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Foreword

London is one of the most diverse cities in the world, and 
ƛƴ ǘƻŘŀȅΩǎ ǎƻŎƛŀƭΣ ŜŎƻƴƻƳƛŎΣ ŀƴŘ ǇƻƭƛǘƛŎŀƭ ŎƭƛƳŀǘŜΣ ŦƻŎǳǎƛƴƎ 
on Inclusion and Diversity is more important than ever. 

To remain relevant and achieve the best outcomes for all Londoners, it is essential that 
London Sport reflects this diversity in our identity, actions, words, and behaviour. 

The Board of Trustees of London Sport prioritises Equity, Diversity, and Inclusion (EDI) 
through the diverse voices of our Trustees, our embraced values, and our organisational 
focus on EDI, including a dedicated committee, main Board reporting, and safeguarding 
involvement. 

We aim to create an environment where everyone feels valued, respected, and included. We 
recognise that achieving perfection in this area is challenging, and the Board of Trustees and 
Senior Leadership Team work closely to continuously improve our organisational culture, EDI 
focus in our services, and interactions with partners to ensure ongoing progress every day.

Jillian Moore
Chair, London Sport
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Introduction to London Sport

London Sport helps all Londoners live longer, healthier, and happier lives through being active. 

Our focus is children and adults in 
the most deprived communities 
who face the greatest challenges 
of inequality. We tackle 
disparities between access and 
opportunity in physical activity 
and sport, as a solution to wider 
societal inequalities.

Supported by Sport England and 
the Mayor of London, we are a 
strategic leader, advocate and 
ŎƻƴǾŜƴƻǊ ŦƻǊ [ƻƴŘƻƴΩǎ ƎǊŀǎǎǊƻƻǘǎ 
sport and physical activity sector, 
ǿŜ ŎƻƭƭŀōƻǊŀǘŜ ǿƛǘƘ [ƻƴŘƻƴΩǎ ƭƻŎŀƭ 
authorities and other organisations 
to ensure more equitable access to 
sport and physical activity for the 
most deprived communities.

With physical inactivity responsible 
for one in six premature deaths in the 
UK, we want to help every Londoner 
find their way to move more. We 
know the transformative power of 
sport and physical activity. Beyond 
improving life expectancy and 
reducing the risk of strokes, cancer 
and heart conditions, an active life 
can also improve mental health, 
reduce loneliness, and even help 
children perform better at school. 

Our work specifically addresses 
underlying inequalities in sporting 
provision, particularly for those in 
underserved communities who face 
the greatest challenges to leading an 
active life.
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EDI: Our Statements of Commitment

London Sport is fully committed to becoming a diverse and inclusive 
organisation. We see inclusion as an essential foundation of success. 

Lƴ нлмуΣ [ƻƴŘƻƴ {ǇƻǊǘ ƛƴƛǘƛŀǘŜŘ ƻǳǊ ŦƛǊǎǘ 95L {ǘǊŀǘŜƎȅΣ ά.ŜŎƻƳƛƴƎ aƻǊŜ 
[ƛƪŜ [ƻƴŘƻƴέΦ ¢Ƙƛǎ ǎŜǘ ƻǳǘ ŀƴŘ ŜƴŎŀǇǎǳƭŀǘŜŘ ƻǳǊ ƻƴŜ ƻǾŜǊǊƛŘƛƴƎ 
objective and big ambition in relation to EDI; to be more reflective of the 
diverse city within our organisation, with whom we work and who we 
also represent. As well as representation within our staff team, 
Becoming More Like London is also embedded within our stakeholder 
and programme work to ensure we are doing as much as we can to 
reach underserved communities. 

