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Introduction  
 

I am pleased to present this Workforce Equality report 2017/18, providing information 
on our workforce in accordance with the Equality Act (2010) and Public Sector 
Equality Duty (2011).  
 
This report will be refreshed, updated, analysed and published annually. We will use 
it to form the basis of a workforce strategy which is ‘equality-proofed’ and fit for our 
future workforce. 
 
The purpose of the Duty is to help embed equality considerations (which are central 
to delivering fair and efficient public services) into the day to day activities of public 
bodies. It encourages public bodies to engage with the diverse communities and 
workforce affected by their activities so policies and services are appropriate and 
accessible to all.  This will help shape future service delivery and ensure we meet 
the needs of our residents with a skilled and committed workforce.  
 
We remain one of the biggest employers in the borough with 83% of our employees 
living in Wirral.  Our aim is to be a good and fair employer which is broadly 
representative of the residents who live here. 
 
This report helps monitor our progress on achieving a workforce which is inclusive 
and representative of the borough’s population. The statistical analysis also provides 
information on the areas where under-representation is apparent to help us identify 
potential positive actions that will help to minimise those imbalances. 
 
 
 
 
 
Eric Robinson 
Chief Executive 
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Organisational context 
 

Over the past seven years the council has made significant financial savings now an 
employer of a smaller, but still large number of people.  
 

Between April 2010 and 31 March 2017 our workforce reduced by 2,288. Between 1 
April 2017 and 31 March 2018, the workforce reduced by 190.  
 
As well as leavers this included 158 staff who transferred to the NHS in June 2017.  
We have remodelled a number of services and integrated almost all of our adult 
social care services with NHS partners.  
 
This level of organisational change has clearly had an impact on the demography of 
our workforce.  It has limited opportunities to impact the workforce profile of the 
organisation in terms of under-represented protected characteristics, with external 
recruitment limited for many roles and the Council’s priority to redeploy internal 
employees displaced as much as possible. 
 

We are committed to monitoring and analysing our workforce profile. This enables us 
to compare our workforce to our local population, identifying gaps which may need 
positive action, with the aim of addressing any imbalance, potential disadvantage or 
disproportionate impact that is identified in the workplace or in service delivery.   
 
The data we collect and what we do with the information is detailed in the Council’s 
Workforce Monitoring Policy. 
 
The Council collects workforce data predominately through our HR/Payroll ‘self-
serve’ which is the Council’s HR business system that employees use to book 
annual leave, claim mileage and  also enter and update their own personal equality 
details.  
 
Currently around 89% of employees data has been captured (some, not all 
categories which is an improvement of 10% on last year’s data) on the self-serve 
system.  
 
Whilst we acknowledge the right that employee have not to declare. However, the 
level of completion is lower than we would expect, so we have taken targeted steps 
to raise awareness amongst our workforce to encourage employees to explain why 
this information is required complete this information to allow us to monitor the 
impact of key policies, plans and decisions. 
 

There are also some gaps in the equality data that we currently record on the self-
serve system. Work is continuing and during 2017/18 we released further modules 
on the self-serve system in relation to employees training records and recruitment 
and selection which are two significant areas. This means that the equality 
information we can monitor and publish in relation to this is more accurate and 
robust - making processes more efficient. 
 
This is an area that we must develop and improve in order that managers have 
access to relevant and timely workforce equality information and develop their 
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understanding of how that information should be used to inform the decisions they 
are taking. 
 
Recent research has shown that our annual workforce equality report is the most 
comprehensive in the Liverpool City Region.  
 
We have worked hard to reduce existing data gaps through awareness raising 
campaigns, short information videos, news items, screen savers and included in 
‘ExecView’ which is the Chief Executive’s weekly email. We also targeted managers 
directly whose team members had data gaps to encourage completion. This 
improved the data return by a further 4%. 
 

 
What we have achieved 
 
We have undertaken a range of equality and related programmes and events 
throughout the year and into 2018/19. 
 
Highlights include:  
 

• International Women’s Day (IWD) – held in March 2018, 42 employees 
attended this inaugural event. 

• Women into Leadership (WIL) - following IWD an email distribution list was set 
up- to date there are 114 employees now on the mailing list. 

• Lunch and Learn – these sessions are held as part of WIL and are very well 
attended. 

• Pink Bucket campaign / donating Bras (internal campaign) – launched as 
part of IWD in March 2018 all sanitary wear / hygiene products were donated to 
Women’s Refuge and Wirral Foodbank. Unite also donated money to both 
charities. 10 large bags of bras have been collected and donated to breast 
cancer research to date. Further donations of sanitary wear and hygiene products 
have also been donated to Tomorrow’s Women. 

• Mental Health awareness week – held during May we ran a week long 
campaign with a different focus each day. 

• Workplace Wellbeing breakfast and mental health quiz – held during mental 
health awareness week over 30 staff attended a wellbeing breakfast event and 
took part in a mental health quiz. 

• Men’s Health awareness week – held during June we ran a week long 
campaign with different topics each day. Wednesday was highlighted as Men’s 
mental health and we hosted State of Mind Sport (SOMS) for a thought provoking 
and personal presentation. Around 70 members of staff attended this.  

• Launch of Working Carers Policy – staff helped shape this policy back in 
February 2018 when a call for help was put out on the intranet. An initial focus 
group was held with the Policy formally launching in June 2018. 

• Establishment of a Working Carers staff network group – inaugural meeting 
was held In July 2018 with further meetings set for September and November. 
These will be facilitated by HR initially with the group becoming self-sufficient 
from spring 2019. 
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• Show Racism the Red and Red Card Day – Our HR Team led and organised a 
mini walking football tournament for staff on 9 October at the Oval. Unite and 
Unison sponsored the tournament financially in partnership with the Council. 
Around 120 staff took part in the tournament with many more supporting their 
teams on the day. On Red Card day itself, staff were encouraged to wear 
something red in support of the campaign and donate to the charity. All 
participants were invited to receive their certificates by the Mayor.  

 

• Menopause in the Workplace guidance and establishment of a staff network 
group for Menopause in the Workplace – launched on World Menopause Day 
(18th October). Dr Jane Wilkinson hosted 2 events (one for staff and one for 
managers) Over 200 members of staff attended in total.  
 
These events have continued to promote and raise the profile of equality and 
diversity issues within the workforce. 
 

 
What we intend to do in 2018/19  
 
There are a range of events planned for 2018/19 including: 
 

• Pink boxes campaign (external) – following support by Council in relation to 
period poverty, HR have facilitated the location of 15 boxes in various council 
building for members of the public to donate sanitary products to.  

• Working Carers ‘passport’ scheme – launched on Carers Rights Day on 30 
November the passport scheme enables staff and managers to document 
workplace arrangements and help staff balance their caring responsibilities with 
their work. 

• Carer Awareness training sessions for managers 

• International Women’s Day March 2019 
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Workforce Profile 
Reduction of numbers April 2014 – March 2017 
 

As at 1 April 2018, our workforce was made up of employees on permanent, fixed 
term, part time and seasonal contracts, including graduates and apprentices. The 
total headcount within the Council was 3,335. These figures do not include school 
employees, councillors, consultants and agency staff (unless they have line 
management responsibilities). 
 

Data 
The table below shows the headcount of employees for the last three financial years. 
 

 FY 2015/16 FY 2016/17 FY2017/18 
Headcount  Headcount Headcount  

Total 3,626 3,525 3,335 
 
The following table shows the overall headcount change for the three year period. 
 
 Headcount change 

FY 2015/16 – FY 2017/18 
Headcount  No. % 
Total -291 -8.0% 
 

 
What does this tell us? 
• The workforce and business function distribution continues to be determined by 

the new operating model, changes to council services and ever changing 
priorities. This has led to the organisational headcount continuing to decrease 
year on year. 

 

• Whilst the number of leavers in the table above shows that 190 employees have 
left the organisation during 2017/18, a total of 238 employees have actually left. 
The headcount for 2017/18 includes new starters as well as leavers. 

 

Mitigation 
The numbers of leavers for financial year 2017/18 was largely due to the 
implementation of a number of major projects which led to a total of around 258 
employees being transferred from the Council to deliver services in alternative 
delivery models. These include: 
 

• Adult Social Care transfer to NHS integration leading to 208 staff being 
transferred (37 men and 171 women). 

• Business support project led to 7 employees transferred to the Wirral 

Chamber of Commerce. 
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Workforce Profile 
Headcount 
 
Our organisation is split into business functions, each of which delivers specific types 
of services either directly or indirectly to residents, communities and customers of 
our Borough. 
 

Data 
The headcount comparison for each business function is shown in the table below: 

 

Function Headcount 
FY 
2015/16 

Headcount 
FY 
2016/17 

Headcount 
FY 
2017/18 

% of 
Workforce 
FY 
2017/18 

Change 
FY 
2015/16 
2017/18 

Change 
FY 
2015/16  
2017/18 

Business Services 382 368 350 10.5% -32 -8% 
Children’s Services 
 

618 592 622 18.7% 4 1% 

Corporate Resources 
and Reform 

230 231 250 7.5% 20 9% 

Delivery Services 
 

1,924 1,851 1,656 49.7% -268 -14% 

Health and Care 
 

47 48 50 1.5% 3 6% 

Strategy and 
Partnerships 

425 435 407 12.2% -18 -4% 

Total 3,626 3,525 3,335 100.0% 291 -8% 
 

 
What does this tell us? 
• The workforce and business function distribution continues to be determined by 

the new operating model, changes to council services and ever changing 
priorities. This has led to the organisational headcount continuing to decrease 
year on year. 

 

• This has led to the organisational headcount continuing to decrease year on year. 
 

Mitigation 
We have created a new form of business functions. For purposes of this report, we 
have mapped employees to those functions for previous years.  
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Workforce Profile 
Reasons for leaving  
 

Data 
The table below highlights the numbers of staff who have left and by gender during 

2017/18. This includes 158 employees that transferred to the NHS. 
 

 

 

 

 

 

 

 

The table below highlights the numbers of staff that have started and by gender 

during 2017/18.  

 

 

 

 

 

 

 

 

Below is a table that highlights the numbers of staff who have left and the reasons 

for leaving the organisation during 2017/18. 
 

Reason for leaving No. % 
Career Break 1 0.4% 

Contract Outsourced 7 2.9% 

Death In Service 2 0.8% 

Dismissal 13 5.3% 

Early Voluntary Retirement 5 2.1% 

Employment with other Authority 13 5.3% 

End Of Contract 15 6.2% 

Ill Health Retirement 10 4.1% 

Normal Retirement Age 19 7.8% 

Redundancy 2 0.8% 

Resigned 124 51.0% 

Total 243  

 

 

 

 

 

 FY 2017/18 
Sex No. % 

Female 136 56% 
Male 107 44% 
Total 243  

 FY 2017/18 
Sex No. % 
Female 153 63% 
Male 77 32% 
Total 230  
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What does this tell us? 

• The gender split of staff leaving is disproportionate when compared to the overall 

gender of the workforce of women at 64% and men at 36%, with more men 

leaving on average (43%) than women. 

