
   
 

 

 

 

 

 
 

Workforce Monitoring Report 
2025 – 2026 

 
 
 
 



   
 

2 

 

 

(Mandarin) 



   
 

3 

 

Contents 
Foreword          4 

1. Executive summary        5 

 

1.1 Key finding and actions           5  

1.2 What we have achieved to date          8  

        

2. Workforce composition        16 

3. Organisational composition       16  

4. Equality monitoring information          18  

5. Employment practice          24 

6. Final comments and next steps      33  

 

Appendix one:  Equality improvement: summary action plan     34 

Appendix two: Workforce profiling: Equal pay statement        36 

Appendix three: Workforce profiling: Gender Pay gap reporting  37 

Appendix four: Reference list      38 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



   
 

4 

 

Our purpose is to work together to promote fairness and opportunity for people and 
communities.  ‘Wirral Working Together’ is the Council’s key plan which sets out our 
main priorities between 2023-27. A key part of the plan sets out our ambition to 
create an inclusive borough where nobody is left behind. 
 
Our communities are our greatest strengths with people of many different 
backgrounds and life experiences living side by side. Supporting all our communities 
to thrive is a core strand running through all our priorities and fundamental to how we 
work as a council. The Council Plan helps demonstrate our commitment to be a fair 
and inclusive employer, to build an inclusive culture and to lead a Borough where 
diversity is celebrated, people have equal opportunities and where inequality is 
actively tackled. 
 
The Public Sector Equality Duty helps public authorities like ours to consider how our 
policies or decisions affect people, including our employees, who have a protected 
characteristic under the Equality Act, which are:  

• Age 
• Disability 
• Gender reassignment 
• Marriage and civil partnership 
• Pregnancy and maternity 
• Race 
• Religion or belief 
• Sex 
• Sexual orientation. 

 
I’m pleased to publish our Workforce Equality Report for 2025-26, which provides 
equalities information on our workforce in accordance with the Equality Act (2010) 
and Public Sector Equality Duty (2011). 
 
This report helps us to monitor our progress and performance in respect of workforce 
equalities and gives us insight to engage with our people to identify improvements 
that can be made and to address imbalances between those who share a protected 
characteristic and those who do not.  
 

  
 
Matt Bennett 
Chief Executive Wirral Council 

https://www.wirralintelligenceservice.org/media/wxceerip/council-plan-2023-27-accchkd-rfs.pdf


   
 

5 

 

Executive Summary  
 
This report draws upon the key findings and actions from analysis of our workforce 
data in 2025-2026* as required by the Public Sector Equality Duty. 
 
The data we collect and what we do with the information is detailed in the council’s 
Workforce Monitoring Policy.  All comparable datasets contained within this report 
relate to Wirral population figures taken from the Census 2021, and Public Health 
profiles. 
 
1.1. Summary Findings  

 
 We continue to be one the largest employers in the borough with 77% of our 

people living locally. This is in keeping with last year.   
 

 The below table and supporting narrative describe our workforce composition as 
of 1st April 2025 in line with reporting requirements. It is important to note this 
headcount may vary from other published reports e.g., our Gender Pay Gap 
report, due to statistical requirements and data extract date requirements.   

 
 

 2025/2026  Previous year  
Headcount 3,609 3,709  
Turnover  15% 12%  
Average length of service  13 years 12 years 
Average age of employee  55 years 55 years old 
Sex 67% female 66% female 

33% male 34% male 
Ethnic Minority Background 4% 4% 
Declared disability 9% 8% 
Colleagues providing information 
including ‘prefer not to say’  

97% 97% 

 
 Our workforce demographic remains relatively stable with a headcount of 3,609. 

This is a decrease of 100 and is a reverse in trend from previous years.  There 
have been no staff from other organisations known as a TUPE transferred in or 
out of the organisation.  
 

 We have continued to take steps to increase our people’s confidence in providing 
equalities information through awareness raising campaigns and direct 
communication. 97% of our people have provided information regarding their 
protected characteristics, including people who declared that they would ‘prefer 
not to say’ (PNTS). This is the same as last year and was highly commended in 
our most recent Corporate Peer Challenge. 
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 For some protected characteristics, the proportion of our people who declared 
they would ‘prefer not to say’ has decreased but still remains higher than for 
others. Most notably: 

 
• 18% of our people indicated they would ‘prefer not to say’ in respect of 

sexual orientation (in keeping with last year)  
• 18% of our people indicated they would ‘prefer not to say’ in respect to 

religion and belief (an improvement of 1% from last year).  
• 15% of our people indicated they would ‘prefer not to say’ in respect of 

disability (in keeping with last year) 
 

We have continued to see the narrowing of gaps in these areas overall in the last 
three years. We will continue to closely monitor this in the coming year with a 
staff confidence campaign in June and continue to strengthen our people’s 
confidence in providing this information. However, recognising and respect that 
the provision of such information is a personal and optional choice for our people.   
 

