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our staff, it became clear that it will take much longer 
to achieve this change in our population of skilled 
trade operatives. We recognise that doing it right will 
take more time and that we need to collaborate with 
industry bodies and some of our rivals to attract, 
encourage and train new colleagues to succeed in 
these vital trade-based roles.

My greatest personal lessons came from being 
a participant in the first cohort of our Reverse 
Mentoring programme. My wonderful mentor, Lisa, 
has done so much to help me understand the hugely 
positive impacts that privilege and the absence of 
the innumerable, exhausting obstacles and wearing 
discourtesies faced by so many others have had 
on my life and my career. Lisa helped me see more 
clearly than before the ways in which society is still 
set up to the advantage of people like me, and to 
accept that although I have worked hard, my story 
is not one of overcoming difficult odds. Instead, it’s 
a story of playing out odds that have consistently 
been in my favour. This acceptance has intensified 
my determination to ensure that our business treats 
everyone fairly; that everyone working at Wates feels 
comfortable enough to do their best work and is 
given the support they need to thrive and fulfil  
their potential.

Although we have much, much more to do, I’m  
proud of what we have achieved so far. We honoured 
our commitment to offering more equitable family 
leave, even in the most challenging months of the 
pandemic. We launched an innovative flexible 
working policy and are training hundreds of managers 

and leaders through our Inclusive Leadership (or 
iLead) programme. We committed ourselves to 
being actively and consistently anti-racist and are 
supporting the CBI’s Change the Race Ratio campaign. 
We have set up employee networks to support 
under-represented groups and attended Birmingham 
Pride for the first time. Above all, I have been 
encouraged by the enthusiasm with which so many 
colleagues have committed to their own learning and 
development. In our second Inclusion Month this 
October, more than 1,100 colleagues participated in 
a series of events aimed at helping them to become 
more intentionally inclusive. Cumulatively, these steps 
are taking us closer to our ambition of being  
a truly inclusive organisation. 

I hope that this report gives my colleagues 
confidence that, together, we are making progress 
and that readers from outside the Wates Group find 
in it something that is useful in their own journeys. 

David Allen 
Chief Executive, Wates Group

Pronouns * : he / him / his

The Construction and Built Environment sector is 
one of the biggest employers in the UK. It is also 
one of the least diverse. If the sector is to meet the 
challenges and seize the opportunities that lie ahead, 
we must open our doors to talent from all parts of 
the society we serve. 

As one of the largest businesses in  
the built environment, I believe Wates 
has a central role to play. That’s why 
my ambition is for us to be a truly 
inclusive employer: an organisation in 
which all talent is welcomed, included 
and connected, and to which people 
are proud to belong. 
In 2019 we set out on a journey to make our business 
more representative of the communities we serve. 
We defined the changes we want to make to the 
structure of our workforce by the end of 2025. 
This report summarises our progress so far and 
acknowledges that we have much further to go  
on our journey to improve inclusion and diversity  
at Wates and in the industry.

We have learnt a lot during the first part of this 
journey. Some of these valuable lessons were 
organisational and some were personal. For example, 
as we made changes to help us achieve our 2025 
targets for greater diversity of representation across * To find out more about why I share my

pronouns, please visit www.mypronouns.org

A letter from our Chief Executive
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Colleagues

Be the employer of choice for 
diverse talent, and a workplace 
where everyone is confident to 

be their authentic selves

Communities

Helping make a career in 
construction accessible and help 
open doors to all parts of society

Customers and Suppliers 

Collaborate with our customers 
and supply chain to enable 
a fairer, equitable and more 

inclusive society

A representitively balanced organisation, reflecting the communities we serve, where each 
individual feels a sense of belonging. We will help build an industry which demonstrates  

through action the commitment to inclusion and equality.

Our approach to Inclusion and Diversity (I&D) Becoming a force for good: 
#WatesTogether
In July 2019 we published our Inclusion  
and Diversity strategy: #WatesTogether. 
It set out our ambitions and action plan 
to achieve our goals by 2025.
In this document, we share our progress  
and hold ourselves accountable toward  
those goals: to become a business where 
everyone is welcomed, included and 
connected. A business where we look out 
for each other and a safe place in which 
everyone can be themselves.
The first 24 months of our plan were carried 
out against the backdrop of the pandemic. 
While it changed the way we work and 
connect, it also brought into sharp focus the 
need to prioritise Inclusion and Diversity, 
and the need to establish strong foundations 
upon which to continue building.
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WATES TOGETHER
Will be a business where everyone is welcomed, included and connected

4 Inclusion & Diversity Report



J U L

Inclusion & Diversity  
Strategy Published

2019Our goals for improving diversity at Wates
Our Progress 
since 2019
While we still have a long way 
to go on our journey, we have 
made great strides since we first 
published our I&D strategy in 2019. 
Our timeline shows the many 
activities that have taken place 
over the last two years to improve 
Inclusion and Diversity at Wates.