The entire organisation from the Board of Trustees, Senior Leadership 
Team (SLT), wider staff team and key partners are fully committed to 
further measurable and achievable activities to reach our goal of 
ά.ŜŎƻƳƛƴƎ aƻǊŜ [ƛƪŜ [ƻƴŘƻƴέΦ 9ǾŜǊȅƻƴŜ ƛƴǾƻƭǾŜŘ ƛƴ ǘƘŜ ƻǊƎŀƴƛǎŀǘƛƻƴΣ 
including our staff team and Board of Trustees, holds a collective 
responsibility for embedding Equity, Diversity and Inclusion into 
everything we do, and we encourage everyone to consider it as a lens 
and part of the foundations of all the work we do. In order to  provide 
accountability, we have allocated roles and responsibilities within our 
DIAP, but as CEO I am committed to ensuring that EDI is seen as a 
ƴŜŎŜǎǎŀǊȅ ŀƴŘ ŎŜƴǘǊŀƭ ǇŀǊǘ ƻŦ ŜǾŜǊȅƻƴŜΩǎ ǊƻƭŜ ŀǘ [ƻƴŘƻƴ {ǇƻǊǘΦ 

We acknowledge and actively ensure that we are meeting our 
commitments as set out in the Equality Act 2010 recognising our legal 
responsibilities to all nine protected characteristics.

This Diversity and Inclusion Action Plan (DIAP) aims to be clear about 
the steps London Sport will take over the next three years to work 
ǘƻǿŀǊŘǎ ƻǳǊ Ǝƻŀƭ ƻŦ ά.ŜŎƻƳƛƴƎ aƻǊŜ [ƛƪŜ [ƻƴŘƻƴέ ŀǎ ŀƴ ŜǎǎŜƴǘƛŀƭ 
enabler of our strategic vision to support inactive Londoners who face 
systemic inequalities to become more active. 

This will be a live document, regularly reviewed by the EDI Core and 
ǿƛŘŜǊ {ǘŀŦŦ DǊƻǳǇǎΣ {[¢ ŀƴŘ ǘƘŜ .ƻŀǊŘΩǎ 95L {ǳō-Committee to ensure it 
is up to date and reflective of where we are as an organisation. The plan 
lays out our key EDI ambitions for the coming three years, with more 
detailed, specific actions for each year captured in an annual plan that 
will be updated each March. As a charity that is striving to be driven by 
data, the decisions we make will be informed by data we collect in 
addition to being informed by and through listening to the lived 
experiences of our partners and staff.

Emily Robinson
Chief  Executive  Officer,  London  Sport
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What does equity, diversity and inclusion mean, 
where are we, and how can we be better? 

At London Sport, it is something we ask ourselves daily, in 
every conversation, in every strand of work, in every 
aspiration we have. EDI is not just morally right; it is also 
strategically important.

To evolve in an ever challenging social, economic, political 
and sports environment, London Sport must be authentic in 
its EDI credential and lead by example in the sport and 
physical activity space. London Sport is and will continue to 
be committed to embracing diversity in all that it does. It will 
continue to tap into the wealth of varied experiences and 
perspectives, that those differences bring ς internally and 
externally.

Our Board of Trustees is committed to EDI through all that 
we do, and this too is within the DNA of our Senior 
Leadership Team and wider staff team. We are fortunate to 
have an abundance of ideas and enthusiasm to challenge 
the status quo, remove systemic barriers and achieve the 
absolute best for Londoners from all walks of life, 
backgrounds, and experiences. Our work through our well -

established EDI Sub -Committee, staff -led EDI Core Group 
and All Staff EDI Group enables us to check and challenge 
ourselves, see what is working, what is not and bring our 
ambitions to life. Our EDI plans are integral to our thinking, 
our values, our strategy and importantly our impact.

We have progressed well, but we recognise we have more to 
do, internally and externally to enable our staff team, our 
sector and all Londoners who are active, who want to be, or 
who may consider it in the future, to be included, feel a 
sense of belonging, be listened to and help us shape an 
equal, equitable, diverse and inclusive future as we get more 
Londoners active.

Tracey McCillen
Chair of the EDI Sub -Committee

6



The London Sport EDI Core Staff Group is fully committed to its role in helping London Sport to 
tackle inequality and build a healthier, happier London through access to sport & physical activity. 

The role of the Core Group is to ensure that all staff have a safe space to share their 
lived experiences (through the EDI All Staff Group, and EDI staff drop -ins), keep the 
organisation attuned to key issues in London relating to equity, equality, diversity and 
inclusion, and provide a forum for a staff led group to contribute directly to the 
ŘŜƭƛǾŜǊȅ ƻŦ [ƻƴŘƻƴ {ǇƻǊǘΩǎ 5ƛǾŜǊǎƛǘȅ ŀƴŘ LƴŎƭǳǎƛƻƴ !Ŏǘƛƻƴ tƭŀƴ ό5L!tύΦ Lƴ ǇǊŀŎǘƛŎŜΣ ǘƘŜ 
Core Group helps to embed EDI delivery within the day -to -day work of London Sport, 
primarily by acting as champions and advocates for the DIAP, the work contained 
within it, and collective responsibility for its delivery. 