 

• Whilst the actual number of leavers by headcount is 190, this also includes 158 

that were transferred to the NHS. The difference in numbers of starters and 

leavers can also be explained by seasonal workers and short term contracts. 

 

 

Mitigation 
There is no evidence to suggest any concerns or that this is a specific gender related 

issue primarily due to the numbers leaving the council as part of NHS integrated 

project. Over 4 times as many women (171) than men (37) were transferred. 

 

What do we need to do? 
� Employees have the option to complete an online exit survey. The findings of 

any surveys need to be interrogated to ascertain if there may have been any 

specific gender related, or other protected characteristic issues. 
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Workforce Profile 
Age profile 
 

Data 

The table below shows the age profile of our employees, as well as figures for the 

last three years. 

 

 

FY 2015/16 FY 2016/17 FY 2017/18 

% 
Change 
2015/16 

and 
2017/18 

*Wirral Estimates 

Age 
bands 

No. % No. % No % % No. % 

16 - 20 14 0.4% 16 0.5% 27 1% 92.9% 18,081 8.9% 
21 - 25 76 2.1% 69 2.0% 77 2% 1.3% 17,896 8.8% 
26 - 30 230 6.3% 221 6.3% 195 6% -15.2% 18,437 9.1% 
31 - 35 289 8.0% 279 8.0% 278 8% -3.8% 17,946 8.9% 
36 - 40 358 9.9% 346 9.9% 314 9% -12.3% 17,438 8.6% 
41 - 45 412 11.4% 374 10.7% 320 10% -22.3% 21,839 10.8% 

46 - 50 696 19.2% 623 17.8% 562 17% -19.3% 23,720 11.7% 
51 - 55 743 20.5% 728 20.8% 699 21% -5.9% 23,411 11.6% 
56 - 60 484 13.3% 521 14.9% 524 16% 8.3% 20,521 10.1% 
61 - 65 213 5.9% 219 6.3% 228 7% 7.0% 20,155 9.9% 
66 + 111 3.1% 104 3.0% 111 3% 0.0% 61,833 30.5% 
Total 3,626  3,500  3,335   202,649  

 

*Estimates are based on Wirral Population figures from the Census 2011 

 

The table below shows the total number of women and those in the 45 – 55 age 

category for 2017/18.  

 

Total female staff Aged 46 - 55  % aged 46 - 55 
2,142 1,261 59% 

 

The table below shows the cohort of our female employees in age categories over 

46. 

 

Age bands No. of employees % aged 46 or over 
46 - 50 367 17.9% 
51 - 55 434 21.2% 
56 - 60 326 15.9% 
61 - 65 153 7.5% 
66 + 69 3.4% 

Total 1,349 63.0% 
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What does this tell us? 

• Whilst the overall picture broadly remains the same, our younger employee 

figures are relatively low with less than 4% of our workforce is within the age 

band 16 – 25 (despite the increases in the 16 - 20 age category) 

 

• Aged over 46 accounts for around 64% of the overall workforce. This could lead 

to significant skills and knowledge gaps within roles critical for the future 

 

• Around 59% of our female workforce are aged 45 – 55, this group of employees 

are most likely to be experiencing peri-menopause / menopause. 
 

• Around 63% our female workforce are aged 46 and above, for some services this 

will mean planning for the implications this may have for future service delivery.  
 

• Compared with local demographical data, we are significantly under-represented 

in the workforce by younger people, particularly in the 16 – 25 age brackets and 

are over-represented in the older age brackets of 46 – 60. 

 

 

Mitigation 
There are limited recruitment opportunities to address any areas of under-

representation.  
 

There are also limited apprenticeship opportunities which traditionally have been 

taken up by younger people. However, with the introduction of the Government’s 

apprenticeship levy in April 2017, this has improved our younger workforce profile. 

This is a government set target placed on all public sector organisations such as 

Local Authorities and the NHS. 

 

Peri-menopause / Menopause guidance for all employees will be produced and 

launched in October 2018 to tie in with World Menopause Day. This will include a 

separate training session for managers. 

 

With limited recruitment opportunities within the Council due to financial constraints, 

we are a predominantly older workforce, which will mean succession planning will be 

required for future proofing the organisation.   

 

The relaunch of the refreshed Graduate and Apprenticeship Schemes will attract 16 

– 25 year olds to join the Council. Effective management of the schemes will enable 

the organisation to retain talent, inspire innovation and facilitate effective succession 

planning.  

The Graduate and Apprenticeship Schemes support Wirral Council’s 20/20 vision 

pledges of providing a greater range of Job opportunities for Wirral residents, young 

people and vulnerable young people; reaching their full potential.     
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What do we need to do? 
� For Wirral, in terms of the Apprenticeships, based on a target of 2.3% of total 

workforce of 3,335, this means approximately 80 new apprentices by 2021. 

We currently have 25 apprentices.  The Council has committed to support the 

recruitment of Apprentices to meet our obligations under the apprenticeship 

levy.  

 

� The Council has relaunched it’s Graduate Programme to support local 

graduates into employment and expects to have a cohort of 7 for 2018/19. 

From the 2016 cohort, 2 graduates went on to gain permanent employment in 

2017/18. 

 

� A cohort of 14 apprentices will be placed throughout the Council for 2018/19 

with a further 8 positions planned for 2019/20 (however it is likely that this 

number will increase for next year’s cohort). 

 

� Supported Internships are aimed at 14-19 year old people with a learning 

disability / mental health condition. The cohort number is 28 for the borough 

with 2 internships being placed within the Council for 2018/19. A new cohort is 

anticipated in January 2019. Where appropriate, some of these could lead to 

an apprenticeship programme. 
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Workforce Profile 
Ethnicity profile 
 

Data 
The tables below show the breakdown of headcount by ethnicity. 

 

 FY 2015/16 FY 2016/17 FY 2017/18 Change Change 
Ethnicity No. % No. % No % No. % 
BME 84 2.3% 82 2.3% 78 2% 6 -7% 
Prefer not to 
say 

401 13.3% 378 10.8% 356 11% 
45 -11% 

White 3,141 86.6% 3,037 86.8% 2,886 87% 255 -8% 

Total 3,626  3,500  3,335    

 
The table below shows the breakdown of our employees by ethnicity and Wirral 

Population estimates. 

 

 FY 2015/16 FY 2016/17 FY 2017/18 Change *Wirral Population 
estimates 

Ethnicity No. % No. % No % % No. % 
Asian or 
Asian British: 
Bangladeshi 

10 0.3% 10 0.29% 11 0.3% 10% 851 0.27% 

Asian or 
Asian British: 
Chinese 

8 0.2% 10 0.29% 12 0.36% 50% 1,653 0.52% 

Asian or 
Asian British: 
Indian 

6 0.2% 5 0.14% 4 0.12% -33% 1,344 0.42% 

Asian or 
Asian British: 
Pakistani 

0 0.0% 0 0.0% 0 0% 0% 226 0.07% 

Asian or 
Asian British: 
Other Asian 

6 0.2% 7 0.20% 6 0.18% 0% 1,042 0.33% 

Black or 
Black British: 
African 

10 0.3% 9 0.26% 8 0.24% -20% 389 0.12% 

Black or 
Black British: 
Black 
Caribbean 

3 0.1% 4 0.11% 3 0.09% 0% 189 0.06% 

Black or 
Black British: 
Other Black 

2 0.1% 1 0.03% 1 0.03% -50% 
 

117 
0.04% 

Mixed White 
and Asian 

6 0.2% 9 0.26% 6 0.18% 0% 949 0.30% 

Mixed White 12 0.3% 8 0.23% 6 0.18% -50% 558 0.17% 
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 FY 2015/16 FY 2016/17 FY 2017/18 Change *Wirral Population 
estimates 

Ethnicity No. % No. % No % % No. % 
and Black 
African 
Mixed White 
and Black 
Caribbean 

7 0.2% 7 0.20% 6 0.18% -14% 964 0.30% 

Mixed: Other 
Mixed 

7 0.2% 7 0.20% 7 0.21% 0% 815 0.25% 

Arab 0 0 0 0 1 0.03% -   
Other Ethnic 
Group 

6 0.2% 5 0.14% 4 0.12% -33% 530 0.17% 

White: British 2,970 81.7% 2,942 84.06% 2,782 83.42% -6% 303,682 94.7% 
White: Other 
White 

77 2.1% 76 2.17% 87 2.61% 13% 3,730 1.17% 

White: Irish 23 0.6% 19 0.54% 17 0.51% -26% 2,667 0.83% 
White: 
Gypsy, 
Romany or 
Irish 
Traveller 

0 0.0% 0 0.00% 0 0% 0% 77 0.02% 

Prefer not to 
say 

482 13.3% 378 10.80% 356 10.67% -26% n/a n/a 

Total 3,635  3,500   3,335  202,649  
 

*Estimates are based on Wirral Population figures from the Census 2011 

 

The table below shows the Country of Birth information. This was not originally 

recorded electronically and therefore, we currently have some data gaps as detailed 

below. 
 

Country of Birth No. % 

UK 1,794 54% 

Other 78 2% 

Not Declared 1,463 44% 

Total 3,335 100% 
 

The table below shows the Nationality of employees as part of their right to work in 

the UK. 
 

Nationality No. % 

UK 2,932 88% 

Other 37 1% 

Not Declared 366 11% 

Total 3,335 100 
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What does this tell us? 

• The vast majority of the workforce is from a white ethnic background and a 

further 2% are from a BME (Black and Minority Ethnic) background. 

 

• The figures, when compared with the local population profile in relation to 

ethnicity, show that white ethnic background and BME backgrounds are under-

represented in the workplace.  

 

• BME Wirral population estimates equates to approximately 5.3% against 

workforce figures of 2.3%. White background for Wirral population estimates is 

94.7% compared with workforce figures of 86.8% 

 

• Around 11% of employees preferred not to, or did not disclose their ethnicity 

which is a slight decrease from the previous year, however, the actual number of 

employees has decreased in this category which is positive.   

 

Mitigation 
We are pleased to have maintained a percentage of employees from a BME 

background, whilst acknowledging there are limited recruitment opportunities due to 

reductions in the council’s workforce. 

 

Whilst we do not have any employees from a Pakistani or Gypsy, Romany or Irish 

Traveller background, these are in the lowest Wirral population estimates at 0.07% 

and 0.02% respectively. 

 

Nationally, information (census data) on Country of Birth is collected in order to 

measure the population of international migrants in the UK. They would not 

necessarily be visible through information collected on ethnic group. 

 

Human Resources Team utilise the Nationality data to assist with the recording of 

the Immigration and Asylum Act requirements. All potential employees are required 

to provide evidence of their right to work in the UK. The Council must retain this 

evidence during their employment. Recording this data allows the Council to monitor 

those employees who may be subject to immigration and work restrictions. 

 

What do we need to do? 
 

� We will also include Nationality / country of birth as part of this campaign.  

 

� Whilst this data is not linked specifically to the Equality Duty, we require this 

information by law in order to evidence compliance with immigration and 

asylum requirements. 
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� A national identity question should be asked as a companion to the ethnic 

group question. Recording this data allows the Council to identify and monitor 

those employees who may / may not be subject to immigration and work 

restrictions. 

