RHP Group

Single Equality
Scheme 2018-21

Chief Executive’s message
At RHP Group, equality and diversity is about more than just meeting our statutory legal obligations and ticking
the box. We know that every individual has the right to reach their full potential and be the very best that they can
be and we want everyone to have equal access to opportunities whether employees or our customers.
Demonstrating our commitment to making equality and diversity real and meaningful for both employees and
customers has been central to our way of working and forms the basis of our Single Equality Scheme (“SES”) which
was first produced in 2009. We’ve come a long way over the last 8 years through the delivery of our annual action
plans. Our current SES places equality and diversity at the heart of everything we do and as a result focusses on
our strategic objectives, specifically:
›› Modernising the landlord service whilst providing easy access to all our services for all our customers;
›› Building more homes that will help develop and support sustainable, inclusive and diverse communities;
›› Being an excellent employer and continuing to build our internal capability to improve performance on
equality and diversity;
›› Maintaining our financial strength and ensure that we support those who are affected by the impact of
welfare reform.
As we move further into a digital world, ensuring our customers can continue to access our services digitally any
time, any place and on any device is crucial to us. It’s also really important that those customers who can’t access
our services in this way don’t receive a worse service.
Our policies and working practices support a robust service culture where we listen to and support those who
need help. We’ll continue to listen and learn through effective engagement with our customers, through a mix of
traditional and digital involvement so that they remain at the heart of what we do.
We value all of our customers and employees and the insight, experience and expertise they can offer. As an
organisation, we’re always looking to get better and so we’ll continue to learn through proactive communication
with all our stakeholders.

David Done
Chief Executive
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Introduction
Our equality and diversity values are cornerstones in providing brilliant services and achieving fair employment
practices which encourage workforce diversity and effectively mainstream equalities.
Our Single Equality Scheme (“SES”) outlines our strategy for embedding inclusive equalities and diversity
practices as a fundamental part of our day to day business as well as setting out a framework to support our legal
obligations detailed in the Equality Act 2010. This helps us understand where inequalities exist and build on the
success of our previous activities in effectively maintaining equality and diversity in our everyday working practice.
We recognise that RHP Group is not a static organisation; we are constantly developing new ways to become more
customer focussed and improve the way we deliver our services to current and future customers. Our process
of equality analysis helps us to make sure that we continually deliver services that do not discriminate, whilst
meeting the needs of our diverse customer base and our workforce. The purpose of our SES is to deliver actions
that tackle inequality and all forms of discrimination, whether intentional, unintentional, direct or indirect and
ensure our employment practices develop and maintain a diverse and inclusive workforce.
Our SES, as a living and working document, needs to be flexible and innovative and we aim to ensure it’s effective,
genuine and meaningful. We believe this can only happen through a continual process of involvement and
consultation with our customers, employees and stakeholders to make sure our scheme is dynamic.
The success of our SES is dependent on the ownership of all RHP Group employees, irrespective of their role. This
SES updates our original strategy and focuses on those key aspects of our service and values.

Who we are
RHP Group is a Registered Provider based in the London Borough of Richmond upon Thames, South West London.
RHP was created in 2000 by a major stock transfer from Richmond Borough Council and Co-op Homes, our
subsidiary organisation, joined the group in 2005. RHP Group currently manages a combined total of around
10,000 properties. Although the majority of these are in South West London, Co-op Homes also manage homes
across the south of England.
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Our vision, purpose and goals
Our vision is simple – to be one of the best service providers in the UK and an excellent employer. We want to
support local communities by providing good quality, affordable homes and deliver an excellent landlord service
which meets a range of needs of people who cannot otherwise afford to live locally.
We want our employees, customers and other stakeholders to easily relate to our goals so they can take ownership
of them. Our goals are based on four key objectives:
›› Build loads more homes.
›› Modernise our landlord service.
›› Take care of the money by protecting the financial strength of the organisation and freeing up capacity to
invest in building more homes.
›› Be an inspiring place to work.
Through the pursuit and delivery of these goals we aim to provide a customer and employee experience that
people recommend to their friends and that achieves business growth, enabling us to provide more homes and a
wider range of services to match the needs and aspirations of existing and future customers.

