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Foreword

The year 2020 to 2021 has been a year like no other
we have ever experienced, in our working lives, our
family lives, as a community and as a nation. None
of us could have predicted at the start of March
2020, the hardship and difficulty that would be
placed on both ourselves and our customers and we
have worked tirelessly as a result of the pandemic
to help alleviate some of the hardship people found
themselves in due to COVID-19.
This is where a great number of our already
excellent services flourished, support around debt
and food poverty grew ever more important for the
most vulnerable of our communities, in some areas
incoming calls rose by six hundred percent and our
teams rose brilliantly to these challenges, whilst
coping with the difficulties subsequent lockdowns
posed for themselves. Service delivery moved
online where possible whilst we still ensured all
customers had every opportunity to engage with us
in their preferred way and as an organisation, we
responded rapidly and effectively to the situation
we found ourselves in. Delivering the Strategy had
never been more crucial and its four key themes
took on additional resonance. Our Strategic
Objectives are:
•

To be a landlord of choice by putting the
customer first.

•

To be a partner of choice to create better places
to live.

•

To be a positive force of leadership to develop
the potential of our people.

•

To be a well managed and well governed
business.

Andrew Wallhead
Chief Executive

“The Wakefield district is
multicultural community which
we are proud to support. We will
continue to make meaningful
steps to ensure, as an
organisation, we have a strong
and inclusive culture and create
opportunities for all.”

We hope you enjoy reading our 15th progress report
on diversity and inclusion which includes statistics,
case studies and progress against our action plan
during the period 1 April 2020 to 31 March 2021.
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Introduction

In a year like no other we have committed to ensuring the most vulnerable in our communities have access to
the support they need to be able to live successfully in our communities. Our Diversity and Inclusion Annual
report may look a little different to other years as opportunities to engage, whilst plentiful, have been virtual
rather than in person on many occasions. We hope you still enjoy looking through our achievements for the year
and that the coming year sees the return of more normality.
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Public sector equality duty
The public sector equality duty (PSED), which came into force on 6 April 2011, places additional duties on public
authorities and organisations that carry out public functions, such as WDH. There are general and specific duties,
and although we only have a legal obligation to comply with the general duties, we are also committed as an
employer who places inclusion at the heart of our services, to meeting the specific duties as a means of ensuring
that the principles of the duty are embedded in everything we do for customers and employees. This report will
explain our PSED obligations and outlines the work we have done over the past year to ensure we meet them.

The general duty

The specific duty

The Equality Act 2010 introduced a general equality
duty requiring organisations, when carrying out public
functions, to consider how to:

The specific duty requires organisations to:

•
•
•

eliminate unlawful discrimination, harassment,
victimisation and other conduct prohibited by
the act;
advance equality of opportunity between people
who share a protected characteristic and those who
do not; and
foster good relations between people who share a
protected characteristic and those who do not.

By:
•
•
•

removing or minimising disadvantages experienced
by people due to their protected characteristics;
taking steps to meet the needs of people from
protected groups where these are different from the
needs of other people; and
encouraging people from protected groups to
participate in public life or in other activities where
their participation is disproportionately low.

•
•

publish sufficient information to demonstrate its
compliance with the general equality duty across its
functions; this must be done annually; and
prepare and publish equality objectives every four
years; these objectives should meet one or more of
the aims of the general duty.

Protected characteristics
The protected characteristics covered by the Equality
Act are:
•
•
•
•
•
•
•
•
•

age;
disability;
gender reassignment;
marriage and civil partnerships;
pregnancy and maternity;
race;
religion or belief;
sex; and
sexual orientation.

We have continued to collect the customer profiling
information we have on our tenants to ensure that we
provide the services they need.
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Diversity and inclusion in WDH
how are we meeting the duty?
We already meet the duty in a number of ways.
•
•

Our Diversity and Inclusion Plan 2018 to 2020 has contained clear actions that support ‘hard to reach’ groups
and relate to the protected characteristics under the Equality Act. We will continue this in the Plan to 2025.
Work continues to develop a Gender Pay Gap (GPG) Action Plan. Whilst our GPG is comparable to other
organisations in the sector, we will strive to implement actions that close this gap in WDH.
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Diversity in action
The table below details our obligations under the PSED and gives specific examples of the ways we are meeting
those requirements. Also included are some case studies as further illustrations of the work we undertake in this
area.

General duties
General duties

How are we meeting these?

Eliminate discrimination,
harassment and
victimisation and other
conduct prohibited by
the act.

•
•
•
•
•
•
•

All changes to our new policies, processes and procedures are subject to an
equality analysis to ensure they comply with the Equality Act and PSED.
Our Diversity and Inclusion Policy and Annual Report sets out our commitment to
diversity and inclusion and the responsibility for its implementation.
All employees complete equality and diversity training as part of their induction
and complete an equality and diversity e-learning course every two years.
We provide a range of training modules around specific aspects of diversity and
inclusion advertised in our Learning and Development Programme.
We work in partnership with Unison and UCAAT to enhance employee relations.
A Hate Crime Policy and Procedure is in place and all our customer hubs are
Hate Crime Reporting Centres. Our Hubs have trained employees who can
record and report instances of hate crime.
We have a dedicated Tenancy Support team which works to ensure
discrimination, harassment and victimisation are outlawed on our estates.
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General duties

How are we meeting these?

Advance equality of
opportunity between
people who share a
protected characteristic
and those who do not.

