and in doing so urge our colleagues
to be open enough to not only believe in
change, but to take active steps in bringing
that change about, through open and
honest discussion, because at the end of
the day, we all want the same thing, to be
treated equally, fairly, and respectfully
within our place of work. We want the
Inclusion Action Plan to build more
confidence within the organisation itself
and give staff the will to come forward
when their voices are not being heard.

( )

Find out more
about all of our
staff networks.
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Out in the Forest is proud to stand
alongside our fellow staff networks to
sign the proudly you pledge. Out in

the Forest seeks to promote a working
environment where LGBTQ+ people are
safe, supported and celebrated for who
they are. We are thrilled that the council is
adopting a strategy that seeks to address
inequality and discrimination at all levels,
so that LGBTQ+ people can continue
to come to work as their truly authentic
selves.

We are thrilled to see this strategy convey
such resolute messaging against prejudice.
However, we also hope it serves as a
guiding light and inspiration for other
employers, and highlights Waltham Forest
as an organisation that actively embraces
diversity and sees it as one of our greatest
assets.

C Hrees

As a network our motto is “together we
are stronger”, we actively support diversity
and inclusion and really want to create a
culture where everyone feels valued for
who they are and the contribution they
make which is empowering all of us to
communicate, connect, belong and to
grow.

Staff networks are a really good way of
promoting diversity and building a sense of
community and inclusion. They provide a
safe space for colleagues to support each
other and raise any issues which affect
them at work. We want to come to work
every day being kind and for each person
to be themselves and achieve their full
potential, feel valued and thrive in the
council.

The differently abled forum are proud to
stand by this pledge and we encourage all
staff to do their part to ensure everyone
feels valued, welcomed, respected,
represented, and heard.

As a forum we have created a safe space
where we can come together and share
our experiences, support one another,
and where everyone is included. We are
a diverse, with trust and compassion for
one another and we want to make sure the
council is one where everyone is treated
fairly and everyone is given opportunities
to thrive. We hope this inclusion action
plan will help the council effect change
to become a place where everyone trusts
that they can be themselves.
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Get involved or keep up fo
date with the Inclusion Action

Plan by visiting our page on b
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