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Overview: 43% of Sutton residents are from Asian, Black,
Mixed/ Multiple and White non-British ethnic groups, up
from 29% in 2011
In Sutton, the ethnic groups with the biggest populations,
excluding White Beritish, are:

1. Indian (6.0%)

2. Pakistani (2.9%)

3.  SrilLankan (2.0%
There is a considerable stark difference between over and
under 50’s:
Younger populations are more likely to be from Asian,
Black, Mixed/Multiple and Other backgrounds (bar 20-
29 year olds - perhaps suggesting White British young
people are less likely to leave the borough for uni etc.).
Older than 50, the population is significantly more likely to
be White British (and this increases with age).
Changes: There has been a reduction in the population
who are White British (from 71% in 2011 ro 57% in 2021), this
is higher than the London average (-8%)
The biggest growth in population in Sutton since 2011 has
been amongst people from “Any Other Ethnic Group’
(297%)
Conversely, the biggest decline has been in the number of
people from Gypsy and Traveller backgrounds (-33%)
Wards: The percentage of residents from Asian, Black,
Mixed/ Multiple and White non-British ethnic groups varies
by ward, from a high of 56% in Sutton Central, to a low of
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Overview of Sutton Council’s
workforce race equality programme

Emily Nice, Assistant Director HR and
Organisational Development

s Sutton
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‘Uncomfortable Truth’ Working group led by Joint LBS & RBK - Black, Sutton's pulse survey showed Reverse Mentoring Livestream with the Chief
workshops for Mgrs to CEx to address issues Asian & Minority Ethnic 89% of our employees believe cohort 2 launched Executive - Becoming more
embed learning shared by BAME + Allies Meeting EDI is a priority - up 3% from culturally competent and
community continued ‘Where we are now’ October 2020
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Sutton College collaboration with  Black History Month Cultural competency
BAME Staff Network to Support Celebration leadership programme
Black History Month 2021 launched

Festival of Lights
Celebration

Equalities Workforce Report  One year anniversary of the action
to the Strategy and Resources plan to reflect and maintain
Committee momentum
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Diverse Panel pilot
launched

There's more to come!
- Commitments to deliver

Race Equality Week (Feb)
All staff survey feedback sessions on EDI

results (full results due in Feb)

Launch of inclusive guide

Build on the review of our recruitment
practice

Knowing each other better - Diverse interview Joint Disability Network
Helen Bailey CEO, shares panels pilots, drawing and BAME Network
importance of sharing on our bank of reverse Meeting
sensitive information mentors

Race Equality
Week!
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Inclusive language guide

Using language, both verbally and written, that is as inclusive as possible is a key part of creating a welcoming
environment for everyone.

Language is always evolving, varies across cultures and individual perspectives and that people hold different
opinions so there isn’t a single ‘right' answer. Remember that not all communication is verbal, and look at the
person that you are speaking to to see if there are physical indicators that might help you, or to gauge how
people are reacting to what you are saying.

Using incorrect or outdated language can continue, contribute to, or cause bias, prejudice and discrimination.
Sutton Council developed the inclusive language guide to support our staff in feeling confident in the language
that they use when talking to and about colleagues and residents and to improve communication. Our staff
networks are a valuable resource and they have fed into this guide.

The most important thing is for us all to consider the impact of our language and be willing to learn and adapt.
A good starting point is to think: ‘How would | feel if someone said this to me?’

Maya Angelou has worded this best - "Do the best you can until you know better. Then when you know better, do
better."

s Sutton


https://intranet.sutton.gov.uk/staff-networks/
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