Early Careers (latest intake)

TODAY 2025

Across all levels in our business

32%
Female

50%
of early career 

intake are female

5%
of new recruits are 

career returners

39%
Ethnic Minorities

WHERE ARE WE TODAY
Current population data

WHERE WE WILL BE BY 2025
Our targets as defined in our 2019 I&D strategy

10%

20%

30%

40%

50%

Current population

Measuring our progress

2025 target

Women Ethnic 
Minorities

LGBTQ+ People with 
Disabilities* Current figures are correct as at December 2021 and are based on non-operative population. ** Self identification data from the latest Inpulse, our employee engagement survey.

We are not currently tracking returners, but will do so from 2022.

5%
2025

3%
2025

3%
TODAY

29%
TODAY

13%
TODAY

40%
2025

20%
2025

3%
TODAY

Our aim for  
inclusion at Wates
Wates’ aim is to be a organisation where every 
colleague feels psychologically safe and knows 
that they can be themselves, while building a 
meaningful career of choice.

VS.

VS. VS.

VS.VS.

Women*

LGBTQ+**

Ethnic Minorities*

People with Disabilities**
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Wates certified 
Disability Confident 
Committed

Launch of updated  
Family Leave Policies
“ Taken together these policies show a ground-breaking 
intention to enable colleagues to combine their work 
with their other life commitments, including family in 
all its forms. As advisors supporting the policy launch, 
every question we have asked about the detail has 
been answered in a way that shows most flexibility and 
most interest in supporting colleagues. They have also 
shown a strong commitment to making polices inclusive, 
insisting on language that recognises the diversity of 
family life in the 21st century.”

Bright Horizon UK, leading provider of Childcare 
Solutions and Work Life Balance

Kick off of gRace and 
Allies network, Wates’ 
Race and Ethnicity-
linked network

Reverse Mentoring 
Programme launch
Our Reverse Mentoring programme pairs White 
leaders with colleagues from underrepresented 
ethnicities (Black, Asian, Mixed Ethnicities and 
Other Ethnic Groups) to support a deeper 
understanding of how race shapes individuals’ 
lived experience. Our CEO and members of the 
Group Executive Committee have been mentees 
among the two cohorts of 12 pairs to date. The 
programme has so far proven to be a powerful 
enabler, inspiring action with the potential to 
change organisational norms and culture, one 
conversation at a time.

Wates hold first Race 
& Ethnicity Listening 
Group
Wates held its first Race & Ethnicity 
Listening Group with colleagues 
from Black, Asian and Minority 
Ethnicities to acknowledge systemic 
inequities perpetuating exclusion and 
understand lived experiences in order 
to create a more equitable experience 
for all employees at Wates.

Launch of iLead: Inclusive 
Leadership Programme
Creating an inclusive workplace begins with 
intentional action. To support leaders in building 
their inclusive leadership skills, we offer a 2-part 
Inclusive Leadership Programme. ‘iLead’ aims 
to build understanding of how our bias and 
privilege intersect with decision making, provide 
tools and resources to spot and change non-
inclusive behaviours such as microaggressions, 
and reinforce small positive behaviour changes 
through ongoing nudges. To date, all of Wates’ 
Senior Leadership Group (c.65) and 50% of our 
Operational Leaders have participated in iLead.

Wates publish  
Gender Pay Gap report, 
despite COVID-19 
pausing mandatory 
requirements

Launch of the Microaggression 
education pilot in 
Construction
 Senior leaders were tasked with running 
microaggression education sessions across their 
projects as part of this pilot. The conversations 
led to the insight that for sustained change, a peer 
learning approach may be even more powerful. 
Hence a pivot to an approach to upskill site based 
colleagues to drive action on microaggressions. 
The pilot reinforced the importance of balancing 
top-down with bottom-up, peer learning 
approach to encourage conversation at both ends 
of the organisation.  
We re-launched with a new pilot in October 2021.

