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Introduction
This report is the summary of an eight-month research study commissioned by
Walsall for All and the Department for Work and Pensions (DWP), designed to
provide a snapshot into the Diversity and Inclusion practices amongst businesses in
the Walsall area.
The study examines strategic human resource management activities and practices
of surveyed business including their positions on monitoring and planning and their
approaches to recruitment, reward and retention towards generally
underrepresented groups (women, ethnic minority communities, those aged 50+,
individuals with disabilities and those individuals identifying as LGBT). The study
was undertaken during the COVID-19 pandemic and further provides a glimpse of
how one of the most significant economic and health challenges for generations has
impacted local business responses to Diversity and Inclusion.
By presenting an overview of current employment practices of 64 surveyed
businesses and the view of 59 employees from the Walsall Metropolitan Borough
area, the report summarises approaches to employing and developing those from
underrepresented groups and considered the lived experiences and perspectives of
individuals from these groups. The study contributes to the work of the
commissioners and is part of on-going commitment by many in the local business
community to make Walsall a great place to live and work.
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Monitoring and Retention
• A majority of businesses surveyed (71%) collect employee demographic data to
comply with regulatory requirements
• Only one in three businesses utilised this demographic data in order to inform or
make decisions about future workplace planning
• 5 businesses used this data to inform strategic decisions and analysed trends
around redundancy, promotion, rewards and renumeration of underrepresented
groups

Recruitment and Selection
• 53% of businesses attempted to anonymise the demographic information of
applicants during the selection process
• 62% of businesses attempted to always have a diverse selection and interview
panel
• Businesses used a combination of both traditional and newer, digital methods to
advertise vacancies although opportunities existed to use more specialist media
or platforms likely to be viewed by underrepresented groups

Workforce Diversity
Out of 57 respondents, the following numbers advised the proportion of
their workforce demographics as follows:
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Accountability
• Half of businesses stated that diversity and inclusion was part of their organisational
values
• 23 businesses had incentives and / or penalties in place for their leaders in terms of
meeting diversity and inclusion goals
• 7 businesses assigned specific responsibility for diversity and inclusion to a senior leader
• One third of businesses indicated that the progression of its managers was linked with
their performance on diversity and inclusion goals
• Only 5 businesses indicated that they had begun to address diversity and inclusion
practices strategically within their HR approaches (including recruitment and selection;
leadership pipeline; training and development; etc.)
• 2 businesses stated that diversity and inclusion was only considered at the executive level
due to resource constraints

Training Provision
• Less than 30% of businesses provided regular, compulsory diversity and inclusion training
for all
• In almost half of businesses, managers received regular diversity and inclusion training

Equal Opportunities and Access (Recruitment, Retention, Reward):
Businesses were asked what activities they had in place to support or focus on underrepresented groups.
A small number of respondents stated that they had practices in place to support groups across recruitment, retention and reward
or had specific training, development and mentoring programmes in place. Most respondents (47 - 52) stated that no specific
activities took place to support underrepresented groups attain equal access to opportunities.

Specific Activities Exist In Surveyed Businesses For Underrepresented Groups:
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* 57 valid responses were received to this question
of 64 businesses responding to survey