What do we mean by inequality?
Society is diverse, with a wide range of differences among people, families and communities. We may be older
or younger, have a religious belief or no religious belief, be of a different gender, have a different background or
a different sexual orientation. When we talk about inequality we mean that people are treated unfairly and less
favourably because of differences in characteristics, real or perceived.

Why do we need a Scheme?
As we live increasingly busy lives, people are often unaware of how discrimination and inequalities affect other
people living alongside them. Feelings of unhappiness, uncertainty or little prospect of a positive future can be
part of everyday life for some of our customers. This is not a situation anyone would want to find themselves in, or
indeed would want for others, and people may be unsure about what they can do and how it may make a difference.
Our SES aims to make it possible for everyone to feel they can make a difference and to open up debate about
inequality and unfairness. By having a clear strategy in place, we can make sure all of our employees feel confident
and comfortable to tackle all forms of discrimination and make sure our services and functions meet the diverse
needs of our customers. The Scheme also helps us to monitor and review our progress and ensure actions are
undertaken to tackle inequality and unfairness.
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Our Single Equality Scheme | 2018-21
We never want our customers or our employees to be in a position where they experience discrimination or
disadvantage and our SES helps us to achieve this goal by guiding the way we and our partners operate. It also
outlines how we meet the legal requirements of the Equality Act 2010 and the progress we are making in delivering
our strategic priorities.
For us, equality and diversity is about more than just meeting our statutory requirements, it is the cornerstone to
providing brilliant services and achieving impartial employment practices. As such, our approach to equality and
diversity is fully embedded into our ways of working and is part of our ‘business as usual’. The SES is fully aligned to
delivering our business strategy and:
›› Shapes the way we engage and connect with customers;
›› Demonstrates our commitment to making RHP Group ‘easy to do business with’, with equal access to services
for our customers and employees;
›› Supports our aim of being an excellent employer and provide an inspiring place to work;
›› Is embedded in how we provide our services; monitor progress and performance to ensure we understand the
impact of the strategic and operational decisions we make.
Our SES 2018-21 places equality and diversity at the heart of everything we do and as a result focusses on our
strategic objectives, specifically:
›› Modernising the landlord service whilst providing easy access to all our services for all our customers;
›› Building more homes that will help develop and support sustainable, inclusive and diverse communities;
›› Maintaining our financial strength and ensure that we support those who are affected by the impact of
welfare reform.
›› Being an excellent employer and continuing to build our internal capability to improve performance on
equality and diversity;
Each year a detailed action plan is developed based on delivering these strategic priorities. The annual action plan
is reviewed and monitored on a quarterly basis by the Equality and Diversity Committee and formally reported to
the Service Delivery Committee on an annual basis.
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Ownership & responsibilities
The Chief Executive is accountable for ensuring that RHP Group meets its responsibilities under the Equality
Act 2010 and for ensuring that our SES is implemented. The Board Members are responsible for approving and
reviewing the scheme. All Directors, Heads of Service and Managers will use their leadership skills to support and
implement the scheme and promote good equality practice within their services.
All employees, contractors and customers have a responsibility to ensure they do not discriminate directly or
indirectly, intentionally or unintentionally on the grounds of any of the protected characteristics set out within the
Equality Act. Our employees and contractors also have a responsibility to ensure they deliver services that meet
individual and diverse needs of our customers and employees.
We are committed to carrying out systematic reviews (known as ‘Equality Analysis’ or EA) of all policies and
services to determine whether there are any equality implications for our customers and employees. Therefore,
we have developed a robust EA framework which will consider the impact on equality in terms of all protected
characteristics of proposed changes to services, policies or procedures. Each EA is reviewed by an external
consultant to ensure that we have thoroughly considered all potential impacts for our employees and our
customers. Full EAs on our policies and procedures are available on request.

