
Council and Community-wide Diversity and Inclusion:

Listening to staff following the tragic deaths of George Floyd, Sarah Everard, Nicole Smallman and
Bibaa Henry, Kingston and Sutton councils jointly focused attention to deliver a comprehensive
diversity and inclusion programme shaped collaboratively with staff networks for our workforce and
communities.

Kingston and Sutton councils employ over 2,400 staff. In order to make real changes to working
practices, policies and procedures we have worked with staff to harness their collective power to drive
changes across both organisations. The changes have placed staff at the heart of decision making
about who and what the organisations stand for.

From removing stigma around period poverty to engaging with male colleagues about violence against
women, we have created spaces where difficult conversations are discussed head on and necessary
changes made helping make both organisations more inclusive, diverse and representative of the
communities we serve.

We have increased the numbers at senior levels of staff by gender and race, attracted increased
diverse applicants and shown that our staff believe that our organisations prioritise this and will act on
it.

The success of this approach can be seen in buy-in right to the top of the organisation, huge progress
on recruitment and retention, staff and community satisfaction data and policy-driven results that truly
reflect best-practice across two London boroughs rich with diversity.

Inclusive Leadership:

Both councils have worked jointly, with strong commitment and full engagement from senior leadership
teams, Councillors, HR services, trade unions and staff networks. All have supported this approach
and made personal commitments to model and be champions of change.

Sutton’s Chief Executive, Helen Bailey, sponsors the monthly Race Equality Working Group to review
progress against the action plan. Kingston’s Chief Executive, Ian Thomas, sponsors the Disability and
Wellness Network and regularly contributes his personal experiences across both councils and the
region.

Together, the councils deliver a comprehensive South West London programme; working
collaboratively within our community and staff networks to lead on tackling inequalities. We have
developed ourselves as strong advocates by looking for and embracing new ways to innovate for
greater social impact.

This joint approach has had a significant impact on both our workforce and communities. We have
developed strong partnerships, committed to a challenging agenda and ensured that engagement,
metrics and staff surveys have been at the heart of measuring our success.



This award entry demonstrates the passion, hard work and strategic vision of our programmes. We
have sought to face and challenge ourselves, developed an energetic workforce, committed to EDI
and thrived on it.

Sutton and Kingston

Kingston hosted local group events such as Disability Awareness Day to raise awareness of the
barriers faced by disabled people visiting Kingston town centre. The Chief Executive and Councillor’s
committed to better understand the experiences of wheelchair users and those visually impaired
through a simulated trip around town. This event prompted a letter to all retailers asking them to
address accessibility gaps.

The councils have demonstrated strong commitment for example flying flags in support for Black Lives
Matter and Pride. In 2021, Kingston became the first UK council to commit to working with the charity
Bloody Good Period. Sutton is trialling free and easy access to period products for all working at or
visiting the Civic offices.

We have commitmented to engage with boys and men to end violence against women and girls, as
part of the White Ribbon Accrediation. We have several male ambassadors across our
organisations, including Kingston Chief Executive, Ian Thomas, and Sutton Strategic Directors,
Richard SImpson, Imran Choudhury and Spencer Palmer. In joint partnership with the Community
Safety Team, Police and Specialist Services, on White Ribbon Day both boroughs held events and
talked with communities about action being taken to tackle male violence against women and girls and
how they can get involved. Kingston installed white paper flowers on the stairs of Guildhall. Each
flower represented a woman who had been killed by a man in 2021.

“I have chosen to be a White Ribbon Ambassador as I believe male violence against women is a
male problem. It’s important that male colleagues, including myself, educate ourselves on how we can

stop gender violence; challenging the behaviours of males in our personal and professional lives.”
Ambassador quote

We are proud to be Disability Confident Committed, demonstrating our commitment to develop,
retain and recruit disabled people. We signed the Time to Change Pledge and formed a Time to
Change Hub, aiming to end negative attitudes towards people experiencing mental health issues.
Both officers and councillors are trained as Mental Health Champions to enable appropriate
wellbeing conversations with colleagues.

A Difference for Existing and Future Workforces:

We have developed Actions for Women’s Experiences (AWE) and Black, Asian and Minority Ethnic
equality measures and action plans. The ratio of selection and appointment of women, LGBTQ+ and
candidates with disabilities indicates fair and equitable practice for candidates in these groups.

In Sutton around 58% female staff now earn over £50,000 - up 7% from 2020 - and Black, Asian and
Minority Ethnic employees earning over £50,000 - up 8% to 22%.

https://www.kingston.gov.uk/news/article/182/kingston-council-are-proud-to-support-local-disability-groups-to-host-awareness-raising-day-in-the-market-square


The Kingston workforce is 59% women, with a zero gender pay gap, and 53.4% of females earn over
£50,000. So, 22% of the workforce is Black, Asian and Minority Ethnic and there has been a 3%
increase in those earning over £50,000.

We have proactively increased engagement and awareness and equality and diversity is an
organisational priority. We have listened and responded through regular and ongoing engagement.
Kingston’s pulse survey shows 90% of employees agree the organisation is supportive, transparent,
appreciative and respectful. Sutton’s pulse survey shows 89% of employees believe EDI is a priority -
up 3% from October 2020.

Action to attract a more diverse range of applicants through a refreshed recruitment approach is
central to what we do and is showing a positive impact. We have introduced diverse interview panels,
drawing on a pool of reverse mentors and staff network group members . 54.4% of applicants are now
from Black, Asian and Minority Ethnic communities in both boroughs, up 9% in Sutton and 15% in
Kingston.

Reverse mentoring now links our most senior leaders (as mentees) with a mentor who shares their
lived experience both personally and in the workplace.

