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London Borough of Hammersmith & Fulham 

 
Report to:   Public Services Reform Policy and     

  Accountability Committee   
 
Date:  7 April 2021 
 

Subject: Workforce Equality, Diversity & Inclusion  

 
Report of: Dawn Aunger, Assistant Director Transformation, Talent and 

Inclusion  
 
Responsible Director: Rhian Davies, Director of Resources   
 

 
Summary 
 
This report updates the committee on the focused and fast paced programme of work 

to enliven our Equality, Diversity & Inclusion (EDI) goals in 2020 and beyond. A 

separate paper outlines the resident-facing diversity and inclusion work that we are 

delivering across the Council. 

 

A diverse and inclusive workforce is vital for any organisation that seeks to thrive in a 

dynamic, ever-changing environment, particularly for an organisation that strives to be 

representative of the people it serves. In too many organisations, group-think leads to 

an inability to adequately identify risks and opportunities. A diverse workforce and 

leadership team, in which all employees feel able to contribute, is the best defence 

against this.  

 

The focus on the EDI agenda has intensified over the last year: 

 

• the tackling racial inequality work in response to the murder of George Floyd and 

the Black Lives Matter movement  

• Covid-19 has had a disproportionate impact on BAME (Black, Asian and Minority 

Ethnic) groups in terms of Covid-19 cases and deaths during the pandemic  

• We launched a 12-week consultation with residents on the draft H&F Equalities 

Plan 2021-25 on 1st February 2021.  

 

The ambition to become a more equal, diverse, and inclusive employer is shared 

across the Council’s staff and senior management and that passion is reflected in the 

prioritisation of EDI in the Council’s business plan.  

 

This report focuses on the 2019/20 journey towards developing our workforce EDI 

practices at H&F. Whilst the Covid-19 global pandemic significantly interrupted this 

work in 2020, in recent months SLT has reignited this programme by establishing a 

new team focusing on Transformation, Talent and Inclusion (TTI) and delivering the 
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Council’s wider commitment to improving equality, diversity and inclusion within 

services and the workplace.  

 

 
Recommendations 
 

1. That the committee notes and comments on the progress made and plans 
going forward. 

 

 
 

H&F Priorities Summary of how this report aligns to 
the H&F Priorities  

Creating a compassionate council Our workforce EDI activities align with the 
Council’s Industrial Strategy which seeks 
to improve employment and career 
pathway opportunities for residents as well 
as benefit the borough economy, the 
workforce and in turn the local community.   
 

Taking pride in H&F Any work to ensure the Council workforce 
reflects and respects the diverse borough 
population strengthens our EDI 
commitment to residents and helps 
promote H&F as a great place to live, work 
and visit  

 
Contact Officers: 
Name:  Dawn Aunger   
Position: Assistant Director Transformation, Talent and Inclusion   
Email:  dawn.aunger@lbhf.gov.uk  
 
Name:  Mary Lamont 
Position: Strategic Head of People and Talent 
Email:  mary.lamont@lbhf.gov.uk 
 
 

 
Background Papers Used in Preparing This Report - None 
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about:blank
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Purpose 

 
1. This paper focuses on equality, diversity and inclusion (EDI) in relation to workforce 

matters. Members should note that equalities work is well embedded in 

departments’ service delivery and the equalities implications of all Council policy 

and expenditure decisions are detailed in every committee report.  

Background 

 
2. Members will be familiar with the nine ‘protected characteristics’ protected through 

the Equality Act 2010.  In H&F our Business Plan and People Strategy frame a 

strong and clear commitment to address inequality, exclusion and discrimination.   

H&F Equalities Data 

 
3. The population of Hammersmith & Fulham was 186,480 in 2020. As at the end of 

December 2020 there were 2,090 staff employed by Hammersmith and Fulham.  