The context: local, national & legal
The local context - Our customers and employees
With the advances in how we use digital technology to deliver our services it is more important than ever that we
understand the barriers for some customers in accessing these services. Front and centre of our digital strategy
has been designing systems that where possible are accessible to all rather than just the majority. In adopting
this approach we have digital champions and a team of support advisors to assist those who are unable to use
our online services so that they can continue to contact us through traditional methods or if they prefer build
confidence in contacting us through digital channels. We know that we have many older customers, those who
would consider themselves to have a mental health illness and or other disabilities who prefer to contact us
through our online services rather than by phone. We will continue to invest in making it easier for all customers to
contact us or resolve their query through our website.
Accessing affordable housing remains a key area of concern for our current and future customers and their
families. We are addressing this issue through building modular homes aimed at an intermediate market rent that
will bring attractive independent living in reach for a wider group of customers who previously we would not have
been able to house. The ability to open more housing to a wider more diverse group of people at an affordable rent
is directly linked back to our business strategy.
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2016 customer profiling survey
In February 2016 we undertook a profiling exercise to update our current customer profile information.
This involved analysing our current customer database; external research; and identifying the general
demographic make-up of RHP customers including their income levels and housing circumstances.
This insight is extremely valuable in helping to shape RHP’s future services to meet the needs of our customers.
More information on the profile of our customers and employees is set out at the end of the SES. The customer
profiling report showed us that:
›› Demand for social housing continues to exceed the supply of affordable homes.
›› RHP is the largest provider of social housing within the London Borough of Richmond upon Thames. If no
new households joined Richmond’s waiting list, it would take approximately 10 years to clear the waiting list
based on current lettings rates. This is lower than the 2012 research because of changes to the waiting list
criteria. (Richmond has changed its’ waiting list criteria to reflect changes brought in by the Localism Act.
This means that customers with a local connection, customers who make a community contribution and
working households are prioritised and the majority of out of borough customers are no longer eligible to join
the waiting list.)
›› Over 600 children in our homes will turn 18 years old in the next 5 years. The majority of these young adults
are likely to either stay at home, increasing the potential of overcrowding, or join the already oversubscribed
waiting list for social rented homes or become homeless.
›› Our analysis of those on the current waiting list suggests a greater need for one and two bedroom homes.
›› No households could afford to buy a home of equal size based on the average market sales in the London
Borough of Richmond upon Thames.
›› There are 60,000 households in the three boroughs we operate in who do not have access to social housing
and who also do not earn enough to afford Market Rents.
›› 48% (3,232) of our customers would be eligible for Right to Buy when it is introduced for all housing
association tenants.
›› There are 41 customers who want to downsize on RHP’s transfer list. 59% of these customers live in three and
four bedroom homes.
›› 290 households were affected by the introduction of the bedroom tax.
›› 7 in 10 new customers in the previous year had an annual income of less than £15K.
›› Half of our customers are receiving some level of housing benefit.
