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Valleys to Coast will take a mosaic approach to equality,
diversity and inclusion recognising individuality but at the
same time celebrating the picture that is the sum of all the
pieces. Our approach aims to embed equality, diversity and
inclusion in all we do, making it part of our fabric and not
just a tick box exercise.

This approach brings together ideas, thoughts andways of
working to ensure that different backgrounds, experiences and
identities are represented and all voices are heard. This fosters a
culture of creativity and innovation and supports better decision
making which in turn benefits our customers and colleagues.

Definitions
The Chartered Institute of Personnel and Development (CIPD) describes the
importance of equality, diversity and inclusion in the following statement:

While equality, diversity and inclusion often go hand in hand it is
important to have an understanding of each.
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Organisational Objectives and Strategic Aims

Everyone has a right to feel that they belong in their
workplace and community. Valleys to Coast is
committed to improving the equality, diversity and
inclusion of the organisation, its customers,
communities and colleagues.

The overall aim of our approach is to
ensure a sense of fairness and inclusion
for our customers and instil a sense of

belonging for all colleagues and Board members. We want to
celebrate diversity and challenge stigma. We want everyone to
understand and appreciate how diversity makes us stronger and that
we can learn and benefit from each other's different backgrounds
and experiences.

Our 10 year corporate plan sets out our strategic priorities. Our
foundation stage sets out our brilliant basics from which the
organisation will grow. One of the core principles of our brilliant
basics is:

5



Organisational Priority Commitment

Deeds Not Words
Since its inception in 2005, Tai Pawb has been working with
the housing sector to tackle race inequality. To make this
happen they called upon members in Wales to sign up to
the Deeds not Words pledge and deliver on them in the next
five years. They see these as the necessary first steps to
begin the process of addressing the concerns of
communities threatened as a result of racial inequalities.
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Key considerations for our approach
When considering where we wish to focus our resources and
efforts we need to be mindful of a number of factors including
the legal context, Welsh Government regulations and guidance,
and the demographics of our customer and colleagues. The
Welsh Government has provided a very clear direction in terms
of the Deeds not Words pledge as identified above. In addition to
that we know there are very specific requirements relating to the
Equality Act and protected characteristics which must underpin
our actions.

In addition to those legislated areas the organisation wishes to reflect its
demographic by including additional focus on socio economic factors, digital
inclusion, health and wellbeing and retain a focus on the Welsh Language.

The Equality Act (2010) and Protected Characteristics
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Other barriers to equality
Whilst legislation regulates certain people and activities and we
are fully committed to supporting these, we know that there are
other factors that present barriers to equality and diversity that
need addressing if we are to be a truly inclusive organisation.
We therefore state our commitment to the following:

Socio Economic Factors and the Poverty Agenda
As socio economic factors can be a significant barrier to equality. As an
organisation weare committed toworking to overcome these barriers.

The Well-being of Future Generations (Wales) Act is about improving the social,
economic, environmental and cultural well-being of Wales. There are seven
well-being goals, including:

Poverty in the Bridgend area is a significant barrier to equality, in
particular the following points impact on customers and colleagues
in how they are able to access services, enter and remain in
employment:
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Digital Inclusion

Health & Wellbeing
The most recent census highlighted a key issue in the area is one of ill health, both
physical and mental.

Weneed to be responsive and proactive to the needs of these
residents both as potential colleagues and customers. Both are
considered as part of the four year plan to expand on the
achievements already in place, such as new build considerations, our
adaptations programme and workplace support and adaptations for
colleagues.
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Welsh Language

Our commitment to the Welsh Language is to encourage its use in the workplace
for colleagues and customers alike. Under the provisions of the Welsh Language
Measures the Welsh Government aims to ensure that the Welsh language is not
treated less favourably than English.

The provisions give Welsh speakers the
right to speak Welsh without interference,
and they should be able to live their lives
through the equality, diversity and
inclusion of Welsh.

Bridgend County and Borough had 9.2%
of residentswho speak Welsh as of the
2011 census.

Weneed to ensure that as an
organisationwe are able to respond to
and support both these key provisions.
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Neurodiversity

Neurodivergent describes an individual with a
cognitive variation. This might affect the way they
think, read, move, interact with others or process
information. It's generally seen as a preferable, more
inclusive term than has been used in the past.

We need to ensure that we consider and implement different
ways of social interaction for customers and colleagues so
people can choose what they feel comfortable with and not
inadvertently disadvantaged in any way.

Communication is key to delivering information and options
such as having pre-reading in advance to give people time to
process information, for example in recruitment processes
where they may find the traditional process difficult.

There is no one size fits all approach, we need to create a supportive
environment for all, considering how we can engage with customers and
colleagues alike.
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Howwill we deliver on our plans?

Through our organisational values
● Value People

We see the potential in people, those we work with and those
we are here to serve.

● Think Differently
We try new things to improve peoples’ lives and careers.

● Courage to see things through
We want the best for ourselves, our colleagues, and our
customers, so we speak, work and act with conviction, strength and
determination.

Through our behaviours framework
The organisation has a set of behaviours that all colleagues should strive to
demonstrate in all that they do. Colleagues have undertaken training to
understand these behaviours and what they look like in our everyday activities.

One of the seven core behaviours is around being “inclusive” and
during the colleague training the following three questions were
addressed:
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What does it mean to be inclusive?

We celebrate diversity, inclusion and opportunities for all. We recognise that we
are not all the same and respect differences. We do not make assumptions,
particularly around things we cannot see. We are respectful of other opinions and
perspectives. We make people welcome and encourage a sense of belonging.