²Ŝ ŀǊŜ ǇǊƻǳŘ ƻŦ ǘƘŜ ǿƻǊƪ ǘƘŀǘ ǿŜΩǾŜ ŘƻƴŜ ǎƻ ŦŀǊ ǘƻ ŜƴǎǳǊŜ ǘƘŀǘ 95L ƛǎ ŜƳōŜŘŘŜŘ 
across the organisation and our contribution to the development and delivery of the 
DIAP. The EDI Core Group is committed to continuing its work to ensure that London 
Sport becomes a leading organisation and recognised for its EDI practice. 

Daniel Ampaw
Chair, London Sport EDI Core Staff Group
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EDI: Our Ambition

London Sport acknowledges the importance of consistently and actively 

working towards being a more equitable and inclusive organisation and 

doing our part to promote that change in wider society. 

While we have made significant progress through the work we 
have done in recent years, as outlined below, we know that 
there is a great deal more for us to do to improve in this area. 
We are committed to an ongoing process of learning and 
have the ambition to continually improve in this area of work.  

London Sport aspires to be a thought leader in the EDI space, 
striving for excellence in its own internal policies and practices 
whilst influencing, enabling and supporting its stakeholders to 
do the same. Our EDI Sub -committee and Senior Leadership 
Team have committed to such an approach, which will start 
with a robust and honest benchmarking process in early 2025, 
to identify areas of existing strength whilst identifying where 
we can do more. This will enable us to build on the ambition 
and actions outlined in this DIAP, pinpointing areas where we 
can learn from others to create innovative and impactful 
practice that forever changes the way we work for the better. 
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EDI at London Sport: Our Journey So Far

EDI has been a focus at London Sport 
for a number of  years. We have long 
recognised how vital being truly 
inclusive is to the success of our mission 
to support Londoners to be more active.

Over the years, we have invested a great deal of time 
and energy into learning about EDI and taking 
practical steps to make London Sport, and the 
projects we support, more inclusive. Our 2018 
[ƻƴŘƻƴ {ǇƻǊǘ ά.ŜŎƻƳƛƴƎ aƻǊŜ [ƛƪŜ [ƻƴŘƻƴέ 95L 
strategy set broad objectives, with a particular focus 
on improving staff representation within disability, 
ethnicity and gender.

A number of  structures and initiatives are already in 
place at London Sport to support our EDI work, 
supporting both our internal facing work to build a 
more diverse workforce and inclusive culture, and 
externally in terms making EDI a central component 
of our project and service delivery.
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The Current Make -Up of Our Workforce

2024 EDI staff survey. 
Data reflects survey 
respondents only (n=33)60 -75 years

Female

Male

Prefer not to say

Heterosexual

LGBTQ+

Black or Black British Caribbean / African

White English / Welsh / Scottish / 
Northern Irish / British

Other  ethnic group

19-25 years

26-35 years

36 -45 years

46 -59 years

50%

47%

3%

91%

9%

3%

12%

33%

24%

27%

9%

9%

82%
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London Sport has a formal EDI Sub -Committee 
comprising Trustees and external advisory members. 
The EDI Sub -Committee meets quarterly and reports 
back to the Board of Trustees at every Board meeting. 

We regularly collect and analyse demographic data 
(including protected characteristics), skill set and lived 
experience data for our Board of Trustees and the 
ƳŜƳōŜǊǎ ƻŦ ǘƘŜ .ƻŀǊŘΩǎ {ǳō-Committees, including the 
EDI Sub -Committee, alongside understanding the lived 
experience and professional expertise of our Trustees. In 
response to gaps analysis of this data highlighted, the 
EDI Sub -Committee recruited three independent experts 
to sit on the Sub -Committee, bringing specialist 
experience of EDI issues alongside lived experience. This 
data has also informed the recruitment of three new 
Trustees, with a brief provided to a specialist recruitment 
agency to seek applicants who could bring lived and 
professional experience currently lacking on the Board. 
This brief has been fulfilled, and new Board members 
have been onboarded bringing strong EDI skills.