›› 81% of Affordable Rent customers receive Housing Benefit and are unlikely to reach the upper threshold of
£70k annual income by the end of their fixed term tenancy.
›› 1 in 4 customers were in rent arrears with 32% being identified as having higher ability to pay.
›› 4 in 10 households did not have anyone in employment and this is higher than the borough average.
›› The majority of our customers are aged between 35-44 and 23% are over 65
›› 17% of customers are from a BAME group which is in line with the Richmond borough average
›› 41% of our customers have a disability with mental health, mobility issues and long standing illnesses being
the main reasons.
›› A greater number of our customers stated they had a disability 41% v 15%.
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2017 employee profiling survey
Our annual employee profiling survey helps us to understand further the needs of our employees, and the
outcomes of this survey drive practical changes in our employment practices, people strategy and rewards
package to make sure our employees have a healthy and productive work environment.
One of our core objectives as an organisation is to be an excellent employer who is able to maximise the potential
of all our employees. We know from experience that a diverse workforce generates creativity and innovation,
enabling us to improve services to an increasingly diverse customer base. We therefore take a proactive approach
to developing a diverse workforce because we recognise the business benefits that come from working with people
from a wide range of backgrounds.
In 2016-17 we have continued to have a diverse, well-balanced and inclusive workforce made up of people of
different ages, from different ethnic origins and with different religions and beliefs. The headline facts are:
›› We have a broadly equal gender split with slightly more female employees (55%).
›› The average age of RHP’s employees is 43, no significant change from 2015-16 when it was 42. In Co-op Homes
employees’ average age has fallen from 50 in 2014-15 to 45 in 2016-17.
›› 7% of our employees are 24 or under, demonstrating our commitment to support young people into
employment.
›› 19% of the workforce may choose to retire over the next 5 years when they turn 60.
›› 91% of employees are currently members of one of our pension schemes.
›› 17% of our employees and 15% of our managers are from a BME background compared to 17% of our
customers and 14% of the population of London Borough of Richmond upon Thames (LBRuT).
›› Our employees speak 22 languages.
›› 13% of our employees have children aged 16-24 who may be interested in our apprenticeship or graduate
programmes.
›› 6% of our employees are carers which has remained the same since 2015-16.
›› 16% of our employees are also our tenants, a 2% increase from 2015-16.
›› In response to the survey 76% of employees reported that they had internet access at home compared to
77% in 2015-16, however all employees have access to the internet at work, including all Caretakers who were
issued a Smart Phone in the past year with a data allowance that they can utilise.
We’re really proud of our commitment to a diverse workforce and that we’re maintaining a strong thread of
diversity amongst our employees. In the next few years we anticipate shifts in our employee profile that reflect
indications of mega-trends in the UK workforce. These include:
›› Increasing participation of women, although our gender split is already ahead of the national trend.
›› An aging but creative workforce; we may adapt working practices in future to make the most of our people.
›› Technology will change ways of working and to stay ahead of the game, we’ll need to continue to invest in our
employees’ skills and easy-to-use systems.
›› Flexible working is likely to become a greater focus for employees as the proportion of carers and single
parents in employment rises, together with a new generation entering the workforce who have grown up with
expectations of technology any time, any place.