 Like other local government organisations our workforce is ageing, with 59% of 
our people aged 46 years and over. This is the same as last year and is in 
keeping with Wirral’s population rates at 59.2%. Apart from those aged 55 and 
over which makes up 32% of our workforce compared to the local population 
which stands at 42.5%.  
 
Whilst we continue to support the needs of an ageing workforce, we are also 
taking steps to strengthen our approach to address the challenges of an ageing 
workforce. As set out in our talent strategy, we are exploring and developing 
pipelines to enable people furthest removed from employment to apply and gain 
roles in the council as well as creating career pathways and aspiring leaders 
programme for our internal workforce.   
 

 66% of our workforce identify as female, which is higher when compared to 
Wirral’s population rates of 52%. Around 27% of this cohort are within the 46-55 
age group, which is in keeping with last year. We know that this age group is 
most likely to be experiencing perimenopause or menopause and are more likely 
to have caring responsibilities. In recognition of this we have: 

 
• Staff network groups for women, menstrual health, working carers and 

perimenopause / menopause 
• A ‘Menopause in the Workplace’ guide that also takes account of trans men 

and non-binary staff who may experience the menopause and menstrual 
health, supported by a series of employee workshops 

• A menopause related absence category for recording menopause-related 
absences 

• A Working Carers Policy with associated training for managers. 
• A Working Carer’s Passport Scheme 
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• A Menstrual Health conditions guide developed by our Menstrual Health staff 
network. 
 

 4% of our workforce identify as being from an ethnic minority background, which 
is in keeping with last year but lower compared to 7.6% of the Wirral population 
(an increase of 2.2% from the last census). Whilst this is a similar trend across 
the Liverpool City Region (LCR) we are working with our LCR partners to improve 
this, particularly with the Race Equality Hub. 
 
In addition, a commitment within our Talent Strategy is to continue to strengthen 
our engagement with ethnic minority community groups to ensure our selection 
processes are inclusive. Including developing a range of early opportunity talent 
pipelines, and relationships with partners, that support and give a real chance for 
those furthest removed from employment and those under-represented within our 
workforce to join us.   
 

 9% of our people declared a disability, compared with 10.6% of the population. 
The number declared has broadly remained the same over the last 3 years within 
the Council. 15% (in keeping with last year) of our people have ‘preferred not to 
say’ in respect of this protected characteristic. We will continue to take steps to 
close the gap by increasing our people’s confidence to enable people to feel 
more confident in declaring a disability to ensure we can support them in the 
workplace.  
 
We are a Disability Confident employer and are committed to advancing 
opportunities for disabled candidates. With prospective disabled candidates 
automatically guaranteed an interview providing they have met the essential 
criteria for a role.  Based on the applications received this year, there is minimal 
difference between the numbers applied vs appointed, with 4.2% of all disabled 
applications being successful in comparison to 5.5% of all non-disabled 
applications being successful.  However, 5.6% of successful candidates preferred 
not to say, which may have some bearing on the overall rates.  
 
We will continue to strengthen our commitment to hosting supported internships 
that support and give a real chance for those furthest removed from employment 
to join us. 

 
 We have an overall healthy approach to workforce management when we 

consider the range and depth of activity and actions outlined in this report ranging 
from employment practices like performance management, disciplinary, 
attendance management etc. to internal promotion, apprenticeship and graduate 
schemes and staff engagement. 
 
Whilst we hold data in relation to our employment practices e.g., exit interviews, 
staff survey etc. it has previously been limited by the type, range, and methods of 
collection. In April 2024 we introduced protected characteristic demographic 
questions to our internal staff survey, enabling us to better understand 
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experience based on protected characteristic. This has enhanced our ability to 
collect, identify, understand, and act on insights, hotspots, barriers, and 
opportunities. 