•
•

•
•

•
•
Foster good relations
•
between people who share
a protected characteristic
and those who do not.
•

•
•
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We ensure barriers to access and opportunity for both customers and employees
with protected characteristics are removed through equality analysis of services,
policies and procedures.
The Total Inclusion Group (TIG) ensures that tenants with protected
characteristics have a voice. The group is comprised of both tenants and
senior WDH management and is consulted on proposed changes to services or
policies. Additional members can be co-opted onto the group through existing
members if they have an interest or opinion in an area under discussion and it
will make the group more representative of our communities. Meeting face to
face has not been possible this year due to concerns around COVID-19 however
papers have been submitted in lieu of meetings and face to face meetings will
resume as soon as is possible within current restrictions.
The Resident Involvement team ensures that engagement events reach out
to tenants with protected characteristics and gather their views on issues that
impact on the services we provide.
Positive action is being taken to encourage more women into trades
apprenticeships and construction, including targeted recruitment drives as well
as more specific promotion of our apprenticeship programme for girls at our local
colleges and schools.
We have our own team of Community Employment Advisors working on or near
our estates.
Our Cash Wise programme continues to support tenants throughout this difficult
year.
We encourage customers with protected characteristics to have a say in shaping
our services. Whilst face to face events have largely not been possible this year,
our Tenant Involvment Officers (TIOs) have continued to work hard to consult
with our communities.
We hold annual Love Where You Live Awards aimed at celebrating the work
of community groups who have made a difference in their area. It also
acknowledges individuals who have gone the extra mile to help other tenants
and residents.
The Resident Involvement Plan places emphasis on our commitment to the
inclusion of ‘need to hear’ groups in consultation activities.
TIG actively seeks participation from people with protected characteristics across
the district to ensure our services are truly inclusive.

General duties

How are we meeting these?

Removing or minimising
disadvantages suffered
by people due to their
protected characteristics.

•
•

•
•
•
•
•
•
•
•

•
•
•
•

A Diversity and Inclusion Awareness Programme is delivered which is tailored to
meet the needs of our employees and customers.
We are a recognised ‘disability confident employer’. This demonstrates
that we are continuing to ensure that disabled people and those with long
term health conditions can reach their potential at WDH. It also shows our
continued commitment to actively attracting and recruiting disabled people into
the business and that we provide a fully inclusive and accessible recruitment
process for people with a disability and ensure anyone who meets the minimum
criteria gets an interview.
Our Mental Health Navigators have supported tenants with mental health issues,
helping to ensure tenancies are sustained.
We provided Care Link packages for both tenants and other people in need.
Unemployed tenants were recruited onto the Training for Employment
Programme.
Inclusive consultation and involvement methods are employed.
Equality analysis is carried out on all policies, procedures and services.
We ensure that the website is WC3 compliant to meet the needs of customers
with visual impairments.
Reasonable adjustments are made for employees with disabilities and health
conditions.
The use of positive action initiatives is considered to ensure we have a
representative workforce. Currently we are taking positive action to get ‘Girls
into Construction’. In addition, we are consulting on possible positive action to
increase the number of female senior managers, based on the Gender Pay Gap
Report.
Exit interviews are undertaken to investigate reasons for employees leaving us.
We have trained our employees and tenants to become Dementia Friends and
raise awareness of dementia in the local community.
We have trained over 50 Mental Health First Aiders, known as ‘Wellbeing
Champions’ whose role is to provide independent advice, support and
signposting for employees and tenants with mental health issues.
Periodic tenancy visits are carried out with deaf tenants by an employee who is
also a British Sign Language interpreter to ensure that they can raise any issues
and challenge any problems with access to services.
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Specific duties
Duties

How are we meeting these?

Publish sufficient
•
information to demonstrate
compliance with the
•
general equality duty
across our functions
•
annually.
•
•

Details of the engagement
that we undertook, in
developing our objectives,
with people who we
consider to have an
interest in furthering
the aims of the general
equality duty.
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This report will be published on our internet and intranet sites on an annual
basis.
In addition to the diversity and inclusion section on our website, there is also a
section on the accessibility of services, documents and our website.
Our website contains a wealth of information on the variety of ways that
customers can get involved with us to suit their own preferences.
Our Diversity and Inclusion Action Plan is a living document and our specific
objectives are detailed in the plan which is published on our website and intranet
site.
We update progress against our Diversity and Inclusion Action Plan on a
quarterly basis. The TIG will monitor and challenge progress against the plan as
well as identifying new actions to be included in the plan.

•

Customer profiling data is used to analyse the impact of changes to services,
policies or procedures.

•

The TIG meets quarterly and is responsible for agreeing diversity objectives
and for monitoring progress on these objectives which will subsequently be
published.

•

The Resident Involvement team runs a range of activities and events throughout
the year aimed at ensuring we consult with tenants and residents on the issues
that matter to them and their feedback supports evidence based decision making
throughout the business.

•

The Resident Involvement Monitoring Group scrutinises the work of the Resident
Involvement team and challenges to ensure engagement is inclusive.