RHP Group Single Equality Scheme 2018 | 8

Keeping our information relevant and up to date
We regularly gather information on our employees and customers so that we can adapt the way we deliver services
to reflect what matters most to them.
Customer profiling data enables us to shape our current and future services and understand how different groups
of customers experience or may be impacted by the service we provide.
We want customers to update their profile data in the easiest and most efficient way, and for the majority this will
be through their online account where we will only need to ask for personal and sensitive information once.
Employee profiling and annual gender pay reviews help us identify any issues about pay differences or bullying
and harassment within the organisation. In addition, the profiling survey enables us to use the data intelligently to
deliver services to our employees.

The national context
Over the last three years the social housing sector has gone through significant change as a result of the
Governments comprehensive spending review and the impact of welfare reform legislation with the introduction
of Universal Credit and the Bedroom Tax. At the same time the approach to the way both public and private sector
deliver services has changed with more services being delivered online, it is therefore more important than ever
that our most vulnerable customers are not disadvantaged through the move to digital services.
The government has conducted a nationwide Race Disparity Audit which has focussed on a range of inequalities in
respect to community, education, labour market participation and income, housing, crime and policing, criminal
justice system, health and public-sector workforce. It is anticipated the government will launch a comprehensive
and detailed plan in April 2018 which will place a range of obligations on a wide range of public bodies to make
significant strides to tackle racial inequality. As ever, we know that we will need to be agile to make sure we are in
the best place to turn future challenges into solutions.
In addition, recent and forthcoming political events will inevitably play a pivotal role in shaping the UK’s and therefore
RHP Group’s equality agenda. For example, the government are requesting that public bodies publish race equality
data in respect to gaps in public service delivery and also data in respect to equal pay. It is envisaged that new
directives will be outlined on these matters and others in the near future along with a range of other audits.
Furthermore, in April 2018, RHP Group will be required to publish its gender pay gap data.
The introduction of the General Data Protection Regulation (GDPR) in 2018 will mean that we will need to have
robust and clear processes in place relating to the collection, storage and use of personal sensitive data.
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The legal context – The Equality Act 2010
As a Registered Provider and a provider of public services, our approach to equalities is to ensure that our
resources are targeted to those most in need, tackling those inequalities that will have the most lasting impact.
Our focus is on what works best for those that are most vulnerable and hard to reach, rather than who delivers the
services to them. Underpinning our approach to equalities is a moral imperative and a legal duty on behalf of our
customers and employees.
The Equality Act 2010 came into force in April 2010 to tackle discrimination and have ‘due regard’ to the need to
eliminate discrimination, harassment and victimisation, advance equality of opportunity between different groups
and foster good relations between different groups.
The Equality Act reminds us that there can be no fair society if some groups and communities remain
disadvantaged because of their legally protected characteristics, which include:
›› Age
›› Disability
›› Gender reassignment
›› Pregnancy and maternity
›› Marriage and civil partnership
›› Race/ethnicity (including Gypsy and Traveller groups)
›› Religion and belief
›› Sex
›› Sexual orientation
The Equality Act requires us to take a pro-active approach to embedding equality into everything we do and
it encourages organisations to understand how different people will be affected by decisions. We also have a
responsibility under the Act to ensure that our suppliers take the same positive approach to equality as we do.
Improving equality involves:
›› Removing or minimising disadvantages suffered by people due to their protected characteristics.
›› Taking steps to meet the needs of people from a protected characteristic group.
›› Encouraging people from protected characteristic groups to participate in public life or in other activities
where their participation is disproportionately low.
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Our journey over the last four years
Success stories 2014-2018- implementing our SES strategy
›› 2014-15
›› In April 2014, our Engagement Champions Group (“ECG”) chose ‘The Dolly Parton Imagination Library’ (“DPIL”)
as our chosen charity. This programme is a book-giving service for young children aged between 0-5 to help
them to be school ready. We offer this opportunity to all new customers as they sign their new tenancies. This
initiative is supported by our assisted reading programme where RHP Group employees can volunteer and
give two hours of their time to read to young children at our monthly reading session across the borough. This
programme also supports families where English is not their first language.
›› In April 2014, we also launched our Digital Champions volunteering scheme (in conjunction with Digital Unite
for Housing) which enabled us to support more of our customers to become digitally active. To support our
older customers to get online we extended our over 55’s computer clubs and we also helped over a third
of our retirement housing customers to activate and use their online accounts. In partnership with EMAG
(Ethnic Minority Advocacy Group) we supported BME customers to take a 6 week course to learn how to use
a computer and access digital services. We also launched pop-up computer clubs to help us reach a more
diverse customer base.
›› We piloted the use of social media (Facebook and Twitter) as an alternative channel to engage with our
customers and the initial response was encouraging. Whilst this was primarily a tool to engage with our
younger customers, we started seeing a much wider appeal from a broad section of customers.