 

4. The Equality Act 2010 built upon existing legislation and introduced 9 ‘protected 

characteristics.  These are the 9 protected characteristics under the Act: 

 

 
 

5. Appendix A provides an overarching summary breakdown of the workforce 
diversity data that we collect associated with protected characteristics under the 
Equalities Act for age, disability, gender, marriage and civil partnership status, 
race & religion.  Whilst not included within the appendix of this report, we also 
collect data for sexual orientation, pregnancy and maternity. 

 
6. Also provided is a summary of comparative data based on the 2011 Census. 
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7. The diagram below sets out the wider inclusion links associated with our equality, 

diversity and inclusion agenda and activity.  The following ten areas of work have 

been agreed with the Chief Executive as immediate priorities for the workforce 

equalities workplan: 

 

Reviewing our practice 

 
8. In January 2019 the Assistant Director for Transformation, Talent and Inclusion 

(previously People and Talent) commissioned an internal review of the Council’s 

approach to EDI using the LGA Equality Framework for Local Government (EFLG), 

a well-established, equalities self-assessment toolkit designed to help 

organisations review and improve their performance with characteristics protected 

by the Equality Act 2010. The assessment results in one of three levels: 

developing, achieving, and excellent and concluded that the Council is at the 

‘developing’ level of achievement. This informed an early work plan for the 

‘Inclusive Workplace’ working group (part of the H&F Way culture change 

programme discussed at the last PSR PAC).  

 

 

Wider Inclusion

linkages

H&F Equalities 
Plan

Consultation & 
implementation

H&F WAY (staff 
led 

transformation 
programme)

Co production 
with Disabled 

residents 

Tackling Racial 
inequality

Robust data, 
insights and 
monitoring  
underpin 
activities

Annual events; 
memorials & 
celebrations

Policy 
development & 

oversight 

Women’s 
Network

Faith

Forum  

Inclusive Employer

Improving recruitment, 
onboarding, induction & 

training  offer
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9.  The plan covers: 

 

• Communication, engagement and transparency 

• Learning from others and identifying good practice 

• Staff co-producing change 

• Inclusive and accessible workspaces 

• Fair and transparent recruitment and development opportunities 

• Equality, Diversity and Inclusion training 

• Data collection and monitoring 

 

10. In addition, work to secure the business sector Race at Work Charter entailed 

a series of consultation exercises across the workforce including SLT, staff 

representatives (race equality leads & champions), Leadership Forum (ADs 

and Directors), Managers Forum (150 managers), World Class Managers 

Forum and the H&F Way Inclusive workplace staff group. As a result, H&F 

signed up to the Charter in February 2021 and will strive to monitor and 

benchmark our progression against five principles: 

 

• Appoint an executive sponsor for Race (Emily Hill, Director of Finance) 

• Consolidation of current data sets, identification of any potential gaps 

and wider promotion in terms of publication 

• Commit at SLT level to zero tolerance to harassment and bullying 

• Make it clear that supporting equality in the workplace is the 

responsibility of all leaders and managers 

• Take action that supports ethnic minority career progression. 

Reacting and acting  

 

11. In May 2020, the Black Lives Matter movement erupted internationally in 

response to the murder of George Floyd in the United States of America. In 

H&F, the Chief Executive initiated two workforce Teams sessions, ‘Now is not 

the time to be silent’, to capture the mood of the workforce and calls for action, 

which were attended by 350 staff. What has been hugely apparent is the 

demand from staff to raise race equality work up the agenda and for them to be 

able to play a stronger role in advancing race equality within the Council. This 

led to the creation of four race equality staff groups with part-time secondment 

opportunities for five Black, Asian and Minority Ethnic (BAME) race leads and 

13 race equality champions, as well as a number of all staff volunteers recruited 

via a Get Ahead internal secondment campaign. Workplans have been 

developed across the following four groups: 

 

1. Race equality data monitoring group (monitoring workforce ethnicity, 

Equality Plan progress and targets)  
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2. Black Asian, Minority Ethnic staff progression group (using analytics and 

insights) 

3. Mandatory tackling racial inequality training and development for managers 

and staff 

4. Black, Asian, Minority Ethnic experience, culture and black history group 

 

12. The activities associated with the race equality groups have become more 

buoyant as the Chief Executive is also leading on the pan-London programme 

- Local authorities tackling racial inequality.  The H&F work purposely mirrors 

the pan-London work so more visible and aligned outcomes can be achieved.  