Customer inclusion statistics
•

•
•

•

•

964 installations of Care Link telecare equipment
took place in customers’ homes. Up to June,
installations were only carried out in emergency
cases however from June onwards, our teams
have ensured safe working practises to resume full
service.
We received a total of 875 cases requesting
wellbeing support.
445 cases were actioned by our Wellbeing
Caseworkers, 260 by our Mental Health Navigators.
During the pandemic, the team were still able to
deliver support by phone and video calls using
Microsoft Teams ensuring those who needed
support the most could still access and receive the
support service they required.
The Cash Wise service is predominantly known for
its face to face visits. When the country plunged
into the first lockdown, the Team adapted so
well to not just juggling working from home with
the distractions and worries of home-schooling,
health concerns and managing the ever changing
restrictions, they then still provided reassurances,
guidance and support to our customers and
achieved the outcomes listed below, an
achievement that is truly remarkable.
Some headline statistics for Cash Wise for
2020 / 2021:
• Cash Wise supported 11,021 cases, a 92%
increase on the previous year.
• The team obtained a total of £3.02 million worth
of customer outcomes through successful
benefits, grants, utility savings and reduction in
debts.
• 35,057 instances of phone support totalling
6,326 hours of support.
• We accessed £28,802 worth of emergency
food parcels to support households.

Diversity in action - customer stories
Working in partnership with local agencies and charities

Mr B was referred to ourWellbeing team in March. The main reason for the referral was for Mr B to develop his skills
so he could self-manage anxiety symptoms and low mood.
The Wellbeing intervention put in place was focused on helping Mr B develop a range of coping strategies. Current
mechanisms were reviewed and new coping strategies were identified and introduced. Mr B was also provided with
the Samaritans helpline.
The Wellbeing team completed a Healthy Living Assessment (HLA) which is a tool to help inform the team of
any associated risk and areas in which to focus support. The HLA also highlighted additional issues that needed
addressing. Mr B had been a victim of fraud and he did not want to report this to the police as he feared the
repercussions. Therefore, a referral was made to Victim Support to help Mr B with this issue.
Furthermore, the HLA also highlighted that Mr B was keen to change career and gain his CSCS card. A referral was
therefore made into WDH’s Community Employment Advisors for support with this. During a Wellbeing session,
Mr B mentioned that he would like to purchase a house with shared ownership. He was unaware of WDH’s shared
ownership scheme. He was then provided with information about it.
As a result of the Wellbeing support and interventions from our team, Mr B:
•
•
•
•

now has a range of coping strategies in place which help him self-manage his low mood;
regularly phones the Samaritans when he needs to talk;
is currently working with Victim Support who are ensuring that he takes all the necessary steps to deal with his
fraud incident;
has been provided by WDH’s Community Employment Advisors with the guidance and support he needs to
focus and move into his new chosen career. They also supported Mr B in applying for a grant to obtain his
CSCS card; and is now looking into WDH’s shared ownership scheme, with the view of registering and securing
a property.
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Wellbeing of our most vulnerable customers - Jack’s story
We received a referral from Davi Garahan, Tenancy Management Officer, as he was working with the family who
needed support after their mum passed away suddenly in December 2020 leaving behind her three children aged
20,17 and 12 years of age. The eldest boy ‘Jack’ wanted to succeed his mum’s tenancy and Davi and their social
worker worked hard to support this.
The only family support they have is their grandad who is currently undergoing treatment for terminal cancer and his
grandma who is in a home with dementia now.
Jack was overwhelmed with everything having just lost his mum and he really needed intensive support to get his
finances in order and recognise his possible new tenancy responsibilities. He needed time and support to adjust to
the challenge of managing the house and being sole carer for his brother and sister.
Jack needed help with getting the correct benefits in payment, setting up bills, help with budgeting and
understanding the responsibilities he now has with running a home for his siblings.
The house was in need of decorating and updating, Jack was sleeping on the floor on a mattress in his brother’s
room and his sister had been sharing a bedroom with her mum so everything needed to be modernised.
We worked closely with Davi and the family social worker who was successful in obtaining support from Local
Welfare Provision and was awarded a washing machine and three new beds for the home.
The team supported Jack with an application for Child Benefit which was awarded with ongoing payments and a
backdate to 14 December 2020 totalling £2,065.00.
We applied for Universal Credit for Jack and were successful with an award of £7,820 a year and we spent time
methodically going through his budget to make sure he was aware of his income and what he needed to pay out for
his priority bills. We set up direct debits for his gas, electric and TV licence which was previously in his mum’s name.
Support was then provided to him to get his mum’s bank account closed and then transferred to him, furthermore
we applied to Glasspool and received £350 which was paid onto his rent account, so he could use his allocated rent
money to buy a carpet and £100 clothing allowance for his sister and brother.
We applied to the BBC Family Fund and were awarded a dining table and four chairs and also contacted Council
Tax to notify them of the household change in circumstances and received a refund of the credit on his mum’s
account of £76 and then submitted an online application for Council Tax Support for his ongoing bill.
As a result, Jack has now succeeded the tenancy and feels a lot more confident in managing his money. He is
budgeting well with direct debits set up for his bills. He feels more secure in taking on the responsibility of caring for
his brother and sister knowing he can support the family financially. He has decorated the property and he is keen to
make further improvements for a fresh start for his family.
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Mr M’s story
When Mr M was assessed for Independent Living he
was suffering from anxiety and loneliness, in addition
to physical health problems. Mr M had recently had
one leg amputated and become a wheelchair user.
His accommodation was unsuitable for his needs as
it was on the second floor with no lift and had a bath,
he was isolated with no support in place and no family
living close by to help. He also felt very vulnerable as
he believed his home was not secure and he would be
unable to defend himself if for example, there was a
break in.
When he moved into an independent living scheme
(ILS) property Mr M had very little furniture or personal
belongings and was struggling with some day-today tasks such as accessing and taking medication
correctly and he was becoming confused by his different
medications. The Community Support Worker (CSW)
supported Mr M with referrals to Cash Wise and local
charities and he was successful in obtaining items
he required to establish his home and in ensuring his
income was maximised. She also supported him to
apply for his medication to be delivered to his home
in blister packs to ensure he always had the correct
medication he needed and could remain safe and well.
The CSW noticed that Mr M had some cigarette burns to
his flooring.
After discussion he agreed she could make a Fire
Safety referral to West Yorkshire Fire Service safe and
Wellbeing team who provided Mr M with some support
and guidance on fire safety in his home. Mr M was
referred to the Wellbeing team and receives support
from a Wellbeing caseworker in addition to the regular
support from then CSW. Mr M’s health and wellbeing
have significantly improved since moving into the
scheme, he is able to live independently, is no longer
isolated and understands he can access support when
he needs it.
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Success during COVID-19
(tenant wishes to remain anonymous)
The tenant previously accessed support from Sarah
Aucott, Community Employment Advisor in January
2019, where he quickly secured employment with a local
company. However, the tenant re-engaged with Sarah
towards the end of July 2020 as unfortunately his role
was being made redundant because of COVID-19. He
was concerned as he really enjoyed his job and because
he was nearing retirement felt that his employment
prospects would be limited as a result. However, Sarah
discussed with him all of the strengths this meant that
he had to offer to an employer, including his wealth of
experience, strong work ethic, punctuality, reliability,
loyalty and determination (to name but a few!)
The tenant said that he struggled with some aspects
of IT, so Sarah agreed to update his CV and assist him
with setting up an Indeed account and uploading his CV
to this site. From this point, he started to actively apply
for positions online and was soon successful in gaining
interviews. In mid-August, he contacted Sarah to say
he had applied for a job in an area that he has always
had a real interest in and that he was really pleased to
have been offered an interview. He really impressed the
employer and was quickly offered the position, starting
work the following day!
The tenant was out of work for a total of 25 days before
gaining his ideal opportunity. Despite all of the difficult
and uncertain circumstances he found himself in, he
was very determined to return to employment and his
dedicated approach and positive mindset, combined
with his valuable skills and experience as an older
worker, have really proved to be the keys to his welldeserved success!
“I felt really deflated at the start, but the day I got my
new job I was ecstatic! Thank you so much for all your
help and support.”