›› We used our customer data intelligently to identify customers affected by the spare room subsidy. After
contacting these customers, we identified those who required additional support e.g. customers with
disabilities, customers where English is a second language and customers who are vulnerable.
›› We used information from focus groups to improve services to BME customers and a good example of this is
the introduction of satellite equipment so customers can receive foreign language TV channels.
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›› We supported three customers to successfully set up their own business after they gained a qualification as a nail
technician. In February 2015 we held a tailored course delivered in partnership with EMAG for some of our BME
customers as we identified that language was a barrier for enrolment in some courses or training programmes.
›› In September 2014 we opened the Building Lives Construction Academy at Hounslow Heath. 24 of our
customers started working towards the Level 1 City & Guilds in Construction qualification.
›› Urban Academy (UA) was expanded to more areas and the number of events was increased. As part of UA
activities, the Youth Forum ran a number of well attended events such as Limitless (a careers event) and
sponsored seven young people to attend Jamie Oliver’s taster sessions in his training academy - which was a
great success.
›› Five young RHP customers achieved a bronze Duke of Edinburgh award which increased their chances of
gaining employment in the future, and we supported a further seven young people to work towards achieving
their award by the end of March 2015.
›› We sponsored 16 young people in the field of sports, art or music.
›› We delivered webinars to increase our customer engagement targeted at our hard to reach groups and for
customers who prefer to get involved from the comfort of their own home at a time that suits them. We saw a
greater and more diverse participation in webinars than through the more traditional area forums.
›› We supported 114 RHP customers into work and training against our target of 100. 50 customers secured
employment and a further 64 achieved job related training.

›› 2015-16
›› Digital Champion sessions continued to increase. By establishing sessions at two of our retirement schemes
(Gresham House and Redknapp House) and holding regular pop-up events at other schemes across the
borough, we have helped a huge number of older customers to get online. We’ve found the sessions at
schemes were well-attended, as holding them in a familiar environment enabled older customers to feel
more comfortable with trying something new. It also enabled customers who are disabled and struggle to
travel from their schemes to attend the sessions.
›› We supported two customers to successfully set up their own business in painting and decorating, and three
customers continued to work with our partner Rocbase to gain the confidence and skills to become selfemployed.
›› Through our Building Lives Construction Academy 17 customers successfully achieved Level 1 City & Guilds in
Construction qualifications and all of them were supported into work or further education after the end of the
course.
›› Urban Academy continued to see an increase in new attendees and the membership of the Youth Forum grew
to 15 active members.
›› One young customer achieved a bronze Duke of Edinburgh award and we were working with a further six
young people to achieve their award by March 2016 some of whom went on to achieve the award.
›› A total of 59 employees signed up to undertake volunteering activities and 51 employees used the payroll
giving scheme to support 62 children to participate in the DPIL.As a result of our great commitment to payroll
giving, we maintained our gold standard (10% of workforce) in payroll giving.
›› The Dolly Parton Imagination Library initiative has supported 212 RHP children through this programme and
150 children (92 male, 58 female) actively receive a book each month to support them to be school ready by
the age of five.
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›› 2016-17
›› We changed the focus of our Community Engagement team to be on digital engagement. The team were
instrumental in getting more of our tenants online than ever before and by the end of March 17 around 60%
had an active online account. We continued to support customers in a variety of ways, using webchat and
email to engage with and respond to customer queries; digital sessions held at various locations to provide
real time support for getting online and using our digital services. We offered a drop in session at 8WR as well
so customers could pop in and be seen by one of the digital engagement team.
›› We know that some customers will find it difficult to access our services online and we have
›› Excluded those living on retirement housing and customers over 80 years old although they can access our
services digitally if they wish.
›› We exceeded our target and supported 62 RHP customers into work against our target of 60.
›› RHP supported several organisations in preventing and tackling hate incidents such as Stop Hate UK, The
Ethnic Minority Advocacy Group (EMAG), and the Metropolitan Police. As part of the Community Safety
Partnership, we attended the AntiSocial Behaviour Panel and supported the Interfaith Forum & Equalities
Stakeholder Communities Group meetings.
›› In 2016/17, we developed our website so our customers could access more of our services online giving them
greater access at times and locations convenient to them. Customers are able to self-serve online and
we extended our webchat opening hours to be from 8am to 8pm, Monday to Friday, to provide support to
customers who are online.
›› We actively supported customers we knew would be affected by the Welfare Reform changes to ensure they
could sustain their tenancies and pay their rent.
›› Co-op Homes actively supported vulnerable customers affected by the introduction of welfare reform, giving
one-to-one support and applying for Advanced Payment Agreements where necessary. This allowed rent
arrears for CHS’ owned properties to stay well below target at 3.5%.
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›› 2017-18
›› We introduced transactional surveys which gave us more insight into the specific sticking points customers
may have with our service.
›› The number of customers with online accounts increased to 74% and digital transactions increased to 68% by
the end of the first 6 months of the year. We continued to support customers who are non-digital.
›› 147 customers moved into an RHP home by the close of Q2; 126 of these were RHPi customers. A review of
these customers has not identified any issues with accessibility. There are currently 29 non-digital customers
who were provided with additional support to ensure they had an accessible lettings experience.
›› From April to end September, 87 customers have been successfully referred to Age UK Richmond for support
with non-essential repairs.