Internal

There is a well -established EDI Staff Group 
with a Core team, with representation from 
all London Sport Directorates, who have 
dedicated time to meet and contribute to a 
programme of work (reflected within this 
DIAP). The work of the EDI Core Group has 
directly led to peer led training for all staff 
on microaggressions, LGBTQ+ issues, 
antisemitism, reviewed terminology and 
Ramadan. The group has also drawn up an 
internal calendar of religious and cultural 
events which has been established with 
appropriate social media and internal 
communications prepared. 

We collect and analyse demographic data 
(including protected characteristics) for 
employees and job applicants, helping to 
inform our ongoing efforts to make 
recruitment more inclusive.

11



Internal

We complete an annual EDI staff survey to better 
understand demographic make up of our 
workforce, and to identify gaps in staff knowledge 
and potential training needs.

The key recommendations coming from the 
2024 survey were to:

ÁIncrease focus on recruiting staff from state -
funded schools, lower socio -economic 
backgrounds, ethnic groups, and 
sexual orientation.

Á±ƛŀ ǘǊŀƛƴƛƴƎΣ ǘƻ ƛƴŎǊŜŀǎŜ ǎǘŀŦŦΩǎ ƪƴƻǿƭŜŘƎŜΣ 
understanding, and experience of barriers faced 
by various protected characteristic groups and 
deprived communities.

ÁEncourage staff to participate in community -
focused work with under -served communities / 
sport -related community work / equality, diversity 
and inclusion roles outside of London Sport.

All staff receive online training on diversity as a mandatory part of 
their induction process. In addition to this, to support our staff, in -
person Deaf Awareness training has been introduced and delivered 
once per quarter and has been made mandatory for all staff/new 
starters. Ensuring that London Sport is genuinely an accessible 
workplace for disabled people is a key focus and we are committed to 
proactively improving our knowledge and practice to support disabled 
people to be employed and thrive at London Sport.

Specialist software has been bought and installed to aide members of 
staff with hearing impairments and Dyslexia. All videos, presentations 
and MS Teams calls include captioning and transcription. All staff 
presentations are prepared and sent to staff and BSL interpreters 
who require it at least two days in advance of the presentation 
being delivered. 

To improve the day -to -day experience for members of staff when new 
terms were negotiated with our landlord, it was agreed that a 
dedicated prayer/faith room available within the House of Sport 
building would be made available for London Sport staff. This is not a 
regular meeting room. 
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External

We commissioned AKD Solutions to support our 
ǳƴŘŜǊǎǘŀƴŘƛƴƎ ƻŦ [ƻƴŘƻƴ {ǇƻǊǘΩǎ ƛƴǘŜǊŀŎǘƛƻƴǎ ŀƴŘ 
relationships with grassroots community organisations 
through external survey, focus groups and experience 
days for staff. We also work as an organisation on our 
vision of inclusion. As a result, all members of staff are 
encouraged to visit London Sport community projects 
and partners at least twice a year. 

London Sport has signed up to the Fairer City initiative 
from the GLA and Mayor of London which provides a 
set of metrics against which to evaluate progress and 
ǊŜǎƻǳǊŎŜǎ ŦƻǊ ǎǳǇǇƻǊǘΦ ¢Ƙƛǎ ƛǎ ŀƭƻƴƎǎƛŘŜ [ƻƴŘƻƴ {ǇƻǊǘΩǎ 
commitment as a London Living Wage employer and a 
ƳŜƳōŜǊ ƻŦ ǘƘŜ [ƻƴŘƻƴ aŀȅƻǊΩǎ DƻƻŘ ²ƻǊƪ ǎǘŀƴŘŀǊŘΦ 
[ƻƴŘƻƴ {ǇƻǊǘ Ƙŀǎ ǎƛƎƴŜŘ ǳǇ ǘƻ ǘƘŜ D[!Ωǎ bƛƎƘǘ {ŀŦŜǘȅ 
Charter which prioritises actions to promote the safety 
of women workers. As a result, we have a dedicated 
Trustee Champion and also a member of staff who 
leads in this area.

