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Addressing Workforce Inequality



Workforce Intelligence 

Developing our systems to capture and record EDI indicators and 

using data to inform decision making. 

Strategic Priority

Strong leadership, ensuring alignment to the strategic priorities 

of the council. Developing a shared organisational vision with 

collaboration and ownership at every level.

Multidimensional Approach

Adopting an intersectional approach that promotes equity in the 

workforce. Recognising the unique challenges facing different 

communities and providing opportunities that respond to such 

needs and challenges.

Our Approach



Strategic Priority

Understand the barriers to equality experienced in 

Brent and act to remove them
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Provide accessible information and services that 

are tailored to peoples’ needs

Tackle hate, harassment and victimisation

Lead the way in encouraging diversity to flourish in 

Brent

Brent Equality Strategy



Brent is one of the most diverse boroughs in London, approximately 64% are from Black, Asian and Minority 

ethnic groups, with around 150 different languages spoken.

We want our workforce to reflect our community and understand its needs.

Workforce Intelligence

Approximately a third of our workforce live and work in Brent

• 66% of employees are from Black, Asian and minority ethnic groups – the highest rate 

across all London Boroughs (46%)

• 63% of our employees are female, broadly in line with London Borough average

• 8% have a disability, impairment or long condition, compared to 5% across 

London Boroughs

• 4.3% identify as LGB or ‘other’



Black Asian Minority Ethnic employees are less well represented at 

higher grades (31% and 55%) compared with 77% of those in the lowest 

grade group.

Brent has a higher percentage of top earners (5%) from Black Asian 

Minority Ethnic groups compared with the London average - 30% vs. 19% 

and is a slight increase from the previous year (28%).

The proportion of employees promoted for both White (32%) and BAME 

(68%) employees is broadly similar to their representation in the 

workforce overall.

Ethnicity by Grade



Women remain less well represented at the highest pay grade level, 

comprising less than half of the employees at that grade (48%). 

49% of the top 5% of earners in our workforce are women – similar to the 

proportion across London (50%).

Woman make up the majority of our part-time employees (85%).

The gender profile of employees promoted is similar to the gender profile 

of the workforce with women representing 63% of the workforce and 66% 

of those promoted.

Gender by Grade



1. Cultural Diversity Network: Black Staff Forum & Asian Staff Network

• Black History Month

• Mutual Mentoring

• Cultural Diversity Champions, CDN Newsletter and book club

2. Gender Equality Network

• Raising awareness through workshops e.g Gender Pay Gap

• Launching breastfeeding area

• VAWG, endometriosis, menopause

3. LGBTQ+ Network

• Events and speakers : Advocacy and educational

• Launching reverse mentoring scheme

4. Disability Network

• Hidden disability

• Mental Health

Our Staff Networks



Going beyond statutory requirements, we report annually against Ethnicity, 

Disability and Gender.
Annual Reporting

Addressing Inequality in the Workforce

Building workforce intelligence has been key to pinpointing and addressing inequality. This intelligence provides 

vital information on the make up of our workforce and where further targeted work is needed. Continued efforts 

to increase staff data disclosure rates whilst addressing perceived barriers to supplying this information. For a 

third year in a row our disclosure rate has increased.

As part of our corporate commitment, sessions have focused on issues 

surrounding Equality, Diversity and Inclusion.
Forward Together



Interventions

Running this locally to recruit from a more diverse, local pool 
of talent

National Graduate Training 

Scheme

Increase the number of apprenticeship opportunities for staff, to upskill the 
workforce and support progression for less well represented groups

Apprenticeships

Introduced Mutual Mentoring on Race and soon to be expanded to 
LGBTQ+

Mutual Mentoring

Introduced for those aspiring to be Heads of ServiceAspiring Leaders Programme

Removal of qualifications to encourage more inclusive 
recruitment

Job Description

As part of growing our own talent, we have provided more secondment
and acting up opportunities, particularly in senior roles.

Secondment and Acting Up 

Opportunities



Addressing Inequality 
in Social Care 
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An Overview



The Launch



Pre-Launch

Launch

The Launch



Data: Indicators of Equality



1. Percentage of BAME staff in each of the council pay bands compared with 

the percentage of staff in the rest of the workforce.              

2. Comparative rate of BAME staff being appointed from shortlisting.                     

3. Comparative rate of BAME staff entering the formal disciplinary process.            

4. Comparative rate of BAME staff entering the fitness to practice process.             

5. Comparative rate of BAME staff accessing funded non-mandatory CPD as 

compared to white staff.                    

6. Percentage of BAME staff experiencing harassment, bullying or abuse from 

patients, relatives or the public in last 12 months.            

7. Percentage of BAME staff experiencing harassment, bullying or abuse in 

the last 12 months from; a) Colleague, b) Manager                  

8. Comparative rate of BAME employees leaving the organisation during the 

last year.

9. Percentage difference between organisations’ senior management 

membership and its overall workforce



Data: Trial Data Runs



Workforce Race Equality Standard 
Findings



Findings



Action Plan Development
A plan informed by our Social Care data
and the lived experiences of staff.



Action Plan Development
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Action Plan Themes



Summary of Interventions



Developments



Developments



Reflections



What Went Well...

1 - Data Collection

2 - Staff Network Support

3 - Action Plan Development

Identification of gaps and indicator expansion 

Engagement and support from Black Staff Forum and 

Cultural Diversity Champions.

A safe space that enabled constructive challenge and story 

sharing. 



Challenges Faced...

1 - Department of Health 

and Social Care 

2 - Cross-departmental 

3 - Sensitivity

A learning journey for all. 

Cultural differences and resource. 

Race, Racism and Discrimination is a live issue.



Lessons Learnt...

1 - Corporate Awareness

2 - Resource Required

3 - Expectations

Corporate awareness and alignment. 

Intensive with multiple workstreams.

Stakeholder management and transparency. 



Questions