Business Diversity and Inclusion Practices During the COVID-19 Pandemic
Most businesses claimed no discrimination existed amongst those
groups more likely to be impacted by COVID-19 when recruiting
new employees
One in ten businesses, used sick leave data during COVID-19 in
order to inform any downsizing decisions during this period
Whilst the majority of businesses listed the mental and physical
wellbeing of their employees as a priority, one in three stated that
diversity and inclusivity practices were put on the back burner
during the COVID-19 pandemic
21 businesses encouraged line managers to actively monitor
employees working from home whom they considered more likely
to get distracted due to care commitments - without realising this
was poor practice, discriminatory and could result in potential
litigation
During the pandemic, 48% of businesses said their productivity
was better than the industry average and 40% said that financial
performance was in line with industry averages
44% of businesses furloughed staff during the pandemic and 14%
reduced working hours to cope with reduced demand
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Business Leadership & Diversity
The study, defined business leadership as the group of individuals responsible for the
strategic direction of a business and its corporate governance and sought to discover
more about the group in surveyed businesses accountable for achieving this. Chairperson
is further defined as the individual leading the board (who hold management to account
either legally or as a group of experts) and the CEO / MD as the head of the organisation
supported by a Management team.
• Typically, board members are white, male and aged 50 or older with white board
members constituting 80% of the board in 61% of all businesses
• In one in four businesses, the ratio of women on the board is above 40%
• BAME and other ethnic groups constitute only 9% and 3% on boards respectively
• 3 boards in surveyed businesses have members from the LGBT+ community
• On 5 boards, at least one members has a disability
• On 2 boards there is a 40% representation of younger people aged 16 – 24
• The Chairperson of boards remains typically male (85%) , white (73%), over 50 years
of age (67%)
• In businesses surveyed, 56% of Chairpersons are a member of the family who own the
business
• One in four CEOs is from an ethnic minority group
• Management teams are still dominated by older (54%) white (78%) males
• 5% of CEOs who were a woman or had a disability
• One business had a CEO who identified as LGBT+
• Women are included on most senior management teams
• Only 2 management teams in surveyed businesses are 80% BAME
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Summary of Attiudes to Workplaces and Their Employer’s Diversity
and Inclusion Practices
• Over 80% indicated that were generally happy with their jobs and felt a sense of
belonging to their workplace
• A majority felt that they were trusted to be competent and reliable in their work
• Over half felt that employers were considerate and understanding when emergency
leave was needed and made a good effort to ensure cover was arranged for any
colleagues requiring emergency leave
• Over half felt that their workplaces had a good attitude to workers over 50 years with
72% stating that ageing and the challenges associated with ageing were openly
talked about. 96% disagreed that older workers were likely to be viewed as
‘deadwood’ by their employer
• A significant majority (80%) felt welcomed during their interview, that interview
questions were clear and relevant and 63% said that their interview panel members
were diverse
• 70% felt that their opinion was respected at work regardless of their gender, ethnicity
or age
• Over half felt that colleagues who had disabilities or identified as LGBT+ were valued
and their views and opinions respected
• Less than half stated that it was their belief that pay parity existed or equal
opportunities to flexible working were available to those colleagues who were BAME,
aged over 50, LGBT+ or disabled compared to other groups
• A fifth indicated that their employers had strategies around recruitment and mentoring
which actively supported underrepresented groups

The survey asked employees to asses the work of their employer in respect of attitude and reward practices targeting
underrepresented groups:
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The survey asked employees to asses the work of their employer in respect of attitude and reward practices targeting underrepresented groups:
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The survey asked employees to assess their employers practice to attract and support underrepresented groups:
% of surveyed employees perception of their employer’s response to:
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Employee Experiences During COVD-19
• Approximately one third stated that they experienced no change to
their employment during the pandemic
• 17% were furloughed (which was higher than the West Midlands
region average of 11.3%)
• 17% also advising that workloads had increased
• 12% experienced reduced working hours
• 7% had changed employer
When predicting their employment status in the next 6 months:
•
•
•
•

46% believed that there would be no change
17% said they expected to change employer
17% believed their workload would continue to increase
2% expected to be made redundant

COMPARISONS - PICTURE
• Over 80% indicated that were generally happy with their jobs and felt a sense of
belonging to their workplace

How Diversity & Inclusion in Workplaces Compares
Access to comprehensive comparative data makes local and regional comparisons limited. Comparing the 2019 Annual
Population Survey and 2021 NOMIS information:
• Walsall has a lower-than-average number of women in the workplaces
• In surveyed businesses, 6% of individuals stated they had a disability compared to a 20% national average
Workforce Diversity: Survey Responses (Walsall)
and Great Britain Percentages of Workforce
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Recommendations and Guides:
Opportunities exist in the for businesses to make changes to their recruitment, retention
and reward practices in order to support their Diversity and Inclusion work. Following on
from the research study and an interactive group discussion, in this section you will find
details giving an overview into some of the more common activities businesses are
investigating or adopting:

•
•
•
•
•
•
•
•
•

Clear job descriptions and person specifications
Anonymised recruitment selection
Diverse interview panels
Retention and rewards strategy
Employee voice
Personal pronouns
Leadership pipeline
Exit interviews
Performance monitoring