A working group has been convened with other 
stakeholders to examine the sports provision and 
needs of disabled people across London. 

We have developed more inclusive communications, 
reviewing both language and accessibility, added a 
UserWay accessibility widget to our website and 
ensuring all video content shared at events or online 
has captions alongside audio.

Responding to feedback from the London Sport 
Board, the Events team have made specific efforts 
to improve the diversity of speakers at London 
{ǇƻǊǘΩǎ ŀƴƴǳŀƭ ŜǾŜƴǘǎΣ ŀƭƻƴƎǎƛŘŜ ŜƴǎǳǊƛƴƎ ǾŜƴǳŜǎ 
and presentation content for events are accessible 
to all. As a result of these efforts, we have increased 
the proportion of female, disabled and ethnically 
diverse people speaking at London Sport events.
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How the DIAP Underpins and 
LƴǘŜƎǊŀǘŜǎ ǿƛǘƘ [ƻƴŘƻƴ {ǇƻǊǘΩǎ ²ƻǊƪ 

The creation of the London Sport Diversity and Inclusion 
Action Plan (DIAP) began with the development of an EDI 
Road Map by the dedicated EDI Staff Group in 2022, which 
identified several EDI operational objectives and actions to 
be delivered by the wider staff team, building on the 
ŀƳōƛǘƛƻƴǎ ƻǳǘƭƛƴŜŘ ƛƴ ά.ŜŎƻƳƛƴƎ aƻǊŜ [ƛƪŜ [ƻƴŘƻƴέΦ 

This foundational document guided the drafting of the DIAP by 
the Staff EDI Core Group, with the opportunity for input from all 
staff. The draft plan was then reviewed by the Senior Leadership 
Team (SLT) and the EDI Sub Committee of the Board, before 
being formally signed off by the Board of Trustees and Sport 
England, whose feedback was crucial in refining the plan.

14



Where Next? How We Will Ensure EDI 
wŜƳŀƛƴǎ /ŜƴǘǊŀƭ ǘƻ [ƻƴŘƻƴ {ǇƻǊǘΩǎ ²ƻǊƪ

EDI Strategy, Leadership & Engagement

London Sport will ensure that responsibility for EDI is placed at 
the most senior level within the organisation, at both Board level 
and across the Senior Leadership Team. 

While this senior support will be vital, we will also work to ensure 
that all employees recognise the importance of, and make a 
contribution  to, the success of the DIAP and EDI within London 
Sport.

At a strategic level, the DIAP links explicitly and deliberately with 
ƻǘƘŜǊ ƪŜȅ Ǉƭŀƴǎ ǘƘŀǘ ǳƴŘŜǊǇƛƴ [ƻƴŘƻƴ {ǇƻǊǘΩǎ ǿƻǊƪΦ

[ƻƴŘƻƴ {ǇƻǊǘΩǎ {ǘǊŀǘŜƎȅ ς ά[ŜǘΩǎ aƻǾŜ [ƻƴŘƻƴέ ς has an explicit 
commitment to breaking the link between inactivity and inequality 
at its heart. To be able to achieve this ambition, London Sport will 
itself need to be an inclusive and diverse place to work, with a 
workforce with a deep understanding of the communities we 
aspire to support. We will also need to be able to influence and 
work with our partners and stakeholders to effectively embed EDI 
best practice in all of  our projects and services. The London Sport 
DIAP is our roadmap to achieve that.

The DIAP is also linked to the London Sport People Plan, our four -
year vision and plan for how we will develop and build the London 
{ǇƻǊǘ ǿƻǊƪŦƻǊŎŜΦ 5ƛǾŜǊǎƛǘȅ ŀƴŘ LƴŎƭǳǎƛƻƴ ƛǎ ƻƴŜ ƻŦ ǘƘŜ с ƪŜȅ άǇƛƭƭŀǊǎέ 
of the London Sport People Plan, and we intend that the ambitions 
and actions detailed in the People Plan and the DIAP will support 
and mutually reinforce each other over the coming 4 years.