Mrs Turner’s story
Mrs Turner had lived in her three-bedroom property
since 1980 and had raised her family there. When her
children grew and moved out Mrs Turner was subject to
bedroom tax and her family home became a financial
burden she struggled with. Her debt officer worked
closely with Mrs Turner applying for Discretionary
Housing Payments to cover the bedroom tax charge
and to support her to pay her rent but as she worked in
an industry furloughed due to COVID-19 she quickly fell
into financial difficulty and rent arrears.
During the conversation with her debt officer she
discussed the future and it was decided the best option
for Mrs Turner was a move to a smaller property as
the Discretionary Housing Payment was due to end
and moving would allow her the financial freedom she
craved. As Mrs Turner had rent arrears this would
prevent her from moving to another WDH property so
her debt officer worked with Mrs Turner to enable her
to keep to her formal rent repayment agreement so
her debt officer could apply for a WDH Hardship Grant.
Without the grant her rent arrears would have taken
almost four years to clear should she have stuck to her
arrear’s repayment plan without any missed payments.
The WDH Hardship Grant was awarded to Mrs Turner
which cleared the outstanding balance on her rent
account and within a few weeks of the award she
viewed and accepted a one-bedroom bungalow.

Mrs Turner said: “In 2019 I was working and I was in
arrears with my rent, I was in a three bedroom house
and because I lived on my own I had to pay for two of
the bedrooms (bedroom tax) and I was struggling. I was
in touch with Chris Stevenson and Cash Wise for help.
I got told I could put in for a hardship fund. All this was
making me poorly and depressed.
“In 2020 the lock down came, I worked in a pub when
they were able to open a bit, I got finished, that made
me feel even worse, I was depressed with worry, so I
made my mind up to downsize after 40 years of being
in my house. When I got help with the hardship fund it
was a great help, I could go on Homesearch to bid for a
smaller place.
“In 2021 I got a viewing for a bungalow (at the time I
thought there is a light at the end of the tunnel). I moved
in and I am so happy with my new place (it’s better than
winning the lottery).
“I would like to say a massive thank for all who helped
me specially Chris Stevenson, and who ever passed me
for the hardship fund, I’m not depressed anymore and
as happy as pig in muck. I’m very grateful for all the
help through the bad time I was having.”