 
1.2. What We Have Achieved this year (2025/26) 
 
During the reporting period we have:  
 
 Heard from 2201 colleagues in our 2025 staff survey. This equated to 60% of our 

workforce. This saw 115 more responses than in 2024, which was an overall 
increase in completion of 1.1%.  
 

 In 2025, we continued to collect demographic information through the staff survey 
to better understand colleague experience across protected characteristics while 
maintaining anonymity. Overall, the results indicate positive experiences across 
all groups, with no significant disparities identified. There were some differences 
in experience for smaller groups, particularly relating to wellbeing, feeling valued, 
and involvement in workplace change, which will continue to be monitored 
through our Inclusion Group and Staff Networks. Encouragingly, experience 
scores improved across a number of protected characteristic groups compared to 
2024, demonstrating continued progress in fostering an inclusive workplace 
culture. Our Inclusion Group are encouraged that we are committed to reviewing 
experience of different staff groups and taking action where needed. 

 
 In 2025 we continued to recognise those colleagues reaching their 25-year Wirral 

Council service milestone with 57 of our staff receiving a certificate.  
 

 Our One Council Staff Celebration ran for the second time in 2025, recognising 
the contribution of staff across a variety of award categories. This includes the 
Inclusive Culture category recognising individuals who champion inclusive 
practices and help colleagues and/or residents feel their voice is heard, listened 
to and valued. The Rising Star award also recognises employees at the start of 
their local government careers who are excelling in their roles. In 2025, 305 
nominations were received by staff who wanted to recognise their colleagues, an 
increase of 118 compared with 2024.  

 
 The Wellbeing Community is a staff group for people who feel passionately about 

driving a positive culture of wellbeing across the organisation. There are currently 
33 members within the Wellbeing Community who meet to discuss wellbeing 
initiatives and themes. In 25/26, some of those discussions have ranged from 
mindfulness tools, wellbeing support through the Winter months to utilising digital 
tools to support our wellbeing during the working day. 

 
 Introduced a period product scheme initially at Mallory providing hygiene 

products on the ground and 2nd floor disabled, gender neutral and female 
toilets that our menstrual health network help keep supplies topped up 
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 Introduced anonymous reporting system for all forms of harassment, 
Respectful Workplaces campaign and training and refresh of the Dignity at 
Work Policy. 

 
 Began working more closely with our Trade Union equality representatives. 

 
 Developed a new staff network for reservists, ex-military and cadet 

volunteers. 
 
 We have resurrected the young person’s network and notified apprentices 

and care leavers of the network 
 
 Offer guaranteed interviews for care leavers and ex-military personnel that 

meet the essential criteria 
 

 Our Inclusion Group (made up of representatives from all our Staff Network 
groups) has evolved since inception. It has gained greater recognition within 
the organisation and influences strategic decision making.  

 
This year the group has: 
 

• Co-designed and reviewed key employee related strategies, policies, and 
processes, including our staff survey and guides for Ramadan and Lent 

• Led staff awareness and engagement campaigns, including International 
Women’s Day (including a Q&A session with the Director of Children’s 
Services), held inaugural in person events for South Asian Heritage month 
and Diwali, ran a huge campaign for Neurodiversity celebration week, 
Wear it pink fundraiser, LGBT History month, Transgender Day of 
Remembrance awareness and cake sale fundraiser for Wirral Pride and 
New Horizons to name but a few. 

• Increased its reach to colleagues across the organisation to 441 that are 
part of various diverse staff networks and groups equating to around 
12.2% of our workforce. 

• Played a key role in shortlisting nominations received for 2025 staff 
celebration event.  
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Inclusion Group and Jason Gooding, part of our executive team 2025 
 

 
 
 

Neurodiversity celebration week -March 2026 
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Transgender Day of Remembrance – November 2025 
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LGBT history month – February 2026 
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Race Equality week – February 2026 
 

 
 

 
 

South Asian Heritage Month – August 2025 
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Diwali 
 

 

 
 
 
 

 
 
 
 

International Women’s Day – March 2026 
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Women’s network hosted a ‘vision-boarding’ session  
 
 

 
 
 
 

 The number of staff network groups has grown to 13, which represents around 
12.2% of our workforce.  This year we introduce a new staff network for 
reservists, ex-military and cadet volunteers. 
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 We will continue to support and encourage more networks and groups as 

required.  In the next 12 months we will seek to evaluate our Inclusion Group and 
Staff Network Groups. 
 