The Board of Trustees will provide leadership and oversight by:

1
Ensuring EDI 
remains a top 
priority through 
ongoing training 
and allocation of 
time on Board 
meeting agendas.

2
Maintaining the EDI 
Sub-Committee that 
acts as a conduit 
between the Staff 
EDI Group and Board 
of Trustees.

3
Incorporating EDI 
considerations in 
the recruitment of 
new Trustees.
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EDI Strategy, Leadership & Engagement (continued)

The Senior Leadership Team will provide leadership and oversight by:

1
Embedding EDI Principles and the 
ambition to Become More Like London 
as a core element throughout all 
organisational strategies, policies, 
procedures, projects and services.

2
Ensuring sufficient funding is 
allocated in budgets to support 
the EDI related work envisaged 
in this DIAP.

3
Mandating that all staff at every level 
have an EDI Objective, with progress 
against this measured as part of their 
quarterly performance appraisals. 

4
Meeting at least monthly with the 
Chair(s) of the EDI Core Group, to 
review progress against the 
annual plan set out in the DIAP 
and EDI work in general.

5
Continuing to conduct an annual 
EDI staff survey to identify gaps 
in staff knowledge and potential 
training needs.

6
Including updates on progress relating to EDI in key 
external documents (including for example annual 
accounts and reports, impact reports) and at 
external events (including our annual community 
sport conference Active LDN and the London 
Sport Awards).

9ƳǇƭƻȅŜŜǎ ŀǘ ŀƭƭ ƭŜǾŜƭǎ ǿƛƭƭ ōŜ ŀōƭŜ ǘƻ ŜƴƎŀƎŜ ǿƛǘƘ [ƻƴŘƻƴ {ǇƻǊǘΩǎ ƻƴƎƻƛƴƎ ǿƻǊƪ ƛƴ ǘƘƛǎ ŀǊŜŀ ǘƘǊƻǳƎƘ 
becoming members of the EDI Core Group or participating in meetings of the EDI All Staff group.
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Structure & Governance of the DIAP

To succeed, the DIAP will need to be a 
άƭƛǾŜέ ŘƻŎǳƳŜƴǘ ǘƘŀǘ Ŏŀƴ ōŜ ŀŘŀǇǘŜŘ 
to respond to new challenges and new 
circumstances at London Sport. 

To enable this, the DIAP identifies key 
objectives for each of the long -term 
strategic objectives that we will pursue 
over the period of the Plan. Each year, a 
ƳƻǊŜ ŘŜǘŀƛƭŜŘ ά!ƴƴǳŀƭ tƭŀƴέ ǿƛƭƭ ōŜ 
created with specific actions designed 
to deliver on these key strategic 
objectives in the coming 12 months. 
Each Annual Plan which will form a 
workplan for the EDI work at London 
Sport. Delivery of the DIAP will be 
overseen by the EDI Staff Committee, 
with oversight from the SLT, EDI Sub -
Committee and the Board of Trustees.

The yearly review and update of the 
DIAP will be timed to coincide with the 
start of each new financial year. This 
process will be led by the EDI Staff 
Group. The following groups across 
London Sport will be asked to input to 
the new Annual Plan

Board of Trustees

Senior Leadership Team

EDI Board Sub -Committee

EDI Staff Group:

To ensure that EDI focus is 
included and that the actions 
in the plan are aligned with 
commitments made in the 

London Sport DIAP.

The updated Annual Plan will be reviewed and 
signed off annually by the Board of Trustees. 
An update on progress against the Plan will be 
provided to the Board (or nominated Sub -
Committee) each quarter, combining reporting 
on key KPIs and a RAG update on the annual 
action plan. A more detailed review will be 
provided at every other Board meeting. 

Following each London Sport Board meeting, 
SLT host a Board meeting update at which the 
content and key decisions from the Board 
meeting are shared with all staff. Following 
each annual review of the DIAP, this meeting 
will be used to present and discussed agreed 
changes and updates to the DIAP Action Plan 
with the wider staff team.

Progress in delivering the objectives in the 
Annual Plan will be reviewed monthly by the 
SLT and quarterly by the EDI Sub -Committee. 
A budget will be allocated annually to support 
the delivery of EDI work and the DIAP, in 
addition to EDI -focused work funded through 
budgets such as HR. Monitoring of progress 
against our EDI objectives will also be included 
in the London Sport impact plan.