Mrs Turner is now living in her bungalow and able
to afford the rent on her income. She now also has
the excess income which gives her the freedom and
flexibility to enjoy her life and has hopes of retiring in the
next few years.
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Resident involvement adaptive services
Our Tenant Engagement roadshow was severely
restricted by the COVID-19 pandemic in 2020 / 2021,
limiting opportunities for face-to-face engagement.
With an intention to theme our work around ‘tackling
loneliness and isolation’, we focused our efforts
on WDH’s 1300, plus ILS tenants, producing a
comprehensive resource pack with information
and activities which was hand delivered to every
Independent Living Scheme property in the run up to
Christmas, with the support of volunteers from Age
UK and the Independent Living team. The information
enabled tenants to become more involved with WDH.
Additionally, the Tenant Involvement team are
developing a process for the recruitment of a virtual
Customer Panel. Throughout the pandemic we have
increased the number of tenants who have become
involved. We expect this to pass 300 by summer. A
customer preference survey helps us determine areas
of particular interest, so we can tailor our approach
to asking tenants to involve themselves in available
activities. We have benefitted from feedback on
several policy reviews and the creation of the Customer
Experience Plan. We have also made tenants aware
of opportunities for them to participate in the work of
other organisations including the Housing Ombudsman
Service and Place Shapers.
We plan to offer residents a digital platform to enhance
opportunities to influence WDH’s decision-making more
easily in areas which impact tenants’ lives. An approach
that ‘blends’ traditional and digital methods will help us
accomplish quality engagement with a demographically
representative group of participants. Research has
been undertaken into some of the software commonly in
use in the social housing sector.
Our Communities Together Agreement has served us
well in supporting tenants and residents’ groups across
the district, to achieve great things in their communities.
To ensure that we are prepared for the challenges of
strengthening Communities Together, post-COVID-19,
we are reviewing the Agreement. We believe it will be
more accessible and inclusive than ever and ensure
that the many benefits of being recognised by WDH
are enjoyed more widely, with positive impacts on the
communities themselves.
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Diversity in action in our workplaces
Women into leadership
As a direct result of the Gender Pay Gap Action Plan,
in Spring 2020 we ran workshops for aspiring female
leaders, news of which was included in the last Annual
Report. After the workshops had finished, we asked the
attendees whether they would be interested in joining an
ongoing programme of coaching and development from
Gemma Stow, who ran the workshops. The response
was overwhelmingly positive, with a large proportion of
women who attended the workshops wishing to join the
ongoing programme. All women who asked to join were
supported in a place on the programme and over the
year, we have run three cohorts.
The three month group coaching programme gave WDH
female leaders:
•
•
•

•
•
•

•

A space to learn more about themselves and feel
valued so that they have the confidence to apply
and be successful in senior positions.
Understanding of what stops them from applying for
higher grade opportunities so that they can move
past any personal obstacles to career progression.
A greater awareness of the potential pitfalls when it
comes to self-promotion so that this doesn’t prevent
them from applying for more senior positions increasing their visibility in meetings by speaking up
and bringing different perspectives and ideas to the
table.
More confidence when it comes to networking and
promoting the company and its values.
Increased self-confidence and visibility within
the organisation so that they can take up the
opportunities presented by WDH.
Ownership of their professional image and career
progression so that WDH can trust their employees
to be proactive when it comes to women’s
representation in senior roles.
Opportunity to be positive role models for the rest
of the organisation so that WDH proudly shows
that they’re reducing the gender pay gap and is

becoming a leader within social housing for the
internal promotion and championing of female
employees.
To date, evaluation of the programme shows that it has
achieved:
•

•
•
•

•

Increased their own confidence levels in their
capabilities and expertise so that they can speak up
in meetings, share their ideas and apply for the next
level promotion.
Increased confidence in raising their profile and
being more visible so that they are recognised and
rewarded for their commitment to their organisation.
Increased the opportunities they create for
themselves so that they are ready and have the
edge to secure the promotion or position they want.
Re-evaluated their own individual strategies for selfpromotion and visibility so that they are promoting
themselves with purpose and objectives that link
directly to their career development and those of the
company.
100% of participants feel more confident in their own
abilities so that they can own their expertise at work
and be more visible.

The quotes below are from two women who have
participated in the programme:
“I have definitely become more confident. I’m not sure
what has happened exactly but it’s like someone has
turned on a switch and suddenly it feels not only ok
but comfortable to put myself ‘out there’. I feel lucky
they have given me the opportunity to take part in this
course. I also know that if the opportunity arises, I will
be ready to grab it with both hands.”
“The course gave me the confidence to apply for a role
that I wouldn’t have before. I have been successful in
gaining the role, which has boosted my confidence even
more!”
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2020 Gender pay gap
Our mean gender pay gap is 13.3%. This means
there is a 13.3% difference between the average pay
of males and females. One reason for this gap is the
performance related pay (PRP) scheme adopted by
our predominantly male trade operatives who have the
ability to earn bonus payments in addition to an annual
non-consolidated bonus. The UK trade professions
have been male dominated for some time so underrepresentation of females in this employee group (only
0.4% are female) has contributed to the pay gap. If we
exclude the PRP from the calculations, the mean pay
gap reduces to 10% and the median pay gap reduces
to 8.8% for our organisation. We continue to have a
greater proportion of females in grades 1 to 7 (70%) of
our pay and grading structure and a greater proportion
of males in grades 8 and above (65%).
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As there are more males in higher paid roles this results
in the average male hourly rate being greater than the
average female hourly rate which contributes to our
pay gap.
Over the last 12 months, we have run targeted
development sessions for women through our female
leadership coaching programme. These have been
delivered with the aim of increasing skills, confidence
and visibility of talented women at WDH to encourage
the development of careers including taking up senior
roles. The programme has been positively received
and 100% of participants said they felt more confident
in their own abilities so that they can own their expertise
at work and be more visible. From those who have
participated we are already seeing positive results

including a quantitative increase in confidence and
a promotion. Many employees have been working
from home during the COVID-19 pandemic. This has
demonstrated the benefits of flexibility and a more agile
workforce as evidenced by our Home Working survey,
carried out in July 2020, where nearly 90% of employees
felt agile working was beneficial. Following this, we
gathered information on employee work preferences,
based on when the restrictions of the pandemic are
eased to ensure agile working is introduced across
WDH. There is clear evidence that demonstrates that
agile and flexible working patterns have a proportionally
higher positive impact on females than males due to a
higher proportion of females with caring responsibilities,
so the introduction of a more flexible approach to
working is likely to help support women to develop their
careers further at WDH. To support our recruitment
ambition to attract a more diverse range of people to
our organisation, we have delivered training to help
a significant number of employees create diverse
interview panels. We are committed to running more
employee engagement events over the next 12 months
to get valuable insight from our employees to support
our aims to remove barriers both for progression and
creating a more inclusive working environment.