Launch of the 
recruitment pilot  
in Construction
In our Construction business 
unit, from October 2020 to 
March 2021, we trialled new 
recruitment interventions to 
help debias our process.

Launch of Parents and Carers 
Network and BuildOut 
Together (LGBTQ+ network)

Wates joins  
Building Equality

Launch of  
Anti-Racism 
Plan

J A N M A R S E P

Wates celebrates 
inaugural  
Inclusion Month
Our first annual Inclusion Month was 
launched to coincide with National 
Inclusion Week, and featured a range 
of activities, webinars and internal 
news stories focused on inclusion. 
Around 10% (306) of colleagues 
engaged with these activities.

F E B J U L O C T D E CN OV

2020
*

*

*

*

* For more information, 
see page 9
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https://www.wates.co.uk/wp-content/uploads/2020/01/Committed-DCS018725.pdf
https://www.wates.co.uk/wp-content/uploads/2020/01/Committed-DCS018725.pdf
https://www.wates.co.uk/wp-content/uploads/2020/01/Committed-DCS018725.pdf
https://www.wates.co.uk/articles/news/wates-boosts-parental-leave-and-introduces-carers-leave-in-overhaul-of-family-friendly-policies/?hub=who-we-are--diversity-and-inclusion
https://www.wates.co.uk/articles/news/wates-boosts-parental-leave-and-introduces-carers-leave-in-overhaul-of-family-friendly-policies/?hub=who-we-are--diversity-and-inclusion
https://solutions.brighthorizons.co.uk/
https://solutions.brighthorizons.co.uk/
https://www.wates.co.uk/wp-content/uploads/2021/04/Gender-Pay-Gap-Report-2-pages.pdf
https://www.wates.co.uk/wp-content/uploads/2021/04/Gender-Pay-Gap-Report-2-pages.pdf
https://www.wates.co.uk/wp-content/uploads/2021/04/Gender-Pay-Gap-Report-2-pages.pdf
https://www.wates.co.uk/wp-content/uploads/2021/04/Gender-Pay-Gap-Report-2-pages.pdf
https://www.wates.co.uk/wp-content/uploads/2021/04/Gender-Pay-Gap-Report-2-pages.pdf
https://www.buildingequalityuk.com/
https://www.buildingequalityuk.com/
https://www.wates.co.uk/articles/news/wates-dedicates-month-of-october-to-inclusion/
https://www.wates.co.uk/articles/news/wates-dedicates-month-of-october-to-inclusion/
https://www.wates.co.uk/articles/news/wates-dedicates-month-of-october-to-inclusion/


Wates becomes 
Business Disability 
Forum member

Wates signs 
up to the CBI 
Change the 
Race Ratio

Wates partner 
with Working 
Families on  
the #FlextheUK 
campaign

Led by the BuildOut 
Together network, 
Wates Group walk 
at its first Pride at 
Birmingham

Set up of the 
Disabled and  
Allies network

Diversity Dashboards 
become part of 
monthly and quarterly 
reporting at ExCo.
Dashboards give leaders clear insight 
into progress towards diversity targets, 
helping identify areas of focus.

Construction Group 
experiments with ‘One 
Simple Thing’
The ‘One Simple Thing’ pilot 
encouraged colleagues to think about 
the small changes they can implement 
in their weekly working practices to 
enhance their work/life quality, then 
determine how to make it work for 
themselves and their teams.

Accessibility 
standards added  
to Project Initiation 
Document
With the inclusion of Accessible 
standards requirements for our 
IT suppliers, Wates is ensuring 
systems are accessible for all 
colleagues from inception, 
rather than an afterthought.

Wates participate 
in the Greater 
London Authority’s 
Workforce 
Integration Network 
(WIN) Design Labs
The year-long programme of 
support aimed to catalyse 
sustainable change for building 
inclusive workforces.

Published our Flexible 
Working Principles
Flexible working is about rethinking where, 
when and how work can be done, in a way that 
maintains or improves delivery for our customers, 
while benefiting our employees.

We are strategically reviewing all roles on an ‘if not, 
why not?’ basis, informed by six guiding principles: 

- Flexible Working is for everyone
- Mutually beneficial
- About the Team
- Involves give and take
- Leader led
- Context Matters

This approach encourages us to make flexibility 
work for our business. It opens conversations 
between managers and teams around what is 
possible when focusing on achieving outcomes. 