17



Stakeholder Participation

London Sport will  work proactively with all diverse groups 
within our city to help Londoners live healthier, happier lives. 

We recognise that the people and communities of 
[ƻƴŘƻƴ ŀǊŜ ΨŜȄǇŜǊǘǎ ōȅ ŜȄǇŜǊƛŜƴŎŜΩΦ ²Ŝ ǿƛƭƭ ǎŜŜƪ ǘƻ 
harness this expertise across all programmes of 
our work. 

This approach is built into our place -based work, 
with a commitment included in our nine place -based 
ǇǊƛƴŎƛǇƭŜǎ ǘƘŀǘ άǿŜ ǿƛƭƭ Řƻ ǘƘƛƴƎǎ ǿƛǘƘ ǇŜƻǇƭŜ ŀƴŘ 
ǎǳǇǇƻǊǘ ǘƘŜƳ ǘƻ Řƻ ǘƘƛƴƎǎ ǘƘŜƳǎŜƭǾŜǎέ ŀƴŘ ƴƻǘŜ 
ǘƘŀǘ άŦƻǊƳŀƭ ŀƴŘ ƛƴŦƻǊƳŀƭ ƭŜŀŘŜǊǎƘƛǇ ŀƭǊŜŀŘȅ ŜȄƛǎǘǎ 
ǿƛǘƘƛƴ ǇƭŀŎŜǎΦ hǳǊ ǊƻƭŜ ƛǎƴΩǘ ǘƻ ōǳƛƭŘ ƛǘΣ ōǳǘ ǘƻ ŦǳƴŘ ƛǘΣ 
enable it to grow, and better connect to other parts 
of the system. We will support places with tools and 
ǊŜǎƻǳǊŎŜǎ ƴŜŜŘŜŘ ǘƻ ŜŦŦŜŎǘ ŎƘŀƴƎŜέΦ hǾŜǊ ǘƘŜ ƭŀǎǘ 
year we have played a lead role in funding, engaging 
and including community partners representing a 
diverse cross -section of Londoners in our priority 
places, ensuring they take a lead role in programme 
development, design and delivery. 

Linked to this approach we want to reach new community 
partners and leaders, working more closely with 
stakeholders that do not have sport and physical activity 
as part of their core functions. This is fundamental if we 
ŀǊŜ ǘƻ ǊŜŀŎƘ ƛƴŀŎǘƛǾŜ ǇŜƻǇƭŜ ŀŎǊƻǎǎ [ƻƴŘƻƴΩǎ ŘƛǾŜǊǎŜ 
communities and enable us to better educate ourselves 
ŀƴŘ ǘƘŜ ǎŜŎǘƻǊΦ !ǎ ǇŀǊǘ ƻŦ ǘƘŜ 95L /ƻǊŜ DǊƻǳǇΩǎ ƻƴƎƻƛƴƎ 
work we will review how we can do this more effectively 
and incorporate feedback from stakeholders into future 
editions of the DIAP.

We showcase and amplify this work through our events 
programme, most notably the annual Active London 
conference and London Sport Awards. Whilst we have run 
specific sessions relating to EDI at the conference, it is 
even more important to us to ensure EDI is at the heart of 
our events, with diversity across our speakers and panels, 
and a full range of representation across our shortlisted 
award nominees and fantastic group of winners. 
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Our Values

In implementing the work outlined in this 
DIAP, we will ensure that we are guided 
by our organisational values:

Welcoming

We are generous with 
our knowledge and 
skills. We want to do 
things with people 
rather than to them.

Purposeful

Our mission is clear, 
and we are focused 
on the areas where 
we can have the 
greatest impact.

Curious

London is constantly 
evolving; we understand 
that our approaches to 
tackling inactivity and 
inequalities must 
evolve too.

Energetic

We radiate an energy 
that is infectious and 
encourages our 
partners to embark 
upon this work 
with us.
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Our Use of Data - How We Will Measure Our Progress

At London Sport, we are dedicated to 
advancing equality, diversity, and inclusion 
within our organisation and across our projects.

To drive tangible progress, we will use data in the 
following areas to help inform and direct our work:

Annual EDI surveys: Conducting equality, diversity, 
and inclusion (EDI) surveys with our Board of 
Trustees, Senior Leadership Team, and staff to 
assess and track progress each year.