We know that we do not have enough female
apprentices and are working hard to attract more women
into this area through targeted promotion campaigns,
taster sessions for females and career events. We used
national apprenticeship week to highlight our work and
have started a blog to promote that our apprentices
have female led support. Our targeted social media
recruitment campaign highlights the women that work
within a craft role at WDH.
We are being transparent with our apprentice salary
information with the aim that this will support women to
financially feel able to join WDH as an apprentice. In
previous years, our apprenticeship recruitment team
attended many events across the district, whilst this
year we have been unable to do the same we will be
continuing to do this as soon we are able.

BAME focus groups

In Summer 2020, the news was released that the impact of COVID-19 on Black, Asian and Minority Ethnic
employees (BAME) communities and the fact that outcomes for many BAME people who caught COVID-19
was disproportionately worse than for other groups. Subsequently, we held a series of focus groups for BAME
employees discuss their experiences of the pandemic, both as employees but outside work too. The focus groups
were well attended, with 19 employees attending in total. During the groups, the subjects discussed varied from
COVID-19, to people’s experiences of working for WDH, to the Black Lives Matter movement.
Employees had the opportunity to tell their stories and how recent events had impacted on them. Some employees
had nothing but the highest praise for how WDH had treated them individually. One person said: “WDH have
been brilliant. I’m protected” and attributed this to the actions of his line manager in very difficult circumstances.
Experiences ranged from being offered a one to one with their manager on return from furlough and some people
quoted great levels of flexibility offered to them by their manager at this difficult time.
Following feedback gained from the groups, recommendations were put to our internal Corporate Management
Board (CMB) on a series of actions that the attendees felt would make a real difference to their working lives. The
first was that BAME employees should have the opportunity to feed into the decision making processes in place
in WDH. Subsequently, three seats were set aside on the newly formed Employee Voice specifically for BAME
employees to be able to participate in decisions made at this level. Additionally, many attendees felt that more
representation on interview panels would ensure that prospective employees could see diversity at work in WDH.
Interview panel training has therefore been offered to all BAME employees who attended the focus groups. Lastly,
employees were keen to see more diversity in the messages that are delivered across WDH, especially on The Hub
and during events, an action we have made progress on by celebrating festivals such as Eid al-Fitr and by providing
online sessions during employee events on topics such as henna tattoos, Indian cooking and a general knowledge
quiz about Africa. These themes will be added to and built upon as we hopefully return to more face-to-face events
during 2021.
•

BAME employees need to have the opportunity to feed into the decision making processes in place in WDH.
Subsequently, three seats were set aside on the newly formed Employee Voice specifically for BAME employees
to be able to participate in decisions made at this level.

•

Feedback was that more representation on interview panels would ensure that prospective employees could see
diversity at work in WDH. Interview panel training has now been offered to all BAME employees who attended
the focus groups.

•

Employees were keen to see more diversity in the messages that are delivered across WDH, especially on
the intranet and during events. We have made progress on by celebrating festivals such as Eid al-Fitr and by
providing a more diverse range of online sessions during employee events. We will build on this as we hopefully
return to more face-to-face events during 2021.
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Information and analysis
Our workforce

This section sets out known data on the protected characteristics of our workforce in relation to recruitment,
grievances, disciplinaries and learning and development opportunities and outlines any action to be taken as a result
of data analysis.
The data on workforce percentages by protected characteristics is as at 31 March 2020 at which time the total
number of people we employed was 1,321.
The data on recruitment, learning and development opportunities, grievances and disciplinaries by protected
characteristic relates to the 12 month period from 1 April 2019 to 31 March 2020.

Diversity and Inclusion Data (April 2020)
Gender
Gender of Workforce as at 31 March 2021
The statistics you see below continue to reflect the fact that a large proportion of our technical workforce is male and
the majority of administrative roles, which are generally lower paid, continues to be filled by females. As reflected
in the case studies above, a large amount of work is taking place to ensure opportunities are accessible to all
regardless of gender.

Head Count
2020, 610

Head Count
2020, 711

Head Count
2021, 707

Head Count
2021, 609

Female

Male
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Part time by gender as at 31 March 2020
We continue to find that it is still mostly females who request part time working arrangements to fulfil caring duties,
a circumstance which has been spotlighted during the pandemic as home schooling and protecting elderly or
vulnerable relatives has been an essential part of a lot of our employee’s lives. Flexibility has, and continues to
be, offered to all employees who hold such responsibilities regardless of them being full or part time, however we
recognise that it continues to be women who shoulder most of the burden of these responsibilities.

659

660

Full time 2019 / 2020
328

334

Full time 2020 / 2021
282

275

Part time 2019 / 2020
Part time 2020 / 2021

52

Female

47

Male

Leavers by gender (1 April 2020 to 31 March 2021)
Whilst our employee turnover remains very stable and, in any organisation, a certain amount of turnover is desirable,
we are embarking on a review of our Reward Strategy to ensure we remain competitive and an employer of choice.