 

For example, an employee’s country of birth is India but their nationality is British. 

They became naturalised as a British citizen. Therefore, they are no longer subject 

to any restrictions. 
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Workforce Profile 
Sex profile 
 

Data 
The table below shows the gender split of the workforce. 

 
 FY 2015/16 FY 2016/17 FY 2017/18 *Wirral Population 

estimates 
Sex No. % No. % No. % No. % 

Female 2,347 64.6% 2,247 64.2% 2,142 64% 100,267 51.3% 
Male 1,288 35.4% 1,253 35.8% 1,193 36% 95,012 48.7% 
Total 3,635  3,500  3,335  195,279 100% 

 

*Estimates are based on Wirral Population figures from the Census 2011 

 

 

Of all contracts less than 36 hours the proportion between men and women is 

outlined in the table below. 

 

 FY 2017/18  
Sex No. % of cohort % of workforce by gender 
Female 1,026 83% 31% 
Male 217 17% 7% 
Total 1,243  37.3% 

 

 

The table below shows the total number of women and those in the 45 – 55 age 

category for 2017/18.  

 

Total female staff Aged 46 - 55  % aged 46 - 55 
2,142 1,261 59% 

 

 
In addition, 91 members of staff or 3% of the workforce indicated that they have 
caring responsibilities. This is highlighted by gender in the table below. 

 
 FY 2017/18 

Sex No. % 
Female 71 78% 
Male 20 22% 
Total 91 3% 
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What does this tell us? 

• In comparison to local demographic information, the workforce is over-

represented by females and under-represented by males. Figures remain 

relatively the same over the time period with a slight increase in men. 

 

• The number of employees that work less than 36 hours is 1,243 or 37.03% 

compared to 2,092 or 62.7% employees who work full time. 

 

• Of this, a total of 1,026 or 47% of the overall female workforce work less than 36 

hours, work part time, flexibly, with compressed hours and work-life balance. 

Further interrogation revealed that over 80% of all staff who work less than 36 

hours are women. 

 

• Around 59% of our female workforce are aged 46 – 55, this group of employees 

are most likely to be experiencing peri-menopause / menopause. 

 

• The age bands of 46-55 have the highest number of employees that work less 

than 36 hours. 450 employees fall into this category and accounts for over a third 

of all staff in this category. This age category is also most likely to have additional 

caring responsibilities. 

 

• Around 3% of staff (91 employees) indicated that they have caring 

responsibilities (prior to staff confidence campaigns). The majority of Carers are 

women at 78% 

 

Mitigation 
The Council has a predominantly female workforce (almost two thirds) and this has 

remained consistent over previous years. Historically, the Council had more 

traditionally male dominated roles for example in Parks and Housing. These have 

now gone or are more gender neutral which also impacts on the gender profile. 

 

The age bands of 46-55 may be more likely to have caring responsibilities and 

therefore prefer to work flexibly. The council has a good range of flexible working 

policies and arrangements that are attractive for existing, new and potential 

employees. 

 

Peri-menopause / Menopause guidance for all employees will be produced and 

launched tie in with World Menopause Day in October 18. 

 

A Working Carers Policy was launched in June 2018 and a staff network group has 

been established with its first meeting held in July 2018. 

 

Whilst overall more women than men have left the organisation, this has not had a 

negative impact on the overall composition of the workforce. 
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What do we need to do? 
 

� The caring responsibility figures represent the numbers of staff that have 

declared they have caring responsibilities via self-serve for dependants and 

non-dependants. The actual numbers may very well be higher and we are 

aiming to improve data across all areas by undertaking a staff confidence 

campaign. 

 

� Consider our approach when recruiting to encourage applications from groups 

not represented in the relevant service area. 

 

� Include as part of any future staff confidence campaigns. 
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Workforce Profile 
Disability profile 
 

Data 
The table below shows the number of employees who consider themselves to have 

a disability. 

 

 FY 2015/16 FY 2016/17 FY 2017/18 
 No. % No. % No % 

Unknown 801 22.0% 632 18.0% 591 17.7% 
No 2,662 73.2% 2,674 76.4% 2,553 76.6% 
Yes 172 4.7% 194 5.5% 191 5.7% 
Total 3,635  3,500  3,335  
 

In terms of Wirral population figures, people are asked if they have a long-term 

health problem or disability from a cohort of 319783 is as follows: 

 

Day to day activities limited a lot  37,898 or 11.8% 

Day to day activities limited a little  34,306 or 10.7% 

Day to day activities not limited          247,579 or 77.4% 

 

 

The table below shows the borough of Wirral’s Disability Population Employment 

rate aged 16-64.  

  

Date Wirral 
 In employment Total Employment rate 

Jan 2016-
Dec 2016 

21,800 49,700 44.0% 

 

The table below shows the borough of Wirral’s Population rate aged 16-64. 

 

Date Wirral 
 In employment Total Employment rate 

Jan 2016-
Dec 2016 

139,700 144,700 69.7% 

 

 

What does this tell us? 

• At April 2018, 191 employees, or 5.7% of the total workforce, had declared they 

have a disability. Employees are asked at their point of entry into the organisation 

i.e. application form stage. During the course of their employment, employees 

can re-define their disability status at any stage via self-serve. 

 



23 
 

• The numbers of staff who made requests for reasonable adjustments during this 

period is 93. However, requests for reasonable adjustments at present is not 

reliable as we are dependent on counting from submissions. 

 

• The borough of Wirral’s Disability Employment gap stands at 25.7% (nationally 

32%). 

 

• Deployment of specialist software such as TextHelp, Dragon and Freemind is 

provided to105 of our employees (some employees may require more than one 

type of software). 

 

Mitigation 
We are a Disability Confident Employer which automatically guarantees prospective 

disabled candidates an interview providing they have met the essential criteria. 

 

It is important to acknowledge that the provision of data on disability will always be 

sensitive, and employees may decide not to share their disability status if they do not 

feel they need any support or reasonable adjustments to help them. We are 

confident that all our policies and procedures are equitable and fair across all 

protected characteristics. 

 

The introduction of being able to update your personal information via self-serve has 

gone some way to reduce the ‘unknown’ responses. 

 

We are pleased to have increased the proportion of employees from a disability 

background, whilst acknowledging there are limited recruitment opportunities due to 

reductions in the council’s workforce. 

 

What do we need to do? 
� We are currently a Disability Confident employer and are working towards 

accreditation at Leader level.  

 

� We will continue to work with the Council’s All Age Disability group to help 

narrow the Disability Employment rate of 25.7%. (The All Age Disability Group 

has been established as a sub group to implement employment opportunities 

for disabled people as part of The All Age Disability Strategy. The Strategy 

has been developed to deliver the Wirral Plan pledge for 'People with 

disabilities live independently'). 

 

� Create an e-form for reasonable and workplace adjustments with types of 

adjustments required to inform our reporting systems. 
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Workforce Profile 
Sexual Orientation profile 
 

Data 
The table below shows the number of employees who have stated their sexual 

orientation.  

 

 FY 2015/16 FY 2016/17 FY 2017/18 

 No. % No. % No. % 
Unknown 1 0.02% 11 0.31% 29 0.87% 

Asexual 1 0.02% 1 0.02% 1 0.03% 

Bisexual 8 0.22% 6 0.17% 5 0.15% 
Heterosexual 1,878 51.66% 2,085 59.57% 2,019 60.54% 
Lesbian or Gay 38 1.05% 43 1.22% 40 1.20% 

Prefer not to say 1,710 47.04% 1,354 38.68% 1,241 37.21% 
Total 3,635  3,500  3,335  

 

 

What does this tell us? 

• The high levels who prefer not to say could indicate that employees do not feel it 

is relevant or an issue in the workplace therefore, this could be positive. 

 

• Alternatively, employees may feel the workplace is an environment where they do 

not feel confident therefore, this could be a negative aspect. 

 

• There is no comparable data for this category however Public Health England’s 
study, Producing modelled estimates of the size of the lesbian, gay and bisexual 
(LGB) population of England (2017) estimated that 2.5% of England’s population 
identifies as LGB or ‘other’. Regionally, the highest prevalence was found in 
London, North West and North East regions with each having an overall LGB 
prevalence of 4.3%, 2.5% and 2.3% respectively. There are higher proportions in 
large city regions like Greater London (5.1%), Greater Manchester (3.6%) and 
Brighton and Hove (9.9%). 

 

• Compared to the Public Health England’s national study of 2.5%, our employee 

data falls below this at 1.4% (regionally estimated at 2.5%). 

 

 

Mitigation 
It is important to acknowledge that the provision of data on sexual orientation will 

always be sensitive, and employees may decide not to share their sexual orientation 

status if they do not wish to do so. We are confident that all our policies and 

procedures are equitable and fair across all protected characteristics. 
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The North West region has the highest population rate in the country (outside of 

London), for people who identify as gay or lesbian and bisexual. 

 

The introduction of being able to update your personal information via self-serve has 

gone some way to reduce the ‘prefer not to say’ responses.   

 

We have seen a slight decrease in employees from a Bi-sexual and Lesbian or Gay 

background, acknowledging there are limited recruitment opportunities due to 

reductions in the council’s workforce. 
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Workforce Profile 
Religion or Belief profile 
 

Data 
The table below shows the number of employees who have stated their religion or 

belief.   

*Estimates are based on Wirral Population figures from the Census 2011 

 

What does this tell us? 

• The data shows overall that Atheist, Buddhist and Christian are the 3 areas 

where there has been a slight decrease in percentages. 

 

• Those with no religion have increased. 

 

• We no longer have any employees with Sikh religion or belief. 

 

• There has been an increase in employees with Muslim and Pagan religion or 

beliefs. 

 

• We have employees with Pagan, Agnostic, Humanist and Atheist religion or 

beliefs whilst Wirral population estimates do not. 

 

• There has been a large increase in the amount of ‘unknown’ whilst ‘prefer not to 

say’ has decreased. 

 

 

 FY 2015/16 FY 2016/17 FY 2017/18 *Wirral Population 
estimates 

 No. % No. % No. % No. % 
Unknown 1 0.03% 9 0.25% 28 0.84% - 0% 
Agnostic 54 1.49% 56 1.6% 56 1.68% - 0% 
Atheist 101 2.78% 107 3.05% 105 3.15% - 0% 
Buddhist 5 0.14% 5 0.14% 3 0.09% 905 0.2% 
Christian (all denominations) 1,427 39.26% 1,528 43.65% 1,430 42.88% 225,147 70.4% 

Hindu 3 0.08% 3 0.08% 3 0.09% 742 0.2% 
Humanist 21 0.58% 19 0.54% 19 0.57% - 0% 
Jewish 2 0.06% 2 0.05% 2 0.06% 265 0.08% 
Muslim 10 0.28% 8 0.22% 11 0.33% 1,809 0.56% 
No Religion 358 9.85% 439 12.54% 459 13.76% 68,209 21.3% 
Other Religion or Belief 12 0.33% 16 0.45% 17 0.51% 830 0.25% 

Pagan 9 0.25% 10 0.28% 11 0.33% - 0% 
Sikh 1 0.02% 1 0.02% 0 0% 236 0.07% 
Prefer not to say 1,631 44.87% 1,297 37.05% 1,191 35.71% 21,640 6.7% 
Total 3,635  3,500  3,335  319,783  
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Mitigation 
It is important to acknowledge that the provision of data on religion or belief will 

always be sensitive, and employees may decide not to share their religion or belief 

status if they do not wish to do so. We are confident that all our policies and 

procedures are equitable and fair across all protected characteristics. 