Transparent reporting: Including EDI metrics in our 
programme reports and annual impact reviews, 
which will be shared on our website.

Data -driven improvements: Using data to identify 
gaps and areas for growth, helping us select relevant 
training, interventions, and experience development 
opportunities, as well as informing our 
recruitment strategies.

Benchmarking against standards: Comparing our 
ǇǊƻƎǊŜǎǎ ǘƻ ά.ŜŎƻƳƛƴƎ aƻǊŜ [ƛƪŜ [ƻƴŘƻƴέ ǿƛǘƘ ǘƘŜ 
London Census 2021 and Social Mobility 
Commission benchmarks to ensure we are on track.

Community representation: Building demographic profiles of the 
areas we serve and strategically advertising roles from Board to 
ƧǳƴƛƻǊ ƭŜǾŜƭǎ ǘƻ ōŜǘǘŜǊ ǊŜŦƭŜŎǘ [ƻƴŘƻƴΩǎ ŘƛǾŜǊǎƛǘȅΦ

Evidence -based decision making: Using data to create robust 
plans that drive cultural change and establish inclusive systems 
and practices.

Setting targets for accountability: Establishing clear benchmarks 
to measure our EDI progress, ensuring continuous improvement 
and challenging ourselves to achieve more.

Training and awareness: Measuring the number of training 
sessions, awareness initiatives, and projects that address 
diverse needs.

Comprehensive measurement: Applying various metrics, from 
recruitment to project impact, to capture tangible outcomes and 
showcase best practices for others to follow.

20



Sharing our Progress Externally 

We will share progress against the 
objectives set out in this DIAP publicly. 
The DIAP will be available on our 
website, positioned to be easily located 
and presented in accessible formats. 

We will ensure updates to the DIAP and 
associated Annual Plans are reflected on 
our website. 

We will report on progress against the EDI 
objectives detailed in this DIAP in our annual 
report and accounts and other key documents, 
for example any annual impact report. 

About Us Our Work Support Our Work Research and Data DONATE
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Our 3 -Year Objectives

Over the three -year period of this DIAP, we will focus on the following long -term 

objectives. For each objective, we will identify specific actions to deliver each year, which 

will be detailed in the Annual Plan, but these long -term goals will remain unchanged. 

The objectives are split to reflect our internal and 
external ambitions in relation to EDI. 

Internally, we wish to make London Sport as 
diverse as the city we work in, while 
providing a truly welcoming and inclusive 
space for all.

Externally, we wish to embed EDI in all of  our 
delivery work, demonstrate excellent practice 
to the sport sector in London and partner 
effectively with all of  our stakeholders to 
develop and spread EDI good practice.
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Internal Demonstrating Organisational Excellence in EDI Practice

1 Representation & 
Recruitment

In relation to 
representation and 
recruitment, our 
ambition is: we 
would like our 
workforce to 
represent the 
diversity makeup of 
London, and we 
would like our 
recruitment process 
to be free from bias 
and to actively 
encourage 
applications from 
diverse backgrounds. 

2 An inclusive 
experience for all 
staff in the workplace

London Sport is 
committed to creating an 
inclusive, open, and safe 
environment for 
colleagues to work and 
develop in. Everyone 
feels accepted and 
valued for who they are 
showing up as they are 
with no judgement. 
London Sport is 
somewhere colleagues 
feel proud to work and 
enjoy their work 
each day.

3 Staff knowledge, 
training, development 
and practice

[ƻƴŘƻƴ {ǇƻǊǘΩǎ ŀƳōƛǘƛƻƴ 
is committed to ensuring 
that staff have excellent 
knowledge of 
equity/equality, diversity 
and inclusion, a 
consistent offer of 
excellent training and 
development in order to 
support their continuous 
development in this area 
and are able to 
practically apply their 
EDI knowledge. 

4 Use data to measure 
our progress and 
refine our practice

London Sport is 
committed to being an 
insight led organisation 
by using data to monitor 
and evaluate our internal 
organisation progress on 
Equality, Diversity and 
Inclusion. We aim to align 
with London's diverse 
demographics while 
integrating emerging 
trends to ensure our 
internal practices 
remain inclusive and 
forward -thinking. 
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