 

13. The priority themes for the London Tackling Race Inequality working group are: 

• Demonstrating leadership 

• Our role as large employers  

• Challenging and improving practice across services (best practice) 

 

14. Further equality, diversity and inclusion work conducted in 2020 is outlined 

in more detail below: 

 

• Black History Month in October was very successful with over 20 online 

events taking place for staff and residents. The ‘Experience, culture and 

black history’ staff group are planning events to take place monthly 

throughout the forthcoming year. 

 

• Declarations - the Race at Work Charter was signed by the Chief Executive 

and the Deputy Leader on 1 February 2021 during Race Equalities week.  

This will be a tool to measure our ongoing race equality improvement plan. 

 

• Benchmarking – London Councils have been approached to lead on the 

collation of data monitoring for both race equality and wider inclusion 

measures. This work is in its early stages.  

 

• Approach to assurance/accountability is under consideration including the 

possibility of peer reviews across boroughs.  

 

• Data and demographics – our Business Intelligence team is supporting with 

the collation of data for H&F particularly linked to race.   

 

• New e-learning modules were released for all staff on unconscious bias in 

June 2020 and equality and diversity in the workplace in September 2020, 

which have subsequently been made mandatory for all staff.  The 

compliance rate at the end of February was 45%, and SLT expect numbers 
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to steadily rise following a renewed communication campaign to all 

managers and staff. All new members of staff must undertake the training as 

part of their induction. 

 

• Inclusive employment - the Council aims to embed EDI into its range of 

employment support offers to all residents who are seeking employment, 

apprenticeships and/or training. The current review of the employment offer 

provides the Council with the opportunity to co-produce inclusive recruitment 

solutions with residents. 

 

• Share not declare – the implementation of the HR personnel system, 

integrated business centre (IBC), identified some gaps in personal data sets 

and staff have been encouraged to update and share personal data, 

including ethnicity.  We have improved our employee database with now only 

12% of staff (as of 3 March 2021) who have chosen not to share their 

information compared to 22% prior to the last communication. 

Activity planned for 2021 

          
15. H&F aims to be widely recognised as an Inclusive Council through a deeper 

and more visible focus on its draft Equalities Plan 2021-25 (currently subject to 

resident consultation until 30 April).  A separate report with an external focus 

will outline the objectives of the Equalities Plan and links to the current 

consultation exercise.    

 

16. Ten areas of work have been agreed with the Chief Executive as immediate 

priorities for the workforce equalities workplan as indicated in the wider linkages 

diagram on page 4.  The following highlights some of the activities that are 

taking place to address those priorities: 

a) Inclusive Employer: 

 

• A comprehensive review of our inclusive recruitment, onboarding and 

induction process has been undertaken in conjunction with colleagues from 

the H&F Way inclusive working group.  The strategic head of people and 

talent will be responsible for ensuring that actions and outcomes are fully 

addressed along with a focus on continuous improvement which will be 

further supported through outcomes arising from further reviews being 

undertaken by the newly established race equality group activities. 

 

• A virtual inclusion team was launched in January 2021, to bring together key 

officers to build an inclusion ‘community of practice’ across H&F. This group 

will also assist in the development of workplans and target setting. 
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• A further working group has been set up which is chaired by the strategic 

director for social care to tackle the barriers to inclusive employment as a 

major employer in the borough.   

 

• The strategic head of people & talent will continue to work closely with 

Economic Development to establish the H&F Apprenticeship Academy 

featuring our Earn while you Learn offer to maximise the number of 

apprenticeship opportunities in H&F and the borough and make the best use 

of the apprenticeship levy. This includes opportunities for supported 

apprenticeships. 