›› Following a review of e-communities, it was agreed to move this to a closed group for customers only on
Facebook. The new group was launched on 4th October called MyRHP and provides opportunities for many
more customers to scrutinise performance and influence the way services are delivered.
›› We continue to invest in technology that makes it easier for customers to interact with us from the
convenience of their own home.
›› Co-op Homes have made their services more accessible by updating the website to make it quicker and easier
to book a repair online, introducing a texting service so customers can contact the team 24/7 and increasing
the number of tenants signed up to an online account to 60%.
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Appendix | Our Customers & Employees
1%

Fig 1 | Gender
We have
a higher
percentage
of female
customers than
the borough
average (51%).

male
39% | 45%

Customers

Fig 2 | Age
The majority
of our tenants
are in the 35-44
age bracket
contributing to
25% of the RHP
population.

Fig 1 | Gender
Our gender is
split broadly
equal although
it has shifted
slightly towards
more females.

Employees

3% 18-24

7% 17-24

10% 25-34

10% 25-29

25% 35-44
35% 30-44

Fig 2 | Age
The average
age of our
employees is
43. 7% of our
employees are
under 24.

17% 45-54
13% 55-64

37% 45-59

12% 65-74
7% 75-84
4% 85+
(9% unknown)

7% 60-64
3% 65+
Customers

Employees

Fig 3 | Sexuality
78% of
employees are
heterosexual
which has
decreased
slightly from 81%
in 2015/16.

Homosexual
1% | 4%
Prefer not to say
66% | 18%

Fig 3 | Sexuality
A large
proportion of
our tenants
have decided
not to disclose
their sexual
orientation.

Customers
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Employees

Fig 4 | Religion
The majority of
our customers
are Christian.

5% Other 4%
1% Hindu 1%

1% Sikh/
Buddhist

1% Buddhist

9% Muslim 2%
Agnostic/

52% Christian 47%

Fig 4 | Religion
The majority of our
employees are also
Christians, a slight
increase since 201516. The percentage
of Muslims and
any other minority
religions is low
at 7%.

9% Prefer not 22%
to say

Customers

Fig 5 | BME
We have a
much higher
proportion of
BME customers
than the
borough (9%),
but less than
SW London
(23%).

Employees

83% White 83%

Customers

Fig 6 | Disability
Mental health,
mobility issues
and long standing
illnesses are the
top reasons for
disability among
our customers.

Fig 5 | BME
There has
been an
increase
in the
perctange of
our employees
who are white
(68% in
2014-15).

17% BME 17%

Employees

59% Non
disabled

Non 85%
disabled

8% Disabled
other
5% Mental
health
10% Mobility
issues

Fig 6 | Disability
11% of employees
stated they have
a disability. This
includes eight with
a long term limiting
illness, three with a
learning difficulty and
seven with mental
health related issues.

Disabled 11%

18% Long
term sickness

Customers

Employees
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