 

The introduction of being able to update your personal information via self-serve has 

gone some way to reduce the amount of ‘unknown’ responses along with the staff 

confidence campaigns.   
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Workforce Profile 
Gender reassignment profile 
 

Data 
The table below shows the number of employees who have stated their gender 

reassignment status.   

 
 

 FY 2015/16 FY 2016/17 FY 2017/18 

 No. % No. % No. % 
Unknown 3,332 91.89% 3,209 91.69% 2,945 88.31% 

No 272 7.50% 272 7.77% 370 11.09% 

Prefer not to answer 16 0.44% 13 0.37% 13 0.39% 

Yes 6 0.17% 6 0.17% 7 0.21% 

Total 3,626   3,500   3,335  
 

 
Current estimates as indicated in the Government’s Women and Equalities 
Committee Transgender Equality Report published in January 2016 show that 
some 650,000 people are “likely to be gender incongruent to some degree”. 
 

What does this tell us? 

• There are extremely high levels of unknown in this category. In effect this means 

this area has been missed out or left blank. 

 

Mitigation 
There is no comparable data for this particular area. 

 

When this question was first introduced to the workforce there was some 

misunderstanding about what was being asked. The phrasing of the question was 

changed but this means we cannot rely on the integrity of the data until employees 

re-visit the question. 

 

It is important to acknowledge that the provision of data on gender reassignment will 

always be sensitive, and employees may decide not to share their gender 

reassignment status if they do not wish to do so. We are confident that all our 

policies and procedures are equitable and fair across all protected characteristics. 

 

We have a specific Gender Identity Policy for this protected characteristic and Trans 

awareness and Hate and Mate Crime e-learning modules. 
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Workforce Profile 
Marriage and Civil partnership profile 
 

Data 
The table below shows the number of employees who have stated their marriage 

and civil partnership status.   
 

 

 FY 2015/16 FY 2016/17 FY 2017/18 

 No. % No. % No. % 
Unknown 2,856 78.57% 2,424 69.25% 2,162 64.83% 

Civil Partnership 6 0.17% 10 0.28% 13 0.39% 

Divorced 43 1.18% 64 1.82% 68 2.04% 

Married 511 14.06% 733 20.94% 759 22.76% 

Married (Same Gender) 2 0.06% 3 0.08% 4 0.12% 

Prefer not to answer 18 0.50% 14 0.4% 12 0.36% 

Single 196 5.39% 244 6.97% 300 9.00% 

Widowed 3 0.08% 8 0.22% 17 0.51% 

Total 3,635  3,500  3,335  
 

What does this tell us? 

• Almost 65% of the data is not captured as 2,162 employees have not made a 

declaration. 
 

Mitigation 
Since the introduction of Equal Marriage during 2016/17 data for this area has been 

captured. 
 

The introduction of employees being able to update personal information via self-

serve has gone some way to reduce the ‘prefer not to say’ responses. 
 

Historically this data was captured purely for pension and pay purposes only and 

employees would have to evidence their status e.g. present a copy of the marriage 

certificate. 
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Workforce Profile 
Pregnancy and Maternity profile 
 

Data 
The table below shows the number of employees who have stated their pregnancy 

and maternity status.   

  

 FY 2015/16 FY 2016/17 FY 2017/18 
 No. % No. % No. % 

Number of females 2,342  2,247  2,142  
Unknown 2,037  1,946  1,909  
No 277  272  195  
Yes 28 1.20% 29 1.29% 31 1.45% 
 

This is further broken down by return to work rates in the table below. 

 

Return rate after Maternity Leave 

Total Females Returned 2017/18  

Returned 37 

Left 0 

Returned part time within 6 months 17 

Returned with no change 20 

 

What does this tell us? 

• Whilst there has been a decrease of 200 female members of staff over the last 

three years, there has been a slight increase in the number of pregnancies.  

 

• No employees decided not to return to work after their maternity leave. 

 

• Almost half of staff reduced their working pattern within six months of returning. 

 

• Further interrogation of data identified that two members of staff took paternity 

leave. 

 

• During the course of 2017/18 there were 37 members of female staff that took or 

were already on maternity leave (not all declared via self-serve system).  

 

Mitigation 
We have well developed maternity support arrangements for parents, carers, and 

adopters which exceed national statutory requirements. We are confident that all our 

policies are fair and equitable across all protected characteristics. 
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The return to work rate after maternity leave of 100% indicates we have good, 

flexible working policies that are fit for purpose. This is highlighted more by a further 

45% employees returning to work part time within six months. 

 

This specific duty applies only to employees therefore comparable data is not 

applicable. 

 

What do we need to do? 
� This data is deemed to be limited in use as we cannot collect this information 

from men so targeted action is not necessary. In terms of known pregnancies 
and maternity / paternity leave, this is collected and can be evidenced. 

 
� As part of the targeted approach to Managers, where employees in their team 

have data gaps with the completion rate percentage and names of employees 

with missing information – we have asked male colleague to default this 

category to no. 
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Workforce Profile 
Take up rates of training 
 

There has been increased pressure on training budgets due to financial challenges. 

Training has been limited in some areas. The Council offers a variety of blended 

learning including e-learning and delivered training. 

 

Data 
The tables below show the number of employees who undertook face to face training 

during 2017/18by gender, ethnicity, age and disability. 

 

 

 FY 2017/18 
Sex Attended 

delivered 
training 

Headcount % 

Female 1,452 2,142 44% 
Male 830 1,193 25% 
Total 2,281 3,335  

 

The table below shows the numbers of staff by ethnicity that attended delivered 

training. 

 

 FY 2017/18  
Ethnicity No. Headcount % by cohort 
Asian or Asian British: Other Asian 5 6 83% 
Asian or Asian British: Bangladeshi 9 11 82% 
Asian or Asian British : Chinese 12 12 100% 

Asian or Asian British: Indian  4 4 100% 
Black or Black British: African 6 8 66% 
Black or Black British: Caribbean 2 3 66% 
Black or Black British: Other 0 0 0.00% 
Mixed: White and Asian 9 9 100% 
Mixed: White and Black African 4 6 66% 

Mixed: White and Black Caribbean 5 6 83% 
Mixed: Other 7 7 100% 
Arab 1 1 100% 
Other Ethnic Group 2 4 50% 
White: British 1,960 2,782 70% 
White – other White 63 87 72% 

White: Irish 13 17 76% 
Unknown 8 15 53% 
Prefer not to answer 171 356 48% 
Total 2,281 3,335 68.4% 
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The table below shows the numbers of staff by age that attended delivered training. 

 

 FY 2017/18 
Age 
bands 

No. Headcount % 

< 20  12 27 44% 
21 - 25 58 77 75% 
26 - 30 139 195 71% 
31 - 35 198 278 71% 

36 - 40 233 314 74% 
41 - 45 256 320 80% 
46 - 50 412 562 73% 
51 - 55 511 699 73% 
56 - 60 327 524 62% 
61 - 65 108 228 47% 

66 + 27 111 24% 
Total 2,281 3,335 68.4% 

 
 

The table below shows the numbers of staff by disability that accessed delivered 

training. 

 
 FY 2017/18 

Disability No. Headcount % 
Unknown 330 591 55% 
Yes 143 191 74% 
No 1,808 2,553 70% 
Total  2,281 3,335 68.4% 

 

 

What does this tell us? 

• More women accessed delivered training than men, when compared to the 

workforce gender split. This trend has reversed from last year whereby more men 

accessed training than women. 

 

• All employees from a Chinese, Indian, White and Asian and Mixed background 

accessed delivered training. Those from a Bangladeshi, Other Asian, White and 

Black Caribbean and White Irish were the next highest cohort. 

 

• Employees from a White British background were less likely to attend delivered 

training when compared to the majority of all ethnicities. 

 

• Employees aged under 20 and over 61 are less likely to access delivered training 

when compared to other age categories. 
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• Employees in the age bracket 41 – 45 were the highest at 80% to access 

delivered training. 

 

• Employees who have declared a disability are more likely to access delivered 
training when compared to employees that have not declared a disability. 

 

Mitigation 
E-learning is an easy, cost effective and accessible method of training. Employees 

can access at work or from home. 

 

There are currently about 250 e-learning modules on the site ranging from Care Act 

Training to Responsibility for Information to Learning Spanish. 

 

We have almost all council employees registered on the site, which they can access 

via any PC or mobile device 24/7. We also have all councillors registered and foster 

carers and voluntary sector organisations are also offered a free account. We are 

currently offering licences at a cost to school and the aspiration is to also offer this 

service to local businesses.  

 

Courses are organised in categories including mandatory learning, safeguarding, 

health and wellbeing, business skills and a range of others. There is a bespoke area 

with a suite of modules relating specifically to Equality and Diversity. 

 

We are in the process of transitioning onto a new electronic recording and reporting 

system for training as a result the data may not be 100% accurate. However the 

figures above do provide a fair representation of those who have attended face to 

face training sessions. 
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Workforce Profile 
Recruitment 
 
We advertise job vacancies externally and those staff on the redeployment list will 
always be considered in line with the Council’s Redeployment Policy to avoid 
compulsory redundancy where possible. 
 
The council has a good range of enhanced terms and conditions, benefits and 

arrangements that are attractive for existing, new and potential employees. 

 
A recruitment module has been developed to tie in with the Council’s vision to move 
to online digital services. Whilst the majority of recruitment (including job application 
forms, job descriptions etc.) will be completed online, alternative formats will be 
made available upon request.  
 
Applicants will have the opportunity to give us their equality profile at this point for 
statistical purposes only.  The data captured for all applicants can/will be used for 
statistical reasons only in determining recruitment patterns etc. Managers / 
recruitment panel members will not be able to obtain this information. 
 
However, if a prospective candidate has declared a disability that requires 
reasonable adjustments to support them prior to and during the interview, these 
arrangements will be put in place to support them fully. We also operate the two ticks 
scheme (to be replaced by Disability Confident) which guarantees a disabled person 
an interview if they have met the essential criteria for the vacancy.  
 
All categories have a ‘prefer not to say’ option allowing the individual to have control 
of what information is given.  
 
Overall, it is encouraging that there has not been a disproportionate effect on 
employees from a BME, Disabled, Religion or Belief, Gender Re-assignment or 
Sexual Orientation background, despite limited recruitment opportunities. 
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Workforce Profile 
Job Application success rates 
 

Data 
The table below show the number of applicants, those shortlisted and appointed by 
gender for 2017/18 
 

Sex No. of 
applicants 

No. 
shortlisted 

% 
Success 

No. 
appointed 

% 
Success 

Men 1,436 347 168 24% 48% 
Women 964 193 100 20% 52% 
Total 2,400 540 23% 264 % 

 

 
This table shows the numbers of applicants, those shortlisted and those appointed 
by ethnicity. 