 

• Our learning and development offer is being overhauled to ensure it delivers 

what staff and managers need in a post-Covid world. This will start with a 

great onboarding and induction employee experience. 

b) H&F Way (Culture change initiative led by staff volunteers): 

 

• The H&F Way inclusive workplace group will work with the co-production 

strategic leads to establish a network of co-production champions across all 

six departments to support the work required to ensure that we have inclusive 

and accessible workspaces. 

 

• The group will also work with the strategic head of people and talent to 

ensure that we improve the transparency of our recruitment and 

development opportunities. 

c) Co-production: 

 

• Co-production strategic leads will be setting up a virtual co-production staff 

network to work across departments and programmes to ensure that co-

production becomes everyone’s business. More detail around our co-

production plans for the year ahead are provided in the separate, resident 

focused, equalities paper. 

d) Tackling racial inequality: 

 

• The four race equality groups (as outlined in paragraph 7) will deliver their 

six-month workplans, reporting back monthly to the Senior Responsible 

Officer (SRO) for race equality (Emily Hill) and the Chief Executive. 
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e) Robust data, insights and monitoring: 

 

• Equality data will continue to be monitored and published on the intranet, 

plus externally as required across London Councils to meet our regulatory 

requirements on gender and ethnicity pay gap reporting. 

• H&F Equalities Plan consultation feedback from residents will be monitored 

over a 12-week period and incorporated into a set of actions. This plan 

addresses the Public Sector Equality Duty created under the Equality Act 

2010. 

 

• The five Race Equality leads created a short blog and video to encourage 

staff to ‘share not declare’ their data so that we can better understand our 

ethnicity workforce data in comparison to the local communities that we 

represent. 

f) Events, memorials and celebrations: 

 

• Black History and culture events will continue to be held virtually every month 

for staff which will also be open to residents. 

• The very first Race Equality history week took place from 1-7 February. Our 

race equality leads worked with the staff Black, Asian, Minority Ethnic 

(BAME) network groups in the Royal Borough of Kensington and Chelsea 

and Westminster City Council to run 14 different events. They were very well 

attended by staff across the three boroughs and showed the strength in our 

approach to enable staff led activity, by staff for staff. 

• LGBT+ history month was celebrated in February along with a number of 

twilight webinars that staff were able to join in and ask questions of the 

keynote speakers.  

• International Women’s day on 8 March included a special guest speaker and 

a Q&A panel for staff and residents, sponsored by the Deputy Leader. 

• A survey was conducted across the workforce to inform the need and focus 

of a staff Women’s group, launched on International Women’s Day on 8 

March 2021. 

• A forward plan of monthly events is being reviewed for the year ahead. 

g) Employment policy development and oversight: 

 

• As part of our policy development programme, the existing equality, diversity 

and inclusion policy is being reviewed during 2021. 
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• Comprehensive training will be given to managers and staff volunteers on 

writing committee reports and equalities impact assessments on projects and 

programmes of change. 

Measures and performance  

 
17. Appendix 2 outlines high-level equalities benchmarking data that is collated by 

the HR Metrics Service on behalf of London Councils.  The service conducts a 

range of HR metrics surveys for the 32 London boroughs and the City of London 

Corporation which provides benchmarking and analysis to enable boroughs to: 

• compare and assess their performance across a range of HR measures; 

• work collaboratively to develop and progress best practice; and 

• tackle new challenges that require data insights. 

 

18. This basic data indicates that of the 1,973 members of staff at 31/3/20: 

 

• The average age of the workforce is 47 

• 2.2% of staff are aged between16-24  

• 45.8% of staff are aged between 50-64  

• The percentage of female workers is 56% 

• The percentage of part-time workers is 15% 

• 42% of our top earners are female   

• 12.5% of our top 5% of earners are classified as Black, Asian or Minority 

Ethnic.   

• 6.2% of our staff have indicated a disability 

• Only 2.1% of staff who have indicated a disability are top earners are 

disabled.   