Launch of the Anti 
Bullying Harassment 
(ABH) Policy
Wates has a zero-tolerance approach 
to inappropriate behaviour, including 
bullying and harassment. In March 2021, 
the launch of the ABH policy saw this 
embedded as a way of working. In 
addition to procedural aspects, the policy 
signposts escalation routes for colleagues 
if they were to experience bullying or 
harassment, including an independent, 
confidential third-party reporting line. 

BuildOut Together leads 
Wates in celebrating 
LGBTQ+ History Month

Inclusion Hub 
intranet launch, 
including first ever 
report on inclusion 
and diversity data

Pronouns in email signatures
Group Public Sector Director and Executive 
Sponsor of BuildOut Together network, Steve 
Beechey shares how a small action like adding 
pronouns to email signatures is a significant step 
towards inclusion.

Language is critical to being more inclusive. I 
now consciously include my pronouns in my 
email signature. I’d encourage everyone to 
start there, if you are thinking how to show 
your commitment to LGBTQ+ inclusion. This 
seemingly small action is a big gesture. This 
tells your colleagues that you are not making 
an assumption about anyone’s identity. You 
also open a door to conversation about 
gender identity in the workplace.

Wates joins 
10,000 Black 
Interns 
initiative, 
committing to 
onboarding 5 
interns

J A N M A R J U N S E PF E B A P R J U L

2021

*

*
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https://businessdisabilityforum.org.uk/
https://businessdisabilityforum.org.uk/
https://businessdisabilityforum.org.uk/
https://changetheraceratio.com/
https://changetheraceratio.com/
https://changetheraceratio.com/
https://changetheraceratio.com/
https://www.wates.co.uk/articles/campaigns/flex-the-uk-campaign/?hub=who-we-are--diversity-and-inclusion
https://www.wates.co.uk/articles/campaigns/flex-the-uk-campaign/?hub=who-we-are--diversity-and-inclusion
https://www.wates.co.uk/articles/campaigns/flex-the-uk-campaign/?hub=who-we-are--diversity-and-inclusion
https://www.wates.co.uk/articles/campaigns/flex-the-uk-campaign/?hub=who-we-are--diversity-and-inclusion
https://www.wates.co.uk/articles/campaigns/flex-the-uk-campaign/?hub=who-we-are--diversity-and-inclusion
https://www.linkedin.com/posts/callum-gregg-a37703122_proud-activity-6847853649406791680-4myW
https://www.linkedin.com/posts/callum-gregg-a37703122_proud-activity-6847853649406791680-4myW
https://www.linkedin.com/posts/callum-gregg-a37703122_proud-activity-6847853649406791680-4myW
https://www.linkedin.com/posts/callum-gregg-a37703122_proud-activity-6847853649406791680-4myW
https://www.linkedin.com/posts/callum-gregg-a37703122_proud-activity-6847853649406791680-4myW
https://www.theequalgroup.com/post/the-equal-group-design-labs-press-release-jan-2021
https://www.theequalgroup.com/post/the-equal-group-design-labs-press-release-jan-2021
https://www.theequalgroup.com/post/the-equal-group-design-labs-press-release-jan-2021
https://www.theequalgroup.com/post/the-equal-group-design-labs-press-release-jan-2021
https://www.theequalgroup.com/post/the-equal-group-design-labs-press-release-jan-2021
https://www.theequalgroup.com/post/the-equal-group-design-labs-press-release-jan-2021
https://www.wates.co.uk/articles/campaigns/flexible-working/?hub=who-we-are--diversity-and-inclusion
https://www.wates.co.uk/articles/campaigns/flexible-working/?hub=who-we-are--diversity-and-inclusion
https://www.10000blackinterns.com/
https://www.10000blackinterns.com/
https://www.10000blackinterns.com/
https://www.10000blackinterns.com/
https://www.10000blackinterns.com/
https://www.10000blackinterns.com/
https://www.10000blackinterns.com/


Wates marks UN 
International Day 
of Persons with 
Disabilities with ‘Power 
of Inclusion’ session
Paralympic athlete Will Bayley, who 
is sponsored by Wates, shared his 
perspective on how language can 
shape an inclusive or exclusionary 
experience for a person with disability.

We are delighted to retain the gold 
accreditation, which recognises 
what we’re trying to achieve as a 
Group. We are proud of our razor-
sharp focus on employee wellbeing, 
performance and inclusion, which is 
central to our drive to become one of 
the UK’s most progressive, trusted and 
sustainable businesses.