 
Ethnicity No.  of 

applicants 
No. 
shortlisted 

% 
Success 

No. 
appointed 

%  
Success 

Asian or Asian British: 
Bangladeshi 

16 4 
25% 

2 50% 

Asian or Asian British: Chinese 16 3 19% 1 33% 

Asian or Asian British: Indian 18 3 17% 2 67% 

Asian or Asian British: Pakistani 8 0 0% 0 0% 

Asian or Asian British: Other 
Asian 

5 1 
20% 

0 0% 

Black or Black British: African 29 3 10% 3 100% 

Black or Black British: Black 
Caribbean 

4 1 
25% 

1 100% 

Black or Black British: Other 
Black 

4 0 
0% 

0 0% 

Mixed White and Asian 14 1 7% 1 100% 

Mixed White and Black African 5 4 80% 0 0% 

Mixed White and Black 
Caribbean 

8 1 
13% 

0 0% 

Mixed: Other Mixed 13 1 8% 0 0% 

Not Declared 89 11 12% 6 55% 

Other Ethnic Group 1 0 0% 0 0% 

White: British 1,995 461 23% 230 50% 

White: Other White 72 11 15% 5 45% 
White: Irish 24 7 29% 2 29% 

White: Gypsy, Romany or Irish 
Traveller 

0 0 
0% 

0 0% 

Prefer not to say 79 28 35% 14 50% 
Total 2,400 540 23% 264 49% 
 
The table below shows the numbers of applicants, those shortlisted and those 
appointed by disability.  
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Disability No.  of 

applicants 
No. 
shortlisted 

% Success No. 
appointed 

%  
Success 

Unknown 212 68 32% 31 15% 
Yes 111 19 17% 4 21% 

No 2,077 453 22% 229 51% 
Total  2,400 540 23% 264 49% 

 

Age 
range 

No.  of 
applicants 

No. 
shortlisted 

% Success No. 
appointed 

%  
Success 

16-25 495 104 21% 43 41% 

26-35 659 156 24% 78 50% 

36-45 467 111 24% 53 48% 

46-55 536 111 21% 54 49% 

56-65 184 47 26% 30 64% 

66+ 12 5 42% 5 100% 

Unknown 47 6 13% 1 17% 

Total  2,400 540 23% 264 49% 

 

What does this tell us? 

• Whilst more women than men applied for jobs, the success rates of appointed 
candidates are fairly evenly split. 

 

• Women were around 4% more successful than men to be appointed. 
 

• The numbers of applicants from a number of groups were low numbers therefore 
it is difficult to draw any conclusions from the data. 

 

• The top 3 ethnicities appointed were African, Black Caribbean and Mixed White 
where all shortlisted candidates were appointed. Followed by Indian, Bangladeshi 
and White British respectively. 
 

• The profile of employees with a disability has increased slightly from 5.5% to 
5.7% from the previous year; this is not reflected in the number of disabled 
people appointed when compared to non-disabled people. 

 

• All age groups under 65 are fairly evenly split in the shortlisting category. 
 

• When we look at successful appointments, age groups 26 – 55 are fairly evenly 
split. 

 

• All of the shortlisted candidates aged 66+ were appointed. The next highest age 
group is aged 56 – 65. 

 

• Half of the shortlisted candidates aged 26-35 were appointed. 
 

• Age group 16 – 25 is the lowest success rate of appointment at 41%. 
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Mitigation 
This information demonstrates we have an excellent recruitment and selection 
process that is free from bias. This has a positive impact particularly for employees 
and staff from a diverse background. 
 
Whilst disabled candidates were less likely to be appointed than their non-disabled 
counterparts, we are confident our increase from 5.5% to 5.7% of disabled 
employees across the workforce, demonstrates our commitment in difficult financial 
circumstances with limited recruitment opportunities.  
 
We became a Disability Confident employer during 2017/18 which reinforces our 
commitment to attract and retain disabled employees. 
 
The data evidences that our highest appointed rates are aged 56 – 65 at 64% with 
100% success rate at aged 66+. This clearly demonstrates that our policies and 
processes are free from age bias. 
 
 

What do we need to do? 
� Analyse if new apprenticeship and graduate programme improves our aged 

under 25 profiles. 
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Workforce Profile 
Length of Service  
 

Data 
The tables below show the length of service by Business function.  

 < 3 
Mths 

3-5 
Mths 

6-12 
Mths 

1-2 
Yrs 

3-5 
Yrs 

6-10 
Yrs 

11-
15 
Yrs 

16-
20 
Yrs 

21-
25 
Yrs 

25 
Yrs 
+ 

Total 

Business Services 10 7 27 116 54 130 6       350 

Childrens' Services 95 42 73 147 109 137 19    622 

Corporate 
Resources and 
Reform 

16 14 80 55 37 45 3    250 

Delivery Services 42 76 135 470 238 645 40 6 3 1 1,656 

Health and Care 7 3 9 10 17 4     50 

Strategic Hub 12 9 11 105 86 179 4 1   407 

Total 182 151 335 903 541 1,140 72 7 3 1 3,335 

 

The table below shows the length of service by age. 

 

Age Bands 
< 3 
Mths 

3-5 
Mths 

6-12 
Mths 

1-2 
Yrs 

3-5 
Yrs 

6-10 
Yrs 

11-15 
Yrs 

16-20 
Yrs 

21-25 
Yrs 

25 
Yrs 
+ Total 

< 20 Yrs 1 8 7 11             27 

21-25 Yrs 12 11 30 21 2 1 77 

26-30 Yrs 22 19 46 66 24 18 195 

31-35 Yrs 34 22 38 84 39 60 1 278 

36-40 Yrs 25 16 39 102 53 76 3 314 

41-45 Yrs 22 11 29 90 51 111 6 320 

46-50 Yrs 23 28 44 163 110 186 7 1 562 

51-55 Yrs 19 21 53 177 129 268 30 2 699 

56-60 Yrs 17 7 34 126 81 240 12 5 2 524 

61-65 Yrs 5 6 12 46 36 115 7 1 228 

66 Yrs + 2 2 3 17 16 65 6 111 

Total 182 151 335 903 541 1,140 72 7 3 1 3,335 
 

The table below shows length of service by Disability. 
 
Disability 

< 3 
Mths 

3-5 
Mths 

6-12 
Mths 

1-2 
Yrs. 

3-5 
Yrs. 

6-10 
Yrs. 

11-
15 

Yrs. 

16-
20 

Yrs. 

21-
25 

Yrs. 

25 
Yrs. 

+ 

Unknown           
No 152 134 263 710 410 835 42 4 3  

Yes 3 2 20 65 39 58 4 1   

Total 182 151 335 903 541 1,140 72 7 3 1 
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The table below shows length of service by Ethnicity.  
 

Ethnicity 
< 3 

Mths 
3-5 

Mths 
6-12 
Mths 

1-2 
Yrs. 

3-5 
Yrs. 

6-10 
Yrs. 

11-
15 

Yrs. 

16-
20 

Yrs. 

21-
25 

Yrs. 

25 
Yrs. 

+ 

Total 

Asian or Asian 
British: Bangladeshi 

 1 3 1  6     11 

Asian or Asian 
British: Chinese 

2 2 1 2 1 3 1    12 

Asian or Asian 
British: Indian 

 1  1 1  1    4 

Asian or Asian 
British: Pakistani 

          0 

Asian or Asian 
British: Other Asian 

   1 2 3     6 

Black or Black British: 
African 

 2 1 3 2      8 

Black or Black British: 
Black Caribbean 

1   2       3 

Black or Black British: 
Other Black 

   1       1 

Mixed White and 
Asian 

  1 6 1 1     9 

Mixed White and 
Black African 

 1 1 1 2 1     6 

Mixed White and 
Black Caribbean 

 1  2 2 1     6 

Arab  1         1 

Mixed: Other Mixed    3  4     7 

Other Ethnic Group    3  1     4 

White: British 152 130 273 758 452 949 58 7 3  2,782 

White: Other White 6 1 20 34 10 16     87 

White: Irish 1  3 5 3 5     17 

White: Gypsy, 
Romany or Irish 
Traveller 

          0 

Prefer not to say 12 9 29 78 65 150 12   1 356 

Unknown 8 2 3 2       15 

Total 182 151 335 903 541 1,140 72 7 3 1 3,335 

 

 

What does this tell us? 

• Whilst we do not have any employees from a Pakistani or Gypsy, Romany or 

Irish Traveller background, these are in the three lowest Wirral population 

estimates at 0.07% and 0.02% respectively. 
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• The highest length of service category is 6-10 years, followed by 1-2 years and 3-

5 years respectively.  

 

• The lowest length of service category is 25+ years, 21-25 years, followed by 16-

20 years respectively.  

 

Mitigation 
It is important to acknowledge that the provision of data on ethnicity will always be 
sensitive, and employees may decide not to share their ethnicity status if they do not 
wish to. We are confident that all our policies and procedures are equitable and fair 
across all protected characteristics. 
 
In terms of length of service, there is no disparity across protected groups that could 
be mitigated, any potential adverse impact are unintentional. 
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Workforce Profile 
Pay grades 
 

Data 
The graph below shows pay by business function and categories of workforce, 

managers/senior managers and at Chief Officer group level. 

 

Workforce Band A up to PO14 (£15,487 to £42,957), managers/senior managers at 

EPO1 to EPO25 (£41,139 - £64.783) and Chief Officers at AD2 – CE (£68,690 to 

£178,518). 

Pay grade by Business function
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Data 
The graph below shows pay by sex and categories of workforce, 

managers/senior managers and at Chief Officer group level.  

 

Workforce Band A up to PO14 (£16,863 to £44,697), managers/senior 

managers at EPO1 to EPO25 (£42,806 - £67,408) and Chief Officers at AD2 

– CE (£69,337 to £178,518). 

 

The totals in this section differ from staff numbers of 3,335 due to the number 

on the grade charts accounts for employees with more than one job.  

 

3,335 is based on a personal characteristic (per person) but grade is job 

specific.  

 

 
 

 
What does this tell us? 
 

• Employees paid at workforce level, generally reflects the overall composition 

of the workforce. 

 

• Those at manager / senior manager level are 44% male and 56% female.  

 

• Chief Officer level include 45% male and 55% female. This is an improvement 

of 7% for women with a decrease of 7% in men from last year’s figures. This 

is in keeping when compared to gender split of leavers profile (57% female 

and 43% male) 

 

• When compared to overall gender profile of 36% male and 64% female, men 

are over-represented in the manager / senior manager and Chief Officer 

categories and women are under-represented in both these areas. 

 

• Women are slightly over represented across all pay grades when compared to 

the local population profile. 
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Mitigation 
The vast majority of Wirral employees are contracted under National Joint Council 
for (NJC) for Local Government Services terms and conditions. The grading 
structure for NJC employees mirrors the national pay spine points 1-49, with a local 
extension to the pay spine from spinal point 50-74. Grades A to H (up to spinal 
column point (SCP 34) were implemented as part of the Council’s Harmonisation 
and Job Evaluation process in August 2008, using the National Joint Council for 
Local Government Services (NJC) Job Evaluation Scheme. 
 