 

19. Similar to our experience in relation to the collection of ethnicity data, it is 

apparent that there are large groups of the workforce who prefer not to declare 

certain aspects of their identity.   We are clear that there is still much to do, to 

raise awareness and provide reassurance around the importance of collecting 

this data. 

 

20. The benchmark data indicates that we have much more work to do to be 

representative of our community.  Further analysis of our equalities data will be 

conducted this year with support from the business intelligence team in 

conjunction with our data monitoring working group to understand our data and 

trends and to inform our priorities for action.  

 

21. The data also demonstrates the importance of our various talent schemes 

which have been introduced to attract, develop and retain the skills and people 

that we will need for the future. 
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22. Our next gender and equality pay gap reports will be published on 31 March 

2021 and will provide important intelligence to further inform existing and 

planned activities that are being developed as we make progress with our 

inclusion agenda. 

 

23. The success of our inclusion agenda will be measured through the outcomes 

of our internal staff engagement survey which will be launched in April 2021 

and will be benchmarked against the staff engagement index which was last 

measured by the Best Companies survey undertaken in 2018, indicating an 

employee engagement rate of 53%.  These surveys will be taken quarterly to 

ensure a regular temperature check on staff engagement levels and allow for 

timely interventions. 

 

24. Our race equalities working groups will develop benchmarks, standards and 

targets by April 2021 in discussion with SLT, for monthly review by the Chief 

Executive, the SRO for race equality, the assistant director for transformation, 

talent and inclusion, the Deputy Leader and Cabinet Member for Public 

Services Reform. Our aim is to ensure that our workforce profile represents the 

demographics of the local communities that we serve. 
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Appendix 1 – Hammersmith & Fulham and Workplace comparative diversity data 
sets based on the equality act protected characteristics for age, gender, disability, 
religion & ethnicity.   
 
 
Gender 
H&F Workforce February 2020 

  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Gender 
Hammersmith and Fulham resident population 2019 

 
  

Male
49.0%

Female
51.0%

Male
44.5%Female

55.5%
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Age 
H&F Workforce February 2020 

 

 
 
 
 
Age 
Hammersmith and Fulham resident population 2019  

3%

16%

23%

26%

28%

4%

0%

5%

10%

15%

20%

25%

30%

Aged 16-24 Aged 25-34 Aged 35-44 Aged 45-54 Aged 55-64 Aged 65-75

15%

26%

21%

17%

12%

9%

0%

5%

10%

15%

20%
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30%

Aged 16-24 Aged 25-34 Aged 35-44 Aged 45-54 Aged 55-64 Aged 65-75
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Ethnicity 
H&F Workforce February 2020 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Ethnicity 
Hammersmith and Fulham resident population 2019 
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Religion 
H&F Workforce February 2020 

  
 
Religion 
Hammersmith and Fulham resident population 2019 

23.8%

54.1%

1.1% 1.1% 0.6%

10.0%

0.2% 0.5%

8.4%

0%

10%

20%

30%

40%

50%

60%

No religion Christian Buddhist Hindu Jewish Muslim Sikh Other
religion

Religion
not stated

0.3%

32.0%

2.7%
0.2%

4.9%

15.4%

1.6% 0.8%

42.2%

0.0%

5.0%

10.0%

15.0%

20.0%

25.0%

30.0%

35.0%

40.0%

45.0%

Buddhist Christian Hindu Jewish Muslim
(Islam)

No religion
or belief

Other
belief /
religion

Sikhism Not Stated
/ no data
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Disability 
H&F Workforce February 2020 

  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Disability 
Hammersmith and Fulham resident population 2019 

  

6%
6%

88%

Day-to-day activities limited a lot Day-to-day activities limited a little

Day-to-day activities not limited

8.6%

91.4%

Disabled Non disabled
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Sexual orientation  
H&F Workforce February 2020 

 
  

64.7%

30.9%

2.6% 1.4% 0.3% 0.1%
0.0%

10.0%

20.0%

30.0%

40.0%

50.0%

60.0%

70.0%

No data Heterosexual
(straight)

Prefer not to say Gay man /woman Bisexual Other
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Appendix 2 – Benchmark equality data by borough @ 31.3.2020 
 
 

 

Council
Headcou

nt

Full time 

equivalen

ts

16 to 24 25 to 39 40 to 49 50 to 64
65 and 

older

Average 

age of 

workforce

Male Female

Percenta

ge of top 

5% 

earners: 

female

Asian 

(incl. 