David Allen 
Chief Executive of Wates Group

 I found this session so informative and 
really eye opening. I had no idea how 
far my unconscious bias and privilege 
actually went and always thought I was 
considerate and understanding of others. 
This session has inspired me to ask the 
difficult questions and challenge my own 
behaviours. It also opened up aspects of 
my life where I haven’t been privileged and 
challenge others.

Post-course survey feedback 

Launch of internal 
campaign “You’re 
pretty clever for a 
builder” to tackle 
microaggressions 
across all sites

Wates celebrates second 
annual Inclusion Month
1,100 employees were engaged with 
Inclusion month, representing 30% of the 
population, a 3 x increase on 2020. 

More than 800 employees signed up for 
the Inclusion Basics virtual learning session, 
piloted during Inclusion Month. Self-
assessment indicates that understanding of 
bias and privilege increased from 6.28 to 8.6 
as a result of this session.       

Making Inclusion tangible: 
All colleagues asked to 
have an objective around 
inclusion and diversity 
from 2022
At the Group Roadshow, CEO David Allen 
introduced our Performance Wheel, 
summarising five key performance priorities: 
Safe, Profitable, Diverse and Inclusive, 
Sustainable, Quality. From 2022 everyone in 
the business is required to define personal 
objectives linked directly to Inclusion and 
Diversity and Sustainability, to reinforce 
the impact all individuals can make against 
these two priorities.

O C T D E C

98%
colleagues found that 

Inclusion Month sessions 
helped in increasing 

awareness of inclusion 
concepts

You’reprettycleverfor a builderYou know that assumptions like this one 
aren’t fair. Yet some of us are on the receiving 

end of far too many comments just like it.
We can all make each other feel welcome 
at Wates. It’s up to each of us to draw a line 

between banter and microaggressions. 
Being inclusive isn’t hard. Sometimes, it’s 
what you don’t say, rather than what you do. #WatesTogether

CREATING TOMORROW TOGETHER

wates.co.uk

Wates retains its 
Gold Investors 
in People (IiP) 
accreditation 
following a rigorous 
assessment process

More likely to identify a microaggression

Comfortable calling out a microaggression

Aware of ABH policy

Know what to do if you experience B&H

Know how to call it out  
(i.e have the skills to call it out)

82%
74%

96%

91%
91%

cont.
Creating Tomorrow 
Together - Respect and 
Inclusion pilot begins
Following the first cohort, 82% of 
participants said they were more likely 
to identify a microaggression, with 96% 
comfortable calling it out.

We look forward to 
continuing our Inclusion 
journey in 2022, and 
plans are underway to:
•  improve gender equity by engaging

with 125 women to celebrate Wates’
125 year anniversary

•  continue our iLead programme

•  roll out recruitment changes
more widely across business units

•  further our campaign against
microaggressions

•  celebrate Inclusion Month

•  Publish a Fair Pay report which
includes gender and ethnicity
pay gap reporting

2021
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https://www.wates.co.uk/articles/campaigns/sir-james-wates-will-bayley-mbe-in-conversation/
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https://www.wates.co.uk/articles/news/wates-group-strikes-gold-again/
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https://www.wates.co.uk/articles/news/wates-group-strikes-gold-again/
https://www.wates.co.uk/articles/news/wates-group-strikes-gold-again/


Reviewing our Recruitment 
processes and practices
Our recruitment focus has been on debiasing our processes to enable us to hire 
the best talent for the role. We started with 4 initial priorities: 

1  Balancing candidate pools at sourcing stage to ensure we are attracting  
and hiring from a wider more diverse pool, beyond the traditional talent pools

2  Anonymising CVs, removing personal identification markers from for mid to 
senior level roles, to eliminate unconscious bias at shortlisting stage

3   Advertising all jobs with at least one alternate working pattern with a default of  
flexible working available, to support the recently launched Flexible Working Principles 

4   Routing referral candidates into balanced candidate pools, (rather than fast-tracking), 
and for externally advertised roles ensure at least two candidates are to be interviewed 
for the role before an offer can be made

We also:

•  Started utilising a gender decoder for role descriptions to ensure language is inclusive

•  Reviewed our Priority Supplier Lists (PSL) to ensure we work with partners who are aligned
with our vision and will help in attracting wider candidate pools

•  Ran pilots partnering with specialist groups such as Women in Construction, Black
Professionals in Construction, and myGwork to reach out to a wider pipeline of talent