The remaining grades start at SCP33 and range from PO1 to EPO25. Chief Officer 

grades range from Assistant Director 2 (AD2) to Chief Executive (CE). 

 

Data 
The table below shows pay by age range and categories of workforce, 

managers/senior managers and at Chief Officer group level. 

 

Workforce Band A up to PO14 (£16,863 to £44,697), managers/senior managers at 

EPO1 to EPO25 (£42,806 - £67,408) and Chief Officers at AD2 – CE (£69,337 to 

£178,518). 

 

Age 
Range 

Band A to PO14 
£16,863 - 
£44,697 % 

EPO1 to EPO25 
£42,806 - 
£67,408 % 

AD2 to Chief 
Officer £69,377 
- £178,518 % 

< 20 Yrs 27 0.9% 
 

0.0% 
 

0.0% 

21-25 Yrs 77 2.5% 
 

0.0% 
 

0.0% 

26-30 Yrs 194 6.3% 1 0.4% 
 

0.0% 

31-35 Yrs 272 8.9% 6 2.5% 
 

0.0% 

36-40 Yrs 285 9.3% 26 10.7% 3 11.1% 

41-45 Yrs 293 9.6% 27 11.1% 
 

0.0% 

46-50 Yrs 508 16.6% 48 19.8% 6 22.2% 

51-55 Yrs 624 20.4% 67 27.6% 8 29.6% 

56-60 Yrs 469 15.3% 47 19.3% 8 29.6% 

61-65 Yrs 210 6.9% 17 7.0% 1 3.7% 

66 Yrs + 106 3.5% 4 1.6% 1 3.7% 

 
3065 

 
243 

 
27 

  

What does this tell us? 
 

• In relation to pay grades, the highest number of employees fall into the 46 

– 60 age bands with 1,595 (37%) in workforce group, 162 (67%) in 

Manager/Senior Managers group and 22 (81%) in Chief Officer Group. 
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Data 
The graph shows pay grade by age range and categories of workforce, 

managers/senior managers and at Chief Officer group level. 

 

 
 

 

What does this tell us? 

• The highest number of employees fall into the 46 – 60 age bands with 1,601 

(52% of cohort) in workforce group, 142 (66% of cohort) in manager/senior 

managers group and 22 (81% of cohort) in chief officer group. 

 

Mitigation 
We recognise and acknowledge that we have limited recruitment opportunities in 

times of financial challenges to address any areas of under-representation in 

challenging times. 

 

What do we need to do? 
� Some service areas may need to consider planning for an ageing workforce 

and the implications this may have for future service delivery.  
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Data 
The table below and graph shows pay by disability and categories of workforce, 

managers/senior managers and at Chief Officer group level. 
 

Workforce Band A up to PO14 (£16,863 to £44,697), managers/senior managers at 

EPO1 to EPO25 (£42,806 - £67,408) and Chief Officers at AD2 – CE (£69,337 to 

£178,518). 
 

Disabled 
Band A to 
PO14 £16,863 
- £44,697 % 

EPO1 to 
EPO25 
£42,806 - 
£67,408 % 

AD2 to Chief 
Officer 
£69,377 - 
£178,518 % 

No 2335 76% 199 82% 19 70% 

Yes 171 6% 18 7% 2 7% 

Unknown 141 5% 3 1% 4 15% 

Prefer Not 
to Say 418 14% 23 9% 2 7% 

Total 3065 
 

243 
 

27 
  

 
 

What does this tell us? 
 

• Disabled employees are over represented across the entire workforce.  

 

• There are high levels (15%) of unknown data in the Chief Officer group. 

 

• The % of disabled employees has increased over the three year period from 

4.7% to 5.7%. 

 

Mitigation 
The high levels of unknown (19%) in Chief Officer group may impact on this dataset 

once updated. 

 

It is important to acknowledge that the provision of data on disability will always be 

sensitive, and employees may decide not to share their disability status if they do not 

feel they need any support or reasonable adjustments to help them. We are 

0%

20%

40%

60%

80%

100%

No Yes Unknown Prefer Not to

Say

AD2 to Chief Officer £69,377 -

£178,518

EPO1 to EPO25 £42,806 - £67,408

Band A to PO14 £16,863 -

£44,697
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confident that all our policies and procedures are equitable and fair across all 

protected characteristics. 
 

Data 
The below table and graph shows pay by ethnicity and categories of workforce, 

managers/senior managers and at Chief Officer group level. 
 

Workforce Band A up to PO14 (£16,863 to £44,697), managers/senior managers at 

EPO1 to EPO25 (£42,806 - £67,408) and Chief Officers at AD2 – CE (£69,337 to 

£178,518). 

 

Ethnicity 
Band A to 

PO14 
£15,487 to 

£42,957 

% 

EPO1 to 
EPO25 

£41,139 - 
£64.783 

% 

AD2 - 
Chief 

Officer 
£68,690 to 
£178,518 

% 

Asian or Asian 
British: Other Asian 

5 0.2% 1 0.4% 0 0% 

Asian or Asian 
British: Bangladeshi 

11 0.4% 0 0% 0 0% 

Black or Black 
British: African 

7 0.2% 1 0.4% 0 0% 

Black or Black 
British: Black 
Caribbean 

2 0.1% 1 0.4% 0 0% 

Black or Black 
British: Other 

1 0% 0 0% 0 0% 

Asian or Asian 
British: Chinese 

11 0.4% 1 0.4% 0 0% 

Asian or Asian 
British: Indian 

3 0.1% 1 0.4% 0 0% 

White: Irish 12 0.4% 5 2.1% 0 0% 

Mixed: Other Mixed 6 0.2% 1 0.4% 0 0% 

Mixed White and 
Asian 

8 0.3% 1 0.4% 0 0% 

Mixed White and 
Black African 

5 0.2% 1 0.4% 0 0% 

Mixed White and 
Black Caribbean 

5 0.2% 1 0.4% 0 0% 

Not declared 15 0.5% 0 0% 0 0% 

Other Ethnic Group 4 0.1% 0 0% 0 0% 

Prefer not to say 345 11.3% 8 3.3% 3 11.1% 

White: British 2,550 83.2% 208 85.6% 24 88.9% 

White: Other 74 2.4% 13 0% 0 0% 

Total 3,065  243  27  
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What does this tell us? 

• The overall make-up of the workforce is predominately from a White British 

background at 87%, when compared to the local population at 94.7%.  

 

• The Chief Officer Group does not have any representation from BME 

background. 

 

• The Manager / senior manager level is over represented at 5.7% when 

compared to overall workforce of 2% and of the local population (4%). 

 

• The workforce group is over representative at 3.3% when compared to overall 

workforce of 2% and under -representative of the local population. 

 

• When compared with the local population estimates in relation to ethnicity, we 

are under-represented in white ethnic background and BME backgrounds 

overall.  

 

Mitigation 
We recognise and acknowledge that we have limited recruitment opportunities in 

times of financial challenges to address any areas of under-representation in 

challenging times. 

 
It is important to acknowledge that the provision of data on ethnicity will always be 

sensitive, and employees may decide not to share their ethnicity with us. We are 

confident that all our policies and procedures are equitable and fair across all 

protected characteristics. 
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Workforce Profile 
Promotion success rates 
 
At a time where there are limited recruitment opportunities, it is very difficult to obtain 
robust information about promotion success rates.  
 
This is an area that requires further development. It will be possible to track 
employees increase in pay as a result of organisational change and restructure 
(excluding increments, honorariums and acting up payments). The period accounted 
for will be 1 April to 31 March annually. 
 
This will then enable us to breakdown the protected characteristic groups and 
undertake further analysis to ensure there are no adverse impacts on any particular 
group or groups of employees. 
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Workforce Profile 
Employee Relations cases 
 

In total during 2017/18 there were 101 employee relation cases relating to 

Performance Management, Discipline and Grievance. This accounts for 

approximately 3% of the workforce. 

 

Data  
The below table show the Performance Management, Discipline and Grievance 

cases within the organisation broken down by ethnicity for 2017/ 2018  

 

 

Ethnicity Performance 
Management 

% Discipline % Grievance % Total % 

Any Other 
Asian 
Background 

0  0  0  0 0% 

Any Other 
Ethnic 
Background 

1 25% 0  0  1 25% 

Bangladeshi 0  0  0  0 0% 
Black 
African 

0  1 12% 0  1 12% 

Black 
Caribbean 

0  0  0  0 0% 

Chinese 0  0  1 8% 1 8% 
Indian 0  0  1 25% 1 25% 
Mixed White 
and Asian 

0  0  0  0 0% 

Mixed White 
and Black 
African 

0  0  0  0 0% 

Prefer not to 
say 

2 <1% 6 <1% 5 <1% 13 1% 

White - Any 
other 

0  3 3% 0  3 3% 

White 
British 

4 <1% 35 1% 39 1%                   79 2% 

Total 7  45  46  99  
 

There are 3 collective grievances where this data is not shared.  
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The below table show the Performance Management, Discipline and Grievance 

cases within the organisation broken down by age for 2017/18. 

 

 

 

 

The below table show the Performance Management, Capability, Discipline and 

Grievance cases within the organisation broken down by sex for 2017/18. 
 

 
There are three collective grievances where this data isn’t shared. 
 

 

 

 

 

 

 

Age 
range 

Performance 
Management 

% Discipline % Grievance % Total % 

< 20 
Yrs. 

0  0  0  0  

21-25 
Yrs. 

0  0  0  0  

26-30 
Yrs. 

0  6 3% 2 1% 8 4% 

31-35 
Yrs. 

0  1 <1% 2 <1% 3 1% 

36-40 
Yrs. 

0  8 2% 9 2% 17 5% 

41-45 
Yrs. 

1 <1% 4 1% 7 2% 13 4% 

46-50 
Yrs. 

2 <1% 7 1% 7 1% 16 2% 

51-55 
Yrs. 

1 <1% 8 1% 10 1% 19 2% 

56-60 
Yrs. 

2 <1% 5 <1% 4 <1% 11 2% 

61-65 
Yrs. 

0  5 2% 5 2% 10 4% 

66+ 1 <1% 1 <1% 0  2 1% 

Total 7  45  46  99  

Sex Performance 
Management 

% Discipline % Grievance % Total % 

Female 3 <1% 17 <1% 38 1% 58 2% 
Male 4 <1% 28 2% 8 <1% 41 3% 
Total 7  45  46  99  
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The table below shows the Performance Management, Discipline and Grievance 

cases within the organisation broken down by disability for 2017/18. 

 

 
There are three collective grievances where this data isn’t shared. 
 
 

The below table shows all grievances by division, type, stage and outcome (some 

cases may still be ongoing therefore, outcome will not yet be known). This accounts 

for approximately of the overall workforce. 