Chinese)

Black

Mixed/M

ultiple 

Heritage

White
Other 

Ethnicity

Percenta

ge of top 

5% 

earners: 

BAME

Percentag

e of staff 

declaring 

a disability

Percenta

ge of top 

5% 

earners 

who are 

disabled

Barnet 1979 1753.65 3.2% 28.4% 22.5% 40.0% 5.8% 47.0 37.4% 62.6% 54.1 13.1% 21.3% 1.9% 62.2% 1.5% 27.6 5.6 8.6

Bexley 1604 1423.89 7.0% 28.9% 20.7% 39.0% 4.3% 45.1 24.6% 75.4% 53.75 3.6% 9.2% 2.5% 79.5% 5.2% 8.75 5.24 6.25

Brent 2365 2237.15 4.4% 32.1% 26.0% 35.2% 2.4% 44.0 36.4% 63.6% 49.2 25.6% 34.9% 4.6% 33.5% 1.4% 28.2 8.5 8.4

Bromley 1567 1351 3.6% 26.4% 23.9% 42.4% 3.7% 46.0 23.0% 77.0% 53.8 4.8% 19.6% 3.3% 71.5% 0.9% 16.7 4.2 2.6

Camden 4011 3675 2.6% 29.7% 26.2% 39.0% 2.6% 44.0 43.5% 56.5% 49.8 12.0% 25.9% 4.7% 54.8% 2.6% 17.2 4.6 3.4

City of London 2749 2623 2.1% 27.9% 23.9% 42.7% 3.5% 46.7 60.7% 39.3% 27 6.8% 9.9% 3.1% 78.0% 2.2% 7 3.8 2.6

Croydon 3517 3289.51 2.8% 28.7% 24.0% 41.1% 3.4% 46.5 66.2% 33.8% 57.8 7.0% 27.9% 5.4% 56.0% 3.7% 19.7 8.4 8.8

Ealing 2695 2503 2.7% 24.9% 24.1% 43.4% 5.0% 49.5 34.5% 65.5% 46.6 24.8% 23.4% 5.4% 44.5% 1.8% 16.2 4.2 2.4

Enfield 3129 2821 3.9% 26.7% 24.7% 40.8% 4.0% 47.5 37.6% 62.4% 49.4 7.6% 22.5% 4.0% 64.4% 1.5% 16.6 4.8 6.4

Greenwich 3751 3522 3.0% 27.5% 21.3% 44.9% 3.2% 47.0 44.3% 55.7% 43.6 7.1% 21.3% 3.7% 67.3% 0.5% 18.3 5.1 3.5

Hackney 4371 4066.14 3.4% 32.2% 25.1% 37.1% 2.3% 44.8 46.3% 53.7% 49.08 12.0% 36.5% 5.8% 44.6% 1.2% 28.99 6.41 3.41

Hammersmith 1973 1837 2.2% 26.7% 22.4% 45.8% 2.9% 47.0 44.3% 55.7% 42.7 9.2% 29.9% 6.9% 53.0% 1.1% 12.5 6.2 2.1

Haringey 2065 1875 1.6% 22.8% 27.3% 45.4% 3.0% 47.6 34.6% 65.4% 50 10.8% 37.2% 4.9% 44.7% 2.3% 25 6.7 2.1

Havering 2461 2047 3.1% 24.9% 24.4% 42.8% 4.8% 46.2 32.7% 67.3% 55.7 2.5% 5.8% 1.2% 89.5% 1.0% 12.2 14.8 16.7

