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The Diversity of our Workforce (2025/26)

Introduction 

Equality, Diversity and Inclusion (ED&I) has continued to be a high priority for Community Gateway as we have completed the second year of our new corporate plan which spans 2024-2030.

Diversity in the workplace is important for many reasons. It helps us come up with new ideas, creates a culture where people feel they belong, and helps us give better service to our customers.

We have continued to build on our values and behaviours, along with our inclusive customer service training. This helps our colleagues put tenants first in everything they do. It also supports them to understand different needs, make reasonable adjustments, recognise vulnerabilities, and promote equality, diversity and inclusion in their work.

This year we have met 4 out of 5 targets as shown below. Our median gender pay gap has worsened slightly, by 0.02%. 

	Target area
	Target 2025/26
	Performance 2025/26
	Performance 2024/25
	Percentage Change

	Percentage of colleagues aged 30 years old and under
	10.00%
	13.55%
	11.89%
	1.66%

	Percentage of colleagues aged 55 years old and over
	12.00%
	20.97%
	20.98%
	-0.01%

	Percentage of ethnic minority colleagues
	11.50%
	14.52%
	12.59%
	1.93%

	Percentages of colleagues identified as having a disability
	7.00%
	9.35%
	9.79%
	-0.44%

	Our median Gender Pay Gap

	8.00%
	8.18%

	8.16%

	-0.02%



As at the end of 2025/26, CGA employed 310 colleagues (excluding those employed at our subsidiary organisation, Preston Vocational Centre).  We aim to be reflective of the communities we serve, and our workforce data has been reviewed and compared with census data for Preston and information we hold about our tenants.




Gender
40.97% of our colleagues identify as female, and 59.03% identify as male. Currently, no colleagues identify in any other way. 

Our gender split at each level within the organisation is shown below.  The percentage of female colleagues has increased over the past 12 months, and our leadership team has an equal proportion of male and female colleagues.

However, there is still a difference between our current representation and that of Preston as a city, and our tenant base.


	Gender
	CGA colleagues & Team Leaders
	CGA middle managers
	CGA senior managers and directors
	Overall CGA Colleagues

	Preston census 2021
	Tenant profile 2025/26

	Female
	38.20%
	61.29%
	50.00%
	40.97%
	50.10%
	61.43%

	Male
	61.80%
	38.71%
	50.00%
	59.03%
	49.90%
	38.48%

	Other 
	0.00%
	0.00%
	0.00%
	0.00%
	Not collected
	0.04%



Age 

To help shape our colleague wellbeing and benefits offer, we need to understand the age profile of our workforce.  This is also important for workforce planning, so we can plan for the future and make sure we have the right support and skills in place.  The following chart shows how we compare to previous years. 

	Age bands
	CGA colleagues 2025/26
	CGA colleagues 2024/25
	Percentage Change
	Preston census 2021
	Tenant profile 2025/26

	16-24
	4.84%
	3.85%
	0.99%
	33.93%
	3.29%

	25-34
	16.45%
	17.83%
	-1.38%
	14.71%
	15.28%

	35-44
	32.58%
	32.87%
	-0.29%
	12.90%
	22.63%

	45-54
	25.16%
	24.48%
	0.68%
	12.48%
	19.23%

	55-64
	19.68%
	19.58%
	0.10%
	11.50%
	17.65%

	65 and over
	1.29%
	1.40%
	-0.11%
	14.75%
	21.92%



We have compared our workforce data with local census data and information about our tenants. 
Our workforce is likely to have fewer 16–24-year-olds than the local population, due to the school leaving age and the fact that many people stay in education beyond this.  

There are more people aged 65 and over living in our properties than in our workforce. This is not surprising, as people may retire around this age and we provide many homes for older people.

Ethnicity
We ended the year with 45 employees from ethnic minority backgrounds, which is 14.52% of our workforce. This is above our target of 11.50% and higher than last year.  We have also seen an increase in the number of colleagues from ethnic minority backgrounds in middle and senior management roles, and these populations now reflect the make-up of our overall workforce.

We have carried out analysis of our recruitment statistics for the year.  Almost 39% of all job applicants identify as belonging to ethnic minority groups which is similar to last year.  31.42% of candidates who are shortlisted identify as belonging to ethnic minority groups – an increase of almost 3% on last year.  However, there was an 8% decrease in of successful candidates from ethnic minority groups who represented 13.20% of job offers.  We have reviewed our recruitment information to understand what might have led to this drop and found no evidence of any barriers or unfair or discriminatory practices.  We will continue to monitor this over the coming year. 

We have continued to use the ‘Rooney Rule’, offering an interview to applicants from ethnic minority backgrounds if they are close to the shortlisting cut-off.

We also provide recruitment and equality, diversity and inclusion (EDI) training to all hiring managers. The People Team support the recruitment process by reviewing interview questions and assessments, and by giving coaching and feedback to managers.

Comparison data indicates that our colleague profile does not yet reflect the proportion of individuals from ethnic minority groups living in Preston and within our homes as shown below.  