•  In addition, we piloted workshops to raise awareness of unconscious biases that could impact
the hiring and selection process for assessors at our early career assessment centres. This
proved effective: after our first intake of assessors into the course, our intake comprised 50%
female trainees. This workshop is being extended to all assessors in 2022

Refreshing our  
Family leave policies
Effective from May 2020, our refreshed family friendly policies are 
market-leading and progressive, enabling parents and carers to be 
with their family for key life events. Updated policies include: 

 Maternity Leave

52 weeks fully paid, with 26 weeks full pay, 13 weeks Statutory 
Maternity Pay (SMP) and 13 weeks SMP equivalent

Enhanced Adoption and Shared Parental Leave

Market-leading levels of enhanced pay, with flexibility of usage – 
not pinned to the birth or adoption date 

Paternity/Partner Leave (PPL): 

Eight weeks paid leave. Renamed PPL to recognise modern families, this leave 
 is offered in addition to, rather than sharing with Maternity/Adoption leave. 
In its first 18 months: 71% of PPL users have taken the full entitlement,  
with 95% taking more than statutory leave

 Bereavement Leave

Enhanced from five days to two weeks. To offer flexibility and support, 
leave can be taken in two blocks within a year of the bereavement

Carer Leave: 

New leave type for colleagues to utilise in caring for immediate family,  
with up to four weeks of unpaid leave per year. To offer flexibility, leave 
can be taken one day at a time

Our Employee 
Networks
In 2020, the formation of four new employee networks extended the support 
available to colleagues. All networks are employee-driven, offering a sense of 
belonging and a safe place to share challenges, seek support and build connections. 
In addition to the Wates Women network, Wates colleagues established gRace and 
Allies, race and ethnicity aligned network; LGBT+ aligned network, BuildOut Together, 
the Parents and Carers network and the Disabled and Allies network focussing on 
disability inclusion. Each employee network is sponsored by a member of Group 
Executive Committee, with all sponsors participating in extensive listening groups to 
understand colleague feedback and drive action.

Wates Women Est: 2018

Executive Sponsor: David Brocklebank 

Highlight: Instrumental in bringing the conversation about Menopause to the forefront 
through experience sharing and education for colleagues and their managers.

Parents and Carers Est: October 2020

Executive Sponsor: John Dunne

Highlight: Partnered with Carers UK to raise awareness of the support needed 
by carers and brought Carers leave policy to life through colleague stories. 

BuildOut Together Est: October 2020

Executive Sponsor: Steve Beechey 

Highlight: Led Wates participation in its first ever Pride parade on 
25th September 2021 at Birmingham Pride.

gRace and Allies Est: November 2020

Executive Sponsor: Helen Bunch

Highlight: Published a Cultural Calendar which informs colleagues  
of various religious and cultural celebration helping raise cultural awareness.

Disabled and Allies Est: September 2021

Executive Sponsor: David Morgan 

Highlight: Our newest network is focused on sharing stories and raising awareness  
to support disability inclusion, accessibility and workplace adjustments and upskilling 
managers to create more equitable and inclusive environments.

Our key inclusion activities
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A message from 
Nikunj Upadhyay
Group Inclusion and Diversity Director

The past 18 months have been tough and at times unyielding: a global pandemic,  
a social crisis with its roots in racial inequities, and upheavals of massive magnitude. 
However, it is also true that they have been tougher, more difficult and more demanding 
on those already experiencing inequities. 

The way forward is to come together and work towards a higher goal; of making our 
society equitable for everyone, whoever they are. And for most of us, this starts with 
our own organisations. 

Exhausted as we may be, this is not the time to rest. Instead, it is the time to challenge 
every process, every policy, every action that is not underpinned by fairness and equity. 
It is a time to recognise our privilege and reach out to bring someone on the outside 
in. It is time to speak up and stand out, to listen and extend support and be an ally - to 
friends and to colleagues. 

As an organisation, we are determined to continue building a more inclusive organisation 
where talent finds opportunity and a community of support - so together we make 
Wates and the world better, one action at a time.

Our five action areas
All of our inclusion activities are linked 
to our five areas of action

1
2
3
4
5

 Attract and hire from  
a wider, more diverse pool

Create a psychologically 
safe space to work

Offer fair and equal  
opportunities to all colleagues

Create a systemically fairer place 
to work (systemic fairness)

Create a more intentionally 
inclusive workplace

Pronouns: 
she / her / hers
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