 

Disability Performance 
Management 

% Discipline % Grievance % Total % 

Unknown 0  0  0  0  

No 6 <1% 43 1% 38 1% 88 3% 
Yes 1 <1% 2 1% 8 4% 11 5% 
Total 7  45  46  99  

Division Type Informal Stage 1 Stage 2 Other ET Outcome 
Children’s 
Services 

Bullying & 
Harassment  

0 2 0 0 0 Stage 1- 2 
partially 
upheld  

Discrimination 1 0 0 0 0 Informal- Not 
upheld  

Equality & 
Diversity  

0 1 0 0 0 Stage 1 -
Ongoing  

Organisational 
Change  

1 1 0 0 0 Informal- not 
upheld  
stage 1 -
resolved 
informal   
 

Other  1 0 0 0 0 Informal – no 
case to 
answer  

Terms & 
Conditions 

2 8 0 0 0 Informal – 1 
withdrawn, 1 
upheld.  
Stage 1-1 
withdrawn, 3 
upheld, 1 
partially 
upheld, 1 
informal 
resolution. 2 
outcomes not 
delivered yet  

Total 5 12 0 0 0 17 
Adult Social 
Care 

Bullying & 
Harassment  

0 1 0 0 0 Stage 1 –
moved 1 to 
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NHS before 
grievance 
dealt with  

Relationships At 
Work 

3 5 0 0 0 Informal -2 
informally 
resolved. 1 
withdrawn.  
Stage 1- 1 
withdrawn, 2 
partially 
upheld. 2 
ongoing  

Terms & 
Conditions  

3 3  0 0 Informal – 2 
informally 
resolved. 1 
not upheld. 
Stage 1 – 1 
partially 
upheld, 1 
withdrawn, 1 
outcome not 
known.  

Total 6 9 0 0 0 15 

Delivery Bullying and 

Harassment 

4 2 0 0 0 Informal - 3 

informal 

resolutions. 

1not upheld.   

Stage 1 – 1 

not upheld. 1 

employee 

resigned.  

Discrimination 0 1 0 0 0 Stage 1- no 

case to 

answer 

Other 2 2 0 0 0  Informal -2 

informal 

resolutions.  

Stage 1 – 1 

left authority 

before 

resolved. I 

withdrew 

before heard 

at stage 1.  

Relationships at 

Work 

0 1 0 0 0 Stage 1 - 

withdrawn 
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What does this tell us? 
• Of the 46 grievances, one was submitted on perception the employee was being 

treated differently based on their protected characteristic. 
 

• A further two grievances were submitted on the basis of discrimination. 
 

• No employees under the age of 25 were involved in any performance 
management process, grievance or disciplinary action. 

 

• The highest number of performance management, disciplinary and grievance 
cases are in the age group 51-55 closely followed by age group 36–40 and 46-50 
respectively. However this is not disproportionate when compared to the overall 
workforce demographic as 38% of the workforce is within this age group. 

 

• More men were in the disciplinary and performance management process than 
women, this is disproportionate when compared to the gender split of the 
workforce with men at 36%. 

 

• Women were four times as likely to submit a grievance. This is slightly 
disproportionate to the gender split of the workforce at 64% female. 

 

• Two grievances were based on discrimination (disability related and 
pregnancy/maternity related) both have been resolved and were not upheld.  

 

• The age groups 51-55 and 36-40 account for around 41% of all grievances. The 
same age groups also account for over a third of disciplinary cases.   

 

Terms and 

Conditions 

2 1 0 0 0 Informal – 1 

resolved 

informally. 1 

no case to 

answer.  

Stage 1 – 

ongoing  

 Working 
Arrangements  

0 1 0 0 0  Stage 1 – 
upheld  

Total  8 8 0 0 0 16 

Division Type Informal Stage 1 Stage 2 Other ET Outcome 
Strategic Hub Bullying & 

Harassment 
(protected 
characteristics)  

1 0 0 0 0 Informal- Not 
upheld  

Total  1 0 0 0 0 1 
Total for year  20 29 0 0 0 49 
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• Of the eight grievances raised by disabled staff, one related specifically as a 

result of their disability which was resolved informally.  All others were resolved 

informally with one employee resigning.  

 

• No employees cited reasonable adjustments as a reason for submitting a 

grievance. 

 

 

Mitigation 

There is no evidence to suggest that there are any concerns in relation to 

performance management, disciplinary cases or grievances relating to the 

employees personal protected characteristic. 

 

We agreed a revised approach for reasonable adjustments which has helped to 

minimise the impact for length of time taken to implement reasonable adjustments. 

This is evidenced in the reverse trend from last year where 3 grievances were raised 

as a direct result of reasonable adjustments. 

 

It is not uncommon for the age groups of 51-55 to be the most likely age range to 
have caring responsibilities and potential medical conditions and / or ill health. 

 

No members of staff raised a grievance of discrimination based on their ethnicity, 

sex, gender reassignment, age, sexual orientation, marriage or civil partnership or 

pregnancy and maternity. 

 

No grievances were based on an employees’ ethnicity. 

 

Whilst at face value it appears a higher proportion of employees from Any Other 

Ethnic and Indian background are in performance management and grievance 

process, this accounts for a very small number of employees. 
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Equality Improvement: comparison with local 

demographical data 
 

The table below shows an analysis of Wirral’s workforce in comparison to the local 

population in terms of how reflective we are of the communities we serve. 

 

Equality 
group 

Local working 
age population 
(16-64) 

Wirral 
workforce 

Comparison / Analysis / Comments 

Age 

197,300 3,335 Wirral Council workforce is significantly 
under-represented in the age categories for 
young people (16-25) in comparison to the 
Wirral local population, with just over 100 
people employed in this age band out of a 
population of nearly 36,000. The largest age 
band employed by the Council is those aged 
46-55 which are also the 2 largest cohorts of 
the Wirral Population.  

Disability 

n/a See table on 
pages 28 - 29  

 

There is no Wirral comparison data available 
for this characteristic. However, there are 
some health indicators below which show 
how residents feel their health is split by ward 
for information.   

Ethnicity 

See table on 
pages 21 -24  

See table on 
pages 21 - 24   

As with the Wirral Population the Wirral 
workforce is predominately White British 
(87%), followed by Other White and Irish. 
However, Wirral’s census estimates show 
that over 4,000 residents are from an Asian: 
Chinese, Indian or Asian Other ethnicity 
which is not reflected in the Wirral workforce 
as these ethnicities only account for less than 
0.7%. We record the category ‘Arab’ which is 
not a census recognised category.  

Sex 

Female 51.3%  
Male 48.7% 

 

Female 64%  
Male 36% 

The natural split of the Wirral population is 
that there are more females than males in the 
borough with a gap of 2.6% between the 
genders. The Wirral Workforce shows the 
same trend of being predominantly female; 
however the gap between the genders is 
28%.  

Sexual 
Orientation 

n/a See table on 
pages 30 - 31  

There is no Wirral comparison data available 
for this characteristic. However there is some 
research material below the table which 
shows we may be able to apply a 1.5-7% 
broad estimate to measuring the numbers of 
the LGBT population. If this was the case 
there would be around 5,000 people in Wirral 
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Equality 
group 

Local working 
age population 
(16-64) 

Wirral 
workforce 

Comparison / Analysis / Comments 

who were Lesbian, Gay, Bisexual or 
Transgender. Wirral Workforce shows around 
1.4% although there are high levels of prefer 
not to say responses.  

Religion or 
Belief 

See table on 
pages 32- 33  

See table on 
pages 32 - 33 

Wirral comparison data is taken from the 
Census 2011. As with the Wirral population 
the religion with the highest proportion in the 
Wirral Workforce is Christian. The second 
highest response also matches the Wirral 
population with ‘No Religion’. The large 
number of respondents to the ‘prefer not to 
say’ makes it difficult to get a true 
representation of the Wirral Workforce.   

Gender 
Reassignment 

n/a See table on 
pages 34  

There is no Wirral comparison data available 
for this characteristic. However, the fact that 
there is 88% of Wirral Council employees 
status is ‘unknown’ this shows that more work 
is needed to get employees to share this 
information, even if they just respond prefer 
not to answer. 

Pregnancy & 
Maternity 

n/a See table on 
pages 36 - 37 

There is no Wirral comparison data available 
for this characteristic and this requirement 
relates specifically to the workforce. 

Marriage & 
Civil 
Partnership 

n/a See table on 
page 35  

There is no Wirral wide data available for this 
characteristic. However, the fact that there is 
65% of Wirral Council employees status is 
‘unknown’ this shows that more work is 
needed to get employees to share this 
information, even if they just respond prefer 
not to answer.  

  

 

From previous experience and feedback, we recognise that it can appear to be 

inappropriate to ask personal questions to employees even though this information is 

not only required legally, but also helps us to develop policies and shape our 

organisation so it is fit for purpose for service delivery. 

 

We respect our employees and their right not to tell us and will always offer ‘prefer 

not to say’ categories. This explains why for some protected characteristics, there 

are low levels of employee data. 
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Equality Improvement 
Summary action plan 
 
Achieved during this year 2017/18 

 

The actions outlined below are a brief summary of what needs to happen in order to 

minimise any gaps in data. 

 

Action Activity Timescale Progress 

1) Governance • Ensure the right 

governance is in place 

to drive forward and 

monitor the workforce 

equality report and 

action plan. 

September 

2018 

New People Strategy has 

equality embedded 

throughout. 

2) Ensure 

improvements 

are made to 

collect data and 

produce more 

comprehensive 

Workforce 

report(s) to 

address areas 

where little or no 

data is held 

(including not 

known and 

prefer not to say 

categories) 

• Improve baseline data 

from 79% to 85%.  

 

• Further improve to 90% 

 

• Ensure effective 

collection of data at 

source i.e.: online 

application process, 

new starter process.  

 

• Undertake further 

targeted staff 

confidence campaign 

for employees to 

update their personal 

equality information on 

self-serve. 
 

• Staff that have 

reasonable / workplace 

adjustments are 

recorded against 

employee. 
 
 

July 2018 

 

 

July 2019 

 

From May 

2017 

 

 

 

 

October 2018 

 

 

 

 

 

 

 

October 2018 

Achieved – currently at 

86% 

 

 

 

Launch of recruitment 

module June 2017 has 

helped to address data 

gaps via online 

recruitment process. 

 

On target – direct 

approach to Managers 

with team members with 

missing data. 

Session with escorts to 

complete information. 

 

 

e-form currently under 

development and due to 

go live.  

Also includes workplace 

adjustments not related 

to disability (such as 

pregnancy and maternity 
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Action Activity Timescale Progress 

/ menopause) 

3) Improve 

Workforce data 

reporting to 

ensure decisions 

relating to the 

workforce are 

mitigated 

• Robust workforce 

related EIAs are 

produced and published 

to ensure decision 

makers give due regard 

to the impact on the 

protected 

characteristics of staff.  

 

• Business partner’s 

present employee 

equality data to DMT’s 

based on PSED 

requirements, including 

analysis, patterns and 

trends. 
 

• Establish robust 

mechanisms for 

monitoring equality and 

diversity data. 

 

Ongoing 

 

 

 

 

 

 

 

 

Quarterly 

from Q1 April 

2019 

 

 

 

 

 

Ongoing 

Equality analysis and 

process for reporting / 

publishing currently under 

review. 