Why is it important?

A diverse workforce, rich with a variety of skills, experiences, ideas
and approaches, improves problem solving, decision making,
innovation and creativity. Colleagues who feel they belong in an
organisation are also generally happier, more engaged and likely
to stay in a role.

What it is not?

Viewing EDI as a tick box exercise and failing to embrace it in our daily
working lives. Being prone to bias; excluding people or treating them
inappropriately because they are, or appear, different or don’t hold the
same views as us.

Through our colleagues
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Belonging survey
We undertook a survey of colleagues in September
2022 to gauge the sense of belonging that they
have to the organisation. An encouraging 48% felt
they had a good understanding of our equality,
diversity and inclusion action plan, with 60% of all
colleagues stating they felt Valleys to Coast was a
truly inclusive employer (answering 4 or 5 on a
scale of 1-5).

There were several helpful ideas on how we can
work together to increase people's feeling of
belonging, in particular for those with hidden
disabilities.

Colleague Voice & Engagement
There are a number of ways in which we engage with colleagues -
we have a colleague engagement group that meets on a regular
basis; we carry out colleague surveys and work in partnership with
recognised Trade Unions.

Throughmeeting our customers’ needs
We commit that all our customers deserve to have an equality of outcome of all
Valleys to Coast services. Everyone should feel they are able to access our
services, have an equality of voice, and parity in the quality of service they
receive.

We understand to give assurances on this -
information on the diversity of customers is vital.
Currently the data held on customers is patchy
and difficult to access via the current IT systems.

Once collected this data can be used to provide a
deeper understanding of the services we provide
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and help us talk to the right people on the right issues. Reviewing our services
through the lens of equality, diversity and inclusion data will enable us to identify
unintended bias and for bespoke services to be developed.

Census data for the area
Due to the lack of customer specific data we have chosen a
‘start where you are’ approach to equality, diversity and
inclusion.We do not want to wait while we gather and analyse
data before making a start on our EDI journey.

In light of this, the 2021 Bridgend census data has been used to give us insights
into the priority needs of our customers. Here we can see there is an ageing
population, with
nearly a quarter of
people self defining
as having a
disability.

There are a high
number of people

who are
economically
inactive but not

classed as
unemployed - this
group would include
people claiming

pensions and long
term disability
payments.

There are very low
numbers of people
who are not white or
English speaking as
a main language.
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Priorities

With the information we currently have available, we have identified three main
priorities to help meet the needs of our customers:

Our actionswill not be limited to these priorities aswe understand there is a
vast array of work to be done and this will give us a direction to begin our four
year journey.

Through our developments

All of our newdevelopments are built to the Lifetime Homes
standard. The properties are built so that they can always be
adapted for future use allowing customers to remain in their
homes as their needs change.

We build above standard building regulations in terms of considerations for
access, including things such as level access to properties and future proofing for
future adaptation. We also work in partnership with Bridgend Borough and County
Council if a customer has specific needs.

With our current housing stock our Adaptations Team works with customers to
ensure their changing needs are met. We have secured Physical Adaptation
funding from the Welsh Government, and are the only LSVT (Large Scale Voluntary
Transfer) to secure this funding.
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What challenges dowe anticipate?
We know we will face challenges but by proactively identifying
these upfront we will be in a better position to tackle them.

Culture
We need to consider how we foster a
positive approach to equality, diversity and
inclusion in all we do. To fully embed it into
our fabric and ensure it is more than a tick
box exercise, driving it through our values
and behaviours. As part of our four year
plan we intend to improve cultural diversity
through training and engagement, however
we know that it takes time to foster an
environment that embeds this. We need to
empower colleagues to prioritise work that
supports equality, diversity and inclusion
and ensure it is a key consideration in
anything that we do.

Data& Performance
We will need to have accurate and up to
date data that can help us shape our focus
and decisions. Capturing and maintaining
meaningful data on customers and
colleagues is one of the key building blocks
of our approach and forms part of our Year 1
action plan. We will be able to gauge our
performance by having clearly defined
outcomes, milestones and utilising effective
project management techniques. We must
commit to supporting colleagues to prioritise
the work needed to fully deliver on the
agreed action plan.

People
EDI cannot be something that is seen as a
people team or leadership initiative and so
we need to encourage curiosity around EDI
and a commitment to all playing a part. It
can be difficult to find the right channels to
encourage people to come forward to
share their experiences and propose ideas
and so meaningful engagement with
colleagues and customers and giving them
a voice will be central to our success.

Financial
While there is no separate budget allocated
to EDI within the organisation, different
budgets incorporate an element of EDI. For
example, the Assets Team would include a
budget for adaptations whereas training for
EDI would be covered by the Learning &
Development Team. It is therefore important
that any additional costs for implementation
must be factored into decisions and
budgets.
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Measuring Progress

In our four year plan we will lay out our specific goals and
targets for the key pieces of work that will underpin our
approach. They will each have clear measurable outcomes that
will be monitored. The Tai Pawb baseline audit
recommendations form part of our four year plan. The baseline
shows where we are and what we need to improve on.

Our plan will look at the ways we work and see if there are ways we
can make this even better. Working and engaging with colleagues
and customers we will seek to improve their experience of the
organisation and ensure everyone has a chance to give their views.

Our four year action plan shows how we will monitor, check on progress and see
the changes made.

18

https://drive.google.com/file/d/1ewO9x2WMLXNmuzuybpCoisehpcLfI6Bb/view?usp=share_link
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