	 
	CGA Colleagues
	Preston Census 2021
	Tenant profile 2025/26

	Percentage identifying as from an ethnic minority group
	14.52%
	33.90%
	21.82%



21.82% of our tenants come from ethnic minority backgrounds. Tenants from White – English/Scottish/Welsh/Northern Irish/British backgrounds represent the largest group, making up 76.65% of our tenant base, compared to 84.52% of CGA employees. Amongst our tenants, those identifying as 'White – Other' make up 9.71%, the second-largest group, whereas only 1.94% of CGA employees identify in this category.

Disability
At the end of 2025/26 28 (9.35%) of our colleagues are considered to have a disability.  This is a slight decrease from last year but surpasses our target of 7% for all colleagues.  A further 13.55% have declared a long-term health condition which impacts their day-to-day life.  

We have continued to support colleagues with a disability or long-term health condition by promoting our mental health first aid support, sharing information and providing training about reasonable adjustments, and offering coaching. We also provide flexible working arrangements where we can, along with tailored support through occupational health and other specialist services.

We have also become a Hospice UK ‘Compassionate Employer’, giving colleagues access to support for bereavement, caring responsibilities and terminal illness.

	 
	CGA Colleagues
	Preston Census 2021
	Tenant profile 2025/26

	Percentage of people declaring a disability
	9.35%
	18.20%
	We do not collect this separately.

	Percentage of people declaring a disability or long-term health condition
	22.90%

	24.40%
	29.95%



Looking at the comparison data we hold, 29.95% of our tenant population have declared a disability or long-term health condition, and 24.40% of the Preston population (2021 census data).   

As a Disability Confident Employer, we offer applicants who declare a disability the opportunity to opt in to our guaranteed interview scheme.   This means that if the person meets the minimum criteria for the role, they are offered an interview.  We also give candidates the chance to tell us about any reasonable adjustments they may need to help them take part in interviews or assessments, and we support hiring managers to put these in place.

7.13% of our job applicants declared a disability (an increase of 0.81%) and 8.33% of all shortlisted candidates identified as having a disability (an increase of 1.33%).  6.60% of job offers were made to candidates who identified themselves as having a disability.

We continue to promote an inclusive culture but understand that some people may not feel comfortable sharing a disability during the recruitment process. It is encouraging that many colleagues choose to share this information once they start working with us, so they can access the right support.
Diversity in Leadership 
Equality, diversity and inclusion (EDI) is championed at a leadership level with a dedicated Board ED&I champion and Board agenda items including a focus on EDI. 



The demographics of our Leadership team (comprising Board and our Executive Leadership Team) is compared with that of our tenants and Preston below.

	Demographic 
	CGA Leadership
	Preston Census 2021
	Tenant profile 2025/26

	Percentage of Female
	46.66%
	50.10%
	61.43%

	Percentage of Male
	53.33%
	49.90%
	38.48%

	Percentage declaring a disability / LT Health condition
	13.33%
	24.40%
	29.95%

	Percentage identifying as from an ethnic minority group
	20.00%
	27.40%
	21.82%



Gender Pay Gap 
All organisations employing over 250 people are required to publish their gender pay gap each year.  At the snapshot date of 5th April 2026, we employed 310 colleagues. 

As an organisation, publishing and monitoring pay gaps will help us understand the reasons for any gap and consider whether there is a need to develop action plans to tackle the causes. This is different from equal pay, which highlights when people are paid differently for the same job. 

Our mean (average) Gender Pay Gap equates to -1.22%, meaning that males are paid on average 24 pence per hour less than females.   Last year our mean Gender Pay Gap was 2.16%, so this represents a positive shift and shows progress in balancing pay overall. 
 
Our median (midpoint) Gender Pay Gap equates to 8.18%, a difference of £1.51 per hour in favour of males.  This is slightly higher than our target of 8.00% and a small increase on last year’s figure, which was 8.16%.  The median figure shows the pay rate of the ‘middle’ employee and is mainly affected by how men and women are spread across different roles and grades, rather than pay differences within the same job. 

Our analysis shows that the gender pay gap exists largely because our male and female colleagues are concentrated in different roles – just over 40% of our colleagues work in our Assets and Property Care teams which are predominantly male and attract a salary above the median for CGA.   
 
Community Gateway is committed to supporting women across the organisation to advance their careers.  Our mean Gender Pay Gap has moved 3.38 percentage points in favour of females since last year, indicating that there are more women in senior roles. 50% of our Senior Managers are female. 




Conclusions and actions

We are now entering the third year of our EDI Strategy, and we will continue the work we are doing on ensuring our workforce is representative of our customers:

· We will keep reviewing how we recruit and select people to make sure we attract the widest possible range of applicants and follow best practice.
· We will continue to try different ways of selecting candidates, for example using skills-based assessments in a wider range of roles or sharing interview questions in advance to support neurodivergent applicants. 
· We will continue to check all our recruitment and selection processes to make sure they are fair and inclusive. The People Services team will attend interviews across the business, including all manager roles. 
· We will update our ED&I training for all employees in summer 2026 and continue helping colleagues build their understanding of diversity, inclusion, and their role in supporting it.
· We will use our colleague demographic data to plan awareness events and activities that reflect and celebrate the diversity of our workforce.
· We will keep reviewing data from job applicants, employees and leavers to spot any issues or areas we need to improve.
· We will continue to promote our values and behaviours and build a culture where colleagues feel confident to speak up and make suggestions to improve how we do things.

Kate Lewin - Senior People Business Partner
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