4) Positive Action • Develop a positive 

action plan to address 

under-representation 

across the workforce. 

 

• Targets are set based 

on internal monitoring, 

staff consultation, local 

labour market and 

barriers to employment. 
 

• Develop a Managers 

Guide to support 

refresh of recruitment 

policy (under-

represented groups). 
 

• Consider employment 

routes into Council. 

September 

2019 

 

 

 

April 2019 

 

 

 

 

 

November 

2018 

 

 

 

 

March 2019 

New People Strategy has 

‘Attracting and retaining 

diverse talent’ as key 

theme.  

 

HR Business partners 

present equality profiles 

to teams to address any 

potential under-

representation 

 

 

 

 

 

 

 

Guidance for managers 
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Action Activity Timescale Progress 

Adverts and processes 

need to be accessible 

to diverse communities. 

 

 

 

 

to be developed 

5) Equal Pay and 

Gender pay gap 

reporting 

• Publish annual gender 

pay gap reporting in line 

with new legal 

requirements. 

 

• Develop an Equal Pay 

audit report to include 

all protected 

characteristics. 
 

• Conduct research for 

Generational gender 

pay gap evidence. 

 

April 2019 - 

annually 

 

 

 

July 2019 

 

 

 

 

June 2019 

2018 completed and 

included in this report. 

6) Promotion 

success rates 

• Develop a process for 

obtaining promotion 

success rates 

 

• Undertake an audit of 

employees pay scales 

(excluding increments, 

honorariums and acting 

up) 

 

Feb 2019 

 

 

 

May 2019 

 

 

 

 

System currently not 

capturing data accurately. 
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Workforce data sources 
 

All information contained within this report is compiled from the information held 

within Human Resources on our employee data management system ‘Insight’. 

 

As we transition to include further modules on the self-serve system in relation to 
employees training records, recruitment and selection and asset management which 
are significant areas, the equality information contained in future reports will be more 
accurate and robust.  
 

Other sources of information obtained include: 

 

• Census 2011 

• JSNA 

• Place Analytics 

• Integrated Household Survey April 2010 - March 2011 

• North West Public Health Observatory Mental Health Wellbeing survey 2009 

• Civil Partnership Act 2004 

• Annual population survey 2015 

• Public Health England 2017 

 

 

Who’s included? 

All employees on a permanent, fixed term, part time, seasonal contract including 

graduates and modern apprentices, unless otherwise stated. 

 

Who’s not included? 

School employees are excluded from all statistics as schools have a duty to publish 

their own data. Councillors, agency workers (unless they have line management 

responsibility) and interim consultants are excluded.  

 

Reporting periods 

These statistics represent an overview of the workforce based on a 12 month 

financial period of 2015/2016, 2016/17 and 2017/18.  
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Definitions 
 

FY  - Financial Year 

FTE  -  Full Time Equivalent 

PT  - Part Time 

JS  - Job Share 

ADM’s  - Alternative Delivery Models 

DMTs  - Departmental Management Teams 

SLT    - Strategic Leadership Team 

HR/OD - Human Resources and Organisational Development  
CWAC - Cheshire West and Chester 
BME   - Black and Minority Ethnic 
JSNA  - Joint Strategic Needs Assessment 
ET  - Employment Tribunal 
PSED  - Public Sector Equality Duty 
EIAs  - Equality Impact Assessments 
WLB  - Work Life Balance 
IHL  - Ill Health Retirement 
LGiU  - Local Government information Unit 
PO  - Principle Officer 
EPO  - Executive Principle Officer 
CO  - Chief Officer 
CE  - Chief Executive 
AD  - Assistant Director 
NJC  - National Joint Council for Local Government Services 
 

 

Document ownership 
Report owned by: Tony Williams, Head of Human Resources 

Report written by: Maxine Joynson, Workforce Equalities Officer 
Date report approved: January 2019 
Report due for 1st review: Annual update: June 2019 
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Appendix One: 
Workforce Profile 
Equal Pay Statement 
 
Employers must ensure men and women are treated equally in the terms and 
conditions of their employment contract including pay, if they are employed to do: 
 

• 'like work' - work that is the same or broadly similar 

• work rated as equivalent under a job evaluation study 

• work found to be of equal value in terms of effort, skill or decision 
making. 

The equal terms can cover all aspects of pay and benefits, including: 

• basic pay 

• overtime rates 

• performance related benefits 

• hours of work 

• access to pension schemes 

• non-monetary terms 

• annual leave entitlements. 
 
 
The Pay Policy is reviewed annually and approved by Council. The Pay Policy for 
2018/19 was presented to Council on 19 March 2018. Wirral Council is a Living 
Wage employer and with effect from 1 April 2018 we will pay the revised national 
Living Wage of £8.75 per hour. 

   

The Local Government Transparency Code 2014 under the Department for 
Communities and Local Government requires that all local authorities publish certain 
information related to the organisation, salaries and fraud including senior salaries 
over £50,000.  
 
The Fawcett Society and the LGiU conducted an analysis of women’s representation 
in the Northern Powerhouse funded by Barrow Cadbury Trust, the full report can be 
found here. 
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Appendix Two: 
Workforce Profile 
Gender pay gap reporting 
 
Wirral Council is required by law (The Equality Act 2010 (Specific Duties and Public 

Authorities) Regulations 2017) to publish an annual gender pay gap report.  

 
This is its report for the snapshot date of 31st March 2017.  
 
Gender Gap 

%age Male Rate 
Female 

Rate 
Council 

Rate 
The mean gender pay gap 5.85 £ 14.14 £ 13.31 £ 13.61 
The median gender pay gap 4.78 £ 13.07 £ 12.45 £ 12.07 
The mean gender bonus gap 0.00 n/a n/a n/a 
The median gender bonus gap 0.00 n/a n/a n/a 

     

 
The Mean gender pay gap is the average gap across all staff included. 
The Median gender pay gap is the middle rate of all hourly rates included. 
 

Pay quartiles by gender  

Quartile Males Females Description 

Lower 
29.6% 
(280) 

70.4% 
(666) 

Includes all employees whose standard hourly 
rate places them at or below the lower quartile 

Lower 
middle 

38.5% 
(364) 

61.5% 
(582) 

Includes all employees whose standard hourly 
rate places them above the lower quartile but at or 
below the median 

Upper 
middle 

36.7% 
(347) 

63.3% 
(599) 

Includes all employees whose standard hourly 
rate places them above the median but at or 
below the upper quartile 

Upper 
41.4% 
(392) 

58.6% 
(554) 

Includes all employees whose standard hourly 
rate places them above the upper quartile 

 

Quartiles are defined by dividing the workforce into 4 equal sized groups, then split 

by gender. 

 

The figures set out above have been calculated using the standard methodologies 

used in the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017. 



65 
 

How does Wirral Council's gender pay gap compare with that of other 
organisations? 

The vast majority of organisations have a gender pay gap, and we are pleased to be 
able to say that the Council's gap compares favourably to the national averages and 
other public sector organisations. 

  Wirral Council 2017 ONS ASHE whole sector 

Mean gender pay gap 5.85% 17.4% 

Median gender pay gap 4.78% 18.4% 

 
*Office for National Statistics 
**Annual Survey of Hours and Earnings  

This is the first year for the requirement to report the gender pay gap. To date, only a 
small proportion of organisations have published their gender pay gap prior to the 
2018 deadline. The Council is therefore unable to perform detailed benchmarking 
against similar public sector organisations at this point.  

What is a gender pay gap? 
Gender pay is not about equal pay. Unequal pay means that individual women and 

men are not getting equal pay for doing equal work. The gender pay gap shows the 

average difference between the earnings of women and men. It has a number of 

contributory factors, most of which are more about the kinds of industries and jobs 

open to women than about the ways in which men and women are paid. 

 

Just because there is a gender pay gap does not make it unlawful. Having a gender 

pay gap does not mean the Council is discriminating against women. 

 

A gender pay gap is not solely the result of pay practices. It is about much broader 

influences. Gender pay gaps are the outcome of economic, cultural, societal and 

educational factors. 

What are the contributing factors of Wirral Council’s gender pay gap? 

Factor Impact and Reasons 
Workforce 
make-up 

Wirral Council has a predominantly female workforce, with 63.5% 
employees female and 36.5% male.  

Across the UK economy as a whole, men are more likely than 
women to be in senior roles (especially very senior roles at the top 
of organisations). In Wirral, the top quartile roles are occupied by 
more women than men. 

Wirral Pay The Council has a clear policy (Wirral Pay Policy Statement 2017-
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Policy 18) of paying employees equally for the same or equivalent work, 
regardless of their gender (or any other protected characteristic). 
Wirral Council is therefore confident that its gender pay gap does 
not stem from paying men and women differently for the same or 
equivalent work. Rather, its gender pay gap is the result of the roles 
in which men and women work within the organisation and the 
salaries that these roles attract. 
The Council adopts the national pay bargaining arrangements 
through any agreed annual pay increases negotiated with joint 
trade unions, subject to any local agreements in place. 

Foundation 
Living Wage 

As a FLW employer, Wirral’s pay rates in the lower quartile are 
comparatively higher than national rates, which narrows the gap. 

Reforming 
Services 

The Council’s workforce has reduced and changed significantly with 
many services no longer provided directly. The impact has been 
that the number of traditionally male dominated roles paid at mid-
quartile rates has decreased, e.g. Construction workers, whilst the 
number of traditionally female dominated, lower-quartile roles has 
also reduced, e.g. Catering, Care and Domiciliary workers. 

Harmonisation The Council harmonised terms and conditions in 2008. This 
included new premium payments and removal of bonuses. 
Premium payments are generally paid to lower paid employees thus 
enhancing their pay.  In Wirral, the premium payments are paid to 
as many women as men. 

Ageing 
Workforce 

Wirral Council has an ageing workforce with 52.54% aged between 
45 and 59 years. 

It is acknowledged that the pay gap widens for women aged 40 plus 
years and at Wirral, of those aged 40 and over, 64% are female. 
Wirral reflects this trend with the gender pay gap widening from 
5.85% to 10%.  

Employment 
Contracts and 
Flexible 
Working 

Wirral has a variety of flexible work options, e.g. full-time, part-time, 
term-time, seasonal, providing a number of working arrangements 
for individuals to choose from that fit into their work-life balance. 
 
It is acknowledged that females are traditionally viewed as the 
primary carers meaning these employment options tend to attract 
and retain more females than males.   
Since Wirral has a number of roles falling into the lower quartile with 
minimal work hours which accommodate work-life balance 
arrangements, this influences the higher proportion of females in 
lower quartile job roles. 

Career Break Career Break is a local government term and condition which has 
been in place for many years. This enables women to take time 
away from work after having children and return to work at an 
equivalent position and level of pay, meaning women returning to 
the workplace aren’t disadvantaged financially or with their career 
opportunities.  This is not broadly used in the private sector and will 
contribute towards narrowing the pay gap. 
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Next Steps 
Based on the outcomes of this exercise, Wirral will undertake further analysis and 
detailed benchmarking to identify any actions that may address the pay gap 
differential.   
 