‘Clearer Job Descriptions’ can help inform prospective candidates understand more
about what is specifically involved within their role but also provides a means for a
business to convey and share details about its culture, mission and values and what
behaviours it expects from all of its employees.
‘Anonymised Recruitment’ is a practice which removes personal information from
those shortlisting applicants. It removes personal information such as names, dates of
birth and other information which could provide signifiers to an applicant’s gender, age
or ethnicity or other characteristics.
The practice ensures that each shortlisted applicant is done so based upon their merits
and strengths of their application and how it aligns to the needs of the role and the job
description or personal specification and could remove any unconscious bias from the
process.
Techniques include a HR manager or individual not included in the hiring process
removing or blocking out personal information on CV’s and covering letters or capturing
all personal detail on the front page of an application form (online or physical) which is
then removed before being presented for the shortlisting process.
‘Diverse Interview Panels’ are increasingly seen as a way of both ensuring that every
candidate, irrespective of background, is made to feel welcome during the interview
process but also a way of demonstrating that a business is diverse and reflects its
customers or community it operates in. Where possible, panels should strive to be both
gender and ethnically diverse and there are opportunities to include partners,
stakeholders or business support representatives who can additionally bring different
perspectives to the interview process.

‘Parity - Retention & Rewards’ the right retention strategies are crucial for reducing
turnover, driving satisfaction and ensuring that businesses get the most out of its best
talent. These include ensuring that compensation is fair and equal for individuals doing
similar roles at a similar level and rewards are also both fair and competitive – i.e. are
tied to performance and targets, inline with industry standards, not influenced by gender,
race, disability or other diversity markets and that any provisions around flexible working
practices are also fair and do not discriminate.
‘Employee Voice’ networks or forums contribute to the concept of ‘employee voice’ and
enable individuals who share similar goals, challenges or interests to work together and
also help their employer respond to unique issues or barriers those from
underrepresented groups might be facing.
‘Personal Pronouns’ the use of personal pronouns within business create affirming
workplaces for trans and non-binary employees and provide a means for honouring and
recognising someone's gender identity which can be included in email signatures, virtual
meetings and also name badges at events.

‘Leadership & Progression’ regular appraisals tied to targets are a fair way of ensuring
progression is equal as is the process of encouraging employees with the right skills to
apply for roles before being advertised publicly. Defined and well communication
information relating to career progression paths which highlight the prerequisite skills
and experiences applicants need to be successful in a role are also considered helpful.
Specific work can then be carried out to attract or nurture talent from underrepresented
groups or ensure that at all levels throughout an organisation, that a primed and
prepared pipeline of individuals who can add value through their different perspectives.
‘Exit Interviews’ provide a means to understand the motivations and reasons behind an
individual who is leaving and is an opportunity for the employer to reflect on what is
being disclosed and respond to any issues.
‘Monitoring and Development’ effective monitoring systems which evaluate a
business’ progress and potential are key to improving Diversity and Inclusion.

For more information or details about practices, please contact
policy@blackcountrychamber.co.uk

RESOURCES
There are a range of freely available resources available to businesses which can help
shape their Diversity and Inclusion practices. The below lists a number of approaches
and guides provided by third parties in order to provide the reader additional information
in how to develop practices within their organisation.
ACAS is an independent body which works with millions of employees and employers to
improve workplace relations.
This guide provides details on how to make workplaces inclusive, dealing with
unconscious bias and how to respond if employees do not feel included [click here]
This article provide information of what an employer can do to prevent discrimination
and gives an overview of discrimination and the law [click here]
CIPD is a professional body which has been setting standards for HR and people
development for 100 years and aims to change positive change in the world This guide
provides details on why diversity and inclusion is good business and offers additional
information on managing diversity [click here]

Links will take you to third party sites which were available at time of publication (Summer 2021). The Black Country Chamber of
Commerce or project partners are not responsible for third party content.

RESOURCES
At the Walsall Workplace Diversity Conference a range of speakers explored many of the
themes raised in the report and links to their businesses and further information is
available by visiting walsalldiversity.co.uk, alternatively please visit the links below:
Business in the Community, Race Charter [click here]
Birmingham LGBT, Trans Resources [click here]
Access to Work, Supporting For Businesses and Individuals [click here]
Steps to Work, Helping Local People Into Meaningful and Sustainable Employment [click here]
In-Comm Training, Apprenticeship Providers, Training and Business Services [click here]
Walsall FC Community Programme, Making A Difference Through Participation and Engagement [click here]
University of Wolverhampton, Different Voices Video [click here]
Walsall for All, A Range of Resources To Support Individuals and Businesses [click here]
Black Country Chamber of Commerce, Campaigns And Projects To Help Businesses [click here]

Links will take you to third party sites which were available at time of publication (Summer 2021). The Black Country Chamber of Commerce or project partners are not responsible
for third party content.
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