Hillingdon 2682 2237 5.5% 28.7% 23.6% 37.9% 4.3% 45.0 35.7% 64.3% 51.5 17.2% 11.4% 2.5% 67.0% 1.8% 13.4 2.3 1.5

Hounslow 2263 2039 3.5% 28.4% 24.0% 39.2% 5.0% 46.0 32.7% 67.3% 63.7 27.0% 15.1% 3.4% 51.8% 2.7% 24.8 4.2 2.7

Islington 4586 4239 2.7% 27.2% 25.1% 41.4% 3.6% 46.0 47.1% 52.9% 55.6 8.6% 28.5% 4.9% 56.3% 1.7% 19.3 17.8 19.3

Kensington 2274 2144.2 2.5% 30.9% 24.0% 39.2% 3.4% 46.0 39.5% 60.5% 38.2 8.2% 21.3% 6.4% 61.1% 2.9% 12.75 6.8 6.9

Kingston 1153 938 5.4% 30.0% 22.2% 38.7% 3.7% 45.0 40.8% 59.2% 51.6 9.3% 7.7% 3.5% 77.8% 1.7% 11.4 4.8 2.7

Lambeth 2451 2338.23 1.3% 27.2% 25.3% 42.1% 4.1% 46.8 39.3% 60.7% 45.7 8.9% 45.2% 4.3% 40.5% 1.0% 35.1 8.8 1.3

Lewisham 2375 2150 2.3% 23.2% 24.1% 45.9% 4.4% 47.8 38.4% 61.6% 61 3.7% 36.1% 4.5% 54.1% 1.6% 15 3.8 3

Merton 1731 1545.91 3.1% 21.7% 23.1% 46.8% 5.4% 48.0 31.9% 68.1% 48.84 8.4% 20.8% 3.4% 66.3% 1.0% 11.43 5.61 6.15

Newham 3434 3189 4.5% 30.0% 22.4% 39.6% 3.4% 45.1 43.5% 56.5% 57.4 26.1% 26.8% 3.1% 42.4% 1.6% 43.2 6.5 6.7

Redbridge 2598 2001 3.7% 23.2% 23.9% 43.6% 5.6% 47.6 36.8% 63.2% 58 26.2% 19.2% 3.3% 50.2% 1.1% 38 5.3 5

Richmd/Wands 3248 2977 3.4% 27.3% 22.8% 43.2% 3.2% 46.2 39.2% 60.8% 40.8 7.6% 25.9% 4.3% 60.2% 1.9% 13.2 8.3 5.7

Southwark 4183 3994 3.7% 28.5% 23.1% 41.9% 2.8% 46.3 51.5% 48.5% 45.2 6.3% 38.0% 4.0% 48.7% 3.2% 21.4 6.1 5.3

Sutton 1210 1088 6.3% 30.7% 23.7% 37.4% 1.9% 44.0 26.5% 73.5% 59.9 7.3% 15.0% 2.6% 73.9% 1.3% 15.3 3 1.2

Tower Hamlets 3776 3288 1.5% 31.9% 25.8% 38.0% 2.8% 45.0 35.9% 64.1% 52.4 34.6% 22.8% 2.7% 38.5% 1.3% 30.1 6.3 8.5

Waltham Forest 2471 2150 2.6% 25.2% 24.4% 43.9% 3.9% 47.0 31.2% 68.8% 45.2 15.5% 34.8% 2.9% 42.6% 4.1% 19.3 2.5 2.2

Westminster 2461 2340.34 4.7% 36.3% 24.5% 32.1% 2.5% 43.3 43.4% 56.6% 40 11.4% 19.6% 4.6% 61.6% 2.8% 12.6 9.8 5.2

Total 81133 73683.02 3.3% 28.1% 24.1% 40.9% 3.6% 46.1 41.1% 58.9% 49.92 13.0% 25.4% 4.0% 55.7% 1.9% 19.7 6.3 5.4