“This was an incredibly worthwhile experience. I hope this initiative continues.” (mentee)

“It is a great chance to be able to speak about challenging issues like equality and diversity. It's a
safe space.” (mentor)

Involving Stakeholders:

Stakeholder engagement has been key to success. We have used various methods to hear from our
workforce - livestreams, focus groups, staff surveys and staff networks and have been proactive in
developing trust through listening with curiosity and our genuine commitment to change in order to
understand and identify our strengths and issues and barriers that staff experience. We have amplified
the voices of women and Black, Asian and Minority Ethnic staff by championing sharing experiences.
We have worked closely with trade unions and Councillors as very active and committed members of
our networks.

“Leading the BAME Staff Network has given me the privilege to share my background as an Asian
female leader.  Attendance at meetings has grown from a small group of about 30 to 200 particularly
when the Chief Executive and Leader of the Council take an active role in supporting staff networks
and listening to critical feedback.” (Sutton’s Black, Asian and Minority Ethnic Network Sponsor)

“As an ally of the LGBTQIA+ community, I want to support my colleagues and friends who may feel
that they’re unable to be themselves in the workplace. Being part of this group provides me with
important insight into the different issues our LGBTQIA staff and residents face.” (employee)

Embedding a Culture:

We are embedding a ‘We Are All Leaders’ culture and have developed a joint approach to EDI, with
our internal and external networks, sharing views, ideas and successes. Having co-designed our
action plans with insight from our surveys we created D&I Action Cards for all staff.



Highlights:

Gender:

● Reviewed and challenged HR policies and processes
● Celebrated role models and drawing on the support of allies
● Supported women, allies and managers in being confident to challenge poor behaviour,

understanding gendered language and microaggressions
● Increased knowledge and skills internally for staff to address violence against women through

male ambassadors, raising community awareness to improve safety and engaging with
schools and youth settings around preventative work.

● Developed new Transgender Policy in conjuction with our LGBTQ+ Network.
● Updated information on women’s reproductive health and launched a Wellbeing Plan
● Signed the Menopause Friendly Employer Pledge
● Produced and promoted allyship guides and active bystander toolkits
● Held confidential listening sessions with HR to explain issues staff have had
● Designed communications setting out ways to challenge and a zero tolerance expectation

Race:

Kingston Council:

As well as introducing measures to encourage more diverse applicants, we have delivered several
council-wide race equality livestreams led by senior leadership with impactful guest speakers; eg.



Patrick Hutchinson, who carried a former British Transport Police Officer to safety during a BLM
protest. We shine a light on positives and don't shy away from the challenges in order to embed the
culture we expect staff to reflect.

Residents at Heart of All We Do

We have not just focused our efforts internally. Codesign with the community and sharing our
experiences has significantly raised awareness of social mobility; socio-economic status;
intersectionality and the armed forces community. Our STAR values demonstrate our holistic approach
to making Kingston Better Together by living our values.

An estimated 60% of the residents of the Cambridge Road Estate (CRE) adult population are from
Black, Asian and Ethnic Minorities backgrounds. Following a year’s targeted engagement, making
adjustments to ensure equitable access to advice and guidance for communities for whom English is
their second language, residents voted ‘Yes’ to warmer, safer and energy efficient homes. We have
listened and committed to build 2,170 high quality homes as part of a £800m investment partnership in
our largest ever housing regeneration programme - and social transformation at a scale never
delivered previously. We established the CRE Community Board, representative membership of
residents and councillors who work together to ensure that residents' views are taken into account
throughout.

Sutton Council

Different Approach:



In December we held a joint council’s network event on disability and an inclusive language guide was
developed with staff networks, which will launch in February 2022. We have a programme of activities
set for Race Equality Week, LGBTQ+ History Month and a Pan-London Women’s Network launch for
International Women’s Day.

Work in Sutton is underpinned by the Council’s Equality, Diversity and Inclusion Framework and the
commitment is outlined in the council’s corporate plan, Ambitious for Sutton.

EDI is at the core of how we deliver our services and lead by example with our partners.  Sutton also
works closely with partner agencies and the voluntary/community sector to promote EDI in the
community, addressing discrimination and inequality. The Council sponsors Community Action Sutton,
a multi-agency forum which identifies and investigates issues and holds the Council and other partners
responsible for taking action.

Kingston launched a new Inclusive Kingston Strategy to champion an inclusive borough, developed in
codesign with the community.

Kingston is one of few councils nationally that funds a local Race and Equalities Council and with it
delivered events to celebrate diversity, build community cohesion and tackle vaccine hesitancy via an
initiative recognised as good practice by the Cabinet Office. In education, Kingston has created an
extra 42 specialist school places and opened overnight short breaks facilities to improve the local
SEND offer for families. The borough also shines a light on excess COVID deaths of adults with
disabilities and, despite the pandemic, opened a brand-new day centre for Tamil and Korean elders - a
lifeline with people as old as 95 learning new ways of tackling isolation via Zoom.

Kingston has also sought to achieve greater inclusivity through it’s consultation work. In addition to the
Cambridge Road Estate programme above, engagement with communities on views regarding a
planned new leisure centre succeeded in reaching deeper into the local population. During three
phases of engagement over 7,000 survey responses and conversations were achieved and therefore
the new development promises to be far more accessible than the facility it will replace.

https://www.sutton.gov.uk/downloads/download/1399/sutton_equality_diversity_and_inclusion_framework
https://www.sutton.gov.uk/downloads/file/3551/ambitious_for_sutton_-_plan
https://www.kingston.gov.uk/downloads/download/375/equalities-diversity-and-inclusion-strategy