2019 / 2020, 150

2019 / 2020, 58

2020 / 2021, 56
2020 / 2021, 41

Female
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Male

Ethnicity
Ethnicity of workforce as at 31 March 2021
Following the Black Lives Matter protests in the summer of 2020, we worked quickly to offer the opportunity to our
BAME employees to have a say about how they are represented at work. The case study above focusses on our
findings and subsequent actions we have taken.

2019 / 2020,
2020 / 2021,
1,206
1,165

2019 / 2020,
2020 / 2021,
78
59

WB / WI / WO

Blank

2020 / 2021,
56

Does not wish to
disclose

2019 / 2020, 2020 / 2021,
37
36

BAME

Diversity and Inclusion Annual Report 2020 / 2021 | 23

Disability
Disability status of the workforce as at 31 March 2021
The proportion of employees with a self- declared disability still does not reflect the proportion of people with
disabilities in the Wakefield district. We are a Disability Confident employer and we promise to interview all
applicants with a disability for roles where they meet the essential job criteria. Unconscious bias training is
compulsory for all recruiting managers.
2019 / 2020,
1,278

2020 / 2021,
1,277

2019 / 2020,
43

No

2020 / 2021,
39
Yes

Disability breakdown
2019 / 2020,
28
2020 / 2021,
24

2019 / 2020,
15

2020 / 2021,
15

2019 / 2020,
5
2020 / 2021,
0

Full time
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Part time

Leavers

Age
Workforce by age group as at 31 March 2021
Our age profile is disproportionately low in the under 21 and under 30 categories. A combination of filling vacancies
with apprentices, where appropriate and our annual intake of construction apprentices is aimed at increasing our
proportion of young workers.

370
330

337
299

207

376

284

202

78
37

88

29

Under 21

21 - 30

31 - 40

41 - 50

2019 / 2020

2020 / 2021

51 - 60

61 +

Age profile of leavers
52
44

43

41

24

21

20
13

<10

27

15

<10

Under 21

21 - 30

31 - 40
2019 / 2020

41 - 50

51 - 60

61 +

2020 / 2021
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Profile of our tenants

We recognise that the profile of the 37,305 tenants who live in our tenancies is diverse and we aim to tailor the
service we provide to accommodate the requirements of our customers. Examples of this are providing written
documents in alternative languages, font sizes or in braille and offering a multi channel approach to offer tenants
choice in how they communicate with us.
We encourage the development of tenants’ and residents’ associations (TARAs) who work to improve their area.
They campaign for better services, improvements to the environment and tenants’ homes and organise activities that
bring people closer together.
Our Tenant Involvement officers and Community Development officer work with community groups and engage
with our tenants and residents offering the support they need in line with the Resident Involvement Plan and the
Communities Together Agreement.
Our Community Employment Advisors work closely with the Job Centre to help our tenants create a CV and find
employment, with work clubs held across the district.
We currently have 37,733 tenants living in 29,991 tenancies with the following characteristics.

Tenant profile - gender breakdown

14,728
Male

22,582
Female
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69

9

20

639

Jewish

Mormon

Muslim

669

4

Prefers Not To Say

Rastafarian

5

4

127

Sikh

Spiritualist

761

Scientology

Bisexual

Gay Male

Refused to Answer
Question

Prefer not to say

Other

n/a

Lesbian
164
603

Refused to Answer
Question

50

Pagan

No Faith

172

Heterosexual

234

n/a

12

Jehovas Witness

79

Hindu

Christian

Buddist

Tenant profile - sexual orientation

23,971

6,926
2,686
1,571

Tenant profile - faith

19,482

11,077

4,303
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Tenant profile - ethnicity
White Other Background
White Irish

2,018
94

White British

30,111

Romany

3

Refused

58

Other

351

n/a

3,594

Mixed White & Black Caribbean

66

Mixed White & Black African

59

Mixed White & Asian

69

Mixed Other

63

Irish Traveller

1

Gypsy

5

Chinese / Other ethnic group

36

Black / Black British Other

29

Black / Black British African
Black / Black British Caribbean

405
31

Asian / Asian British Pakistani

164

Asian / Asian British Other

126

Asian / Asian British Indian

27
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Tenant profile - disabilities
Wheelchair Dependent
Walking Sticks or Frame
Suffers Dementia
Suffers Alzheimer's
Speech Difficulties - Medical
Severely Sight Impaired/Blind
Schizophrenia
Respiratory Problems
Registered Blind
Progressive Disability/Chronic Illness
Profoundly Deaf
Post Traumatic Stress Disorder
Personality Disorder
Partially Sighted
Other Sight Problems
Obsessive Compulsive Disorder
Neck/Back/Spinal Problems
Mobility Problems
Mental Health Problems
Memory Problems
Literacy Difficulties
Lip Reader
Learning Difficulties
HIV/Aids
Heart Problems
Hearing Difficulties
Hearing Aid User
Frail Elderly
Epilepsy
Dyslexia
Diabetes
Depression
Chronic Obstructive Pulmonary Disease
Bipolar Disorder
Autism/Asperger's
Attention Deficit Hyperactive Disorder
Arthritis
Anxiety Disorder

451
21
11
22
10
18
47

5,021

332
2,408

84
11
4

774

23
12
134
140

3,609

37
55
4
4

696
424

28
41
156
340
137
50
10
16
4
107

1,407

794

860
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Tenant profile - communication needs

