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Report to: Personnel and General Purposes Sub-Committee, 11th July 2018

Report of: Head of People Services 

Subject: EQUALITY WORKFORCE MONITORING INFORMATION 2017/18

1. That the Committee notes the Council’s Equality Workforce Monitoring 
Information for 2017/18

2. Background

2.1 Each year as part of our Pubic Sector Equality Duty we are required to publish data 
on our workforce composition and recruitment activity with regard to the protected 
characteristics defined in law.  These are age, disability, gender, gender 
reassignment, pregnancy and maternity, race, religion or belief and sexual 
orientation.  In common with many other organisations we do not currently collect 
information relating to gender reassignment.  As the Equality and Human Rights 
Commission acknowledges in its 2014 publication Equality Information and the 
Equality Duty: A guide for Public Authorities ‘collecting information about gender 
reassignment is a particularly sensitive area and opinion continues to be divided on 
this issue.’

2.2 This report presents the context for 2017/18 published information (Appendix 1) 
and highlights areas that members may want to discuss further.

3. Information 

The Gender Pay Gap

3.1 Reporting on this is a new requirement this year for all organisations employing 
more than 250 people.  The Council is one of only 14% of employers reporting a 
negative gender pay gap.  On average women working for Worcester City Council are 
paid more than men by both of the official measures (mean and median).  This is 
largely due us retaining a relatively large and mainly male manual workforce.    

Workforce Representation

3.2 The data in Appendix 1 shows that the numbers of people employed by the Council 
from minority ethnic backgrounds is in line with the economically active population of 
Worcestershire. Moreover, of the 56 applications for posts by those from non-white 
groups, four were successful. This is a 7% success rate which is in line with the 
existing representation and is just below 7% of the total recruited (58) during the 
year. 

3.3 The percentage of employees declaring themselves to have a disability is 3.14 % (8 
members of staff).  Some 20% of the UK population are disabled and while there is 
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no local economic data to use for comparison, our employment rates of staff 
declaring a disability is still likely to be lower than it should be.  We are a Disability 
Confident committed employer, in that we commit to five pledges, which include 
ensuring recruitment processes are inclusive and accessible, and supporting any 
existing employee who acquires a disability or long-term health condition.  We are 
developing proposals to move to level 2 of this scheme which will commit us to being 
more proactive in this area.  

3.4 47% of our workforce is Female compared with 50% of the population. As indicated 
above, we have relatively high numbers of men in the operational workforce which is 
influencing our gender pay gap. There is an argument to suggest that we should be 
seeking a stronger balance of men and women in this area but we would not want 
this to be at the expense of a relatively good performance in employing women at 
higher pay levels.   

3.5 In terms of age representation the Council has a relatively older workforce.  60% of 
staff are over 45 and only 5% are under 25.  This trend will be slow to change given 
that there is no upper limit on employment age. However it creates issues with 
regard to succession planning and developing flexible approaches, particularly in 
specific roles. One of the main themes of the People Strategy is to maintain and 
build a healthy and resilient workforce which is designed to ensure that staff can 
continue to perform strongly at whatever age.   Initiatives under way include making 
resources, activities and guidance on healthy living and working available to staff, 
providing support to employees available through our occupational health provision 
and employee assistance programme training managers on leadership approaches 
that foster resilience and reduce stress and considering flexible retirement where 
appropriate.

Recruitment Information

3.6 This is supplied by our partners in WM Jobs and shows the relative success or 
otherwise of people with protected characteristics through the recruitment process.  
There does not appear to be any evidence of particular bias or discrimination from 
this information.

3.7 One of the ways to improve the age balance highlighted above is to recruit at a 
younger level, The Council is developing an apprentice strategy to sit alongside the 
People Strategy and ensure that we get benefits from the apprenticeship levy. 
Meanwhile it is noticeable from the recruitment data that while we received more 
applications for posts from 18-24 year olds in 2017/18 (132) than we did from 40-49 
year olds (114), only 8 of these (6%) were successful, compared to 12 (11%) in the 
older group. There is potentially more work to do, therefore, to ensure that we 
recruit younger people into the workforce who can build a career within the Council 
and thereby bring longer term benefits.

3.8 In terms of disability recruitment, there were just two recruits declaring a disability 
in 2017/18 that were successfully employed. However this represents a 7% success 
rate which is higher than the current representation of 3.14% across the Council.

Ward(s): All
Contact Officer: Mark Edwards, 01905 722042, 

mark.edwards@worcester.gov.uk 
Background Papers: none  