Uses a PC program to read correspondence

3

Send Emails in Capital Letters

1
14

Send Correspondence on Yellow Paper
Send Correspondence on Pink Paper

4

Send Correspondence on Light Blue Paper

4

Send Correspondence on Green Paper

3

Send Correspondence in Times New Roman

1

Send Correspondence in Purple Text

1
24

Requires Correspondence via Audio CD
Requires Correspondence in 26 Point

3
183

Requires Correspondence in 20 Point

178

Requires Correspondence in 18 Point

263

Requires Correspondence in 16 Point

253

Requires Correspondence in 14 Point
Requires Braille
Email letters in plain text Word only
Correspondence in another Language
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1
7
2

Profile of Homesearch applicants
Homesearch applicants - gender

14,573
Male

20,550
Female

Homesearch applicants - sexual orientation
24,912

1,166

Refused to Answer
Question

2,444

Prefer not to say

Other

n/a

Gay Male

631

323

Lesbian

329

Heterosexual

455

Bisexual

4,863
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Homesearch applicants - faith
15,631

9

134

Spiritualist

8

Sikh

558

Scientology

3

Refused to Answer
Question

Mormon

1,151

Rastafarian

Jewish

85

Prefers Not To Say

Jehovas Witness

1,036 1,444

Pagan

21

No Faith

10

n/a

99

Muslim

17

Hindu

Christian

Buddist

62

14,855

Homesearch applicants - ethnicity
White Other Background
White Irish

2,646
119

White British

28,768

Romany

7

Refused

82

Other

470

n/a

1,160

Mixed White & Black Caribbean

174

Mixed White & Black African

111

Mixed White & Asian

123

Mixed Other

93

Irish Traveller

4

Gypsy

8

Chinese / Other ethnic group

29

Black / Black British Other

43

Black / Black British African
Black / Black British Caribbean
Asian / Asian British Pakistani

635
88
373

Asian / Asian British Other

116

Asian / Asian British Indian

64

Asian / Asian British Bangladeshi

10
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Homesearch applicants - disabilities
Wheelchair Dependent

105
4,690

Walking Sticks or Frame
Suffers Dementia

10

Suffers Alzheimer's

4

Speech Difficulties - Medical

3

Respiratory Problems

59

Registered Blind

14
3,002

Progressive Disability/Chronic Illness
Profoundly Deaf

21
709

Partially Sighted
Neck/Back/Spinal Problems

30
140

Mobility Problems

5,770

Mental Health Problems
Memory Problems

11
854

Learning Difficulties
Heart Problems

69
1,123

Hearing Difficulties
Frail Elderly
Epilepsy

8
35
1,344

Dyslexia
Diabetes

62

Depression

42

Chronic Obstructive Pulmonary Disease
Cerebral Palsy

18
1

Bipolar Disorder

3

Autism/Asperger's

2

Attention Deficit Hyperactive Disorder

4

Arthritis

143
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Our achievements 2020 / 2021
In this year like no other, we have gone above and beyond to extend our services and support to the communities
we serve. Our work in the community has had to evolve to meet the changing COVID-19 restrictions however where
we are needed, we always find a way. This has included our Impact team collecting Christmas trees for recycling
to raise money for hospices in Wakefield and Pontefract, our Cash Wise team donating food parcels to The Link in
Castleford and our very own employees masquerading as Santa and Elf to ensure employees’ children could still
pass on their Christmas lists.
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Future activities
for 2021 / 2022
•

•
•
•
•
•
•

•
•

To take action based on the latest Gender Pay Gap
Report and recommendations from our WorkSmart
project group. These actions include:
• to continue to listen to our employees regarding
the flexibility they need to do their job in the most
efficient and effective manner;
• to continue our commitment to the bespoke
female coaching programme for aspiring female
senior leaders;
• to continue to deliver our Business Leader’s
Resilience Programme that equips leaders with
the tools they need to lead a flexible, efficient
team, with both the employee’s wellbeing and
our customer’s needs at the heart of how we
deliver our service.
Quarterly meetings of TIG for challenge and scrutiny
of our services.
To train more Dementia Champions and offer
additional dementia awareness training sessions.
Continue to develop our offer of mental health
and wellbeing initiatives to support employees
throughout the COVID-19 pandemic .
‘Women into Construction’ advertising will continue
to ensure equality of opportunity to all who are
interested in our vacancies.
Equality analysis training to ensure that our
services, policies and procedures are non
discriminatory and promote opportunity.
To further explore our partnership with Business in
the Community and their Race at Work initiative to
ensure our workplace, services and opportunities
are accessible to BAME groups.
Diversity and Inclusion e-learning will be refreshed
and will be compulsory for all employees.
For further information on our actions for 2021 to
2022 and beyond please see our Diversity and
Inclusion Action Plan 2021 to 2025 here.

Vision
to create confident communities
Mission
to inspire, transform and promote excellence
Values
to be creative, inclusive and work with integrity

WDH, Merefield House, Whistler Drive,
Castleford, WF10 5HX
wdh.co.uk
This document is also available in
other formats on request.
0345 8 507 507 - Text Relay calls welcome.
calls to OneCALL may be recorded for training purposes.
onecall@wdh.co.uk
This document is also available
electronically at www.wdh.co.uk
www.facebook.com/wdhupdate
@WDHupdate
wakefield-&-district-housing

The information in this publication was correct at the time of publishing and every attempt was made
to ensure its accuracy.
However, it may contain certain statements, expectations, statistics, projections and other information
that are or may be forward-looking. By their nature, forward-looking statements involve risk and
uncertainty because they relate to events and depend on circumstances that may occur in the future.
They reflect WDH’s current view and no assurance can be given that they will prove to be correct.
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