 In conjunction with other councils within the Liverpool City Region, we have 
completed the first phase of our EmbRACE training programme for our 
workforce. This is part of the regions commitment to tackle systemic injustice and 
inequality and drive forward positive change for our Black, Asian, and Minority 
Ethnic employees and residents. The full rollout of this programme will be from 
2022 until 2026/27 and reach 17,000 employees across the region. To date 774 
(21% of the workforce) employees have completed this training, however, we 
need to bear in mind that some of these may have left the organisation  

 
2. Workforce Composition 

 
 This report provides data on our workforce profile for 2025-2026. We collect, 

publish and monitor our people’s diversity data to: 
 

• Check how representative we are according to the local population, wherever 
possible. 

• Consider and review the impact of our employment policies and processes, 
including the identification of areas which appear to have a disproportionate 
impact on certain groups of employees. 

• Show ‘due regard’ to the Public Sector Equality Duty, a legal requirement 
under the Equality Act 2010. 

• Identify opportunities to further embed Equality, Diversity, and Inclusion in the 
workplace, so that all our people feel included, listened to, supported, and 
developed to reach their full potential. 

 
3. Organisational Composition 

  
 As of 1 April 2025, our: 
 

• Total headcount equalled 3,609 
• Total employees working full time equalled 2,536 
• Total employees working part-time equalled 1,073 (of which 81% are women).  
 
These figures do not include school employees, councillors, consultants or 
agency staff (unless they have line management responsibilities).  

 
 In terms of length of service, we have 304 employees with up to 1 years’ service 

(8%), 886 with between 1-5 years’ (32%), 665 with 6–10 years (18%), 612 with 
11 – 20 years (17%) and 870 with 20+ years (24%). 
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Length of Service 
Bands Total % 

< 3 months 74 2% 

3-5 months 54 1% 

6-12 months 176 5% 

1-2 Yrs 710 20% 

3-5 Yrs 448 12% 

6-10 Yrs 665 18% 

11-15 Yrs 235 7% 

16-20 Yrs 377 10% 

21-25 Yrs 336 9% 

25 Yrs + 534 15% 

Total 3,609  

 
 

• Whilst we acknowledge we have an ageing workforce, many of which have 
long service, it should also be noted that 40% of the workforce now have 
less than 5 years’ service, which is a decrease of 1% from the previous 
year.  

 
• Retention rates during the last 3 years are 91%, 92, and 90% respectively. 

 
• In terms of employees leaving, those with 25+years’ service were the 

highest numbers to leave at 78, followed by those with less than one 
year’s service at 66 (which is reverse in trend from last year when this was 
the highest cohort) and those with 1-2 years’ service at 62. The next 
highest band is those with 6-10 years’ service at 45 

 
 

Length of Service 
Bands 

2025/26 no. of 
employees leaving 

< 1 year 66 
1-2 Yrs 62 
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3-5 Yrs 38 
6-10 Yrs 45 
11-15 Yrs 17 
16-20 Yrs 31 
21-25 Yrs 34 
25 Yrs + 78 
Grand Total 372 

 
 
 Overall, there has been no significant changes to the demographic of our 

workforce over the last three years. We remain female dominated, have an 
ageing workforce and we are under-representative of our ethnic minority 
communities. The average length of service is 13 years and turnover rate is 15%, 
this is an increase of 3% from last year.  

 
 
 

4. Equality Monitoring Information  
 
4.1. Age  
 
 Like other local government organisations our workforce is ageing, with 60% 

of our people aged 46 years and over. This is in keeping with last year:  
 

• Employee level 51% (aged 46 years and over)   
• Manager level 67% (aged 46 years and over)  
• Senior manager and Chief Officer level 95% (aged 46 years and over 

and increase of 18% from last year)  
 

                               
Age bands Number of 

employees 
% 

*Wirral Estimates 

16 - 20 22 0.6% 15,929 6.1% 

21 - 25 98 3% 15,782 6.0% 

26 - 30 246 7% 18,520 7.1% 

31 - 35 329 9% 19,613 7.5% 

36 - 40 393 11% 19,184 7.3% 

41 - 45 388 11% 18,206 6.9% 

46 - 50 419 12% 20,700 7.9% 
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51 - 55 530 15% 23,009 8.8% 

56 - 60 623 17% 23,743 9.1% 

61 - 65 406 11% 20,871 8.0% 

66 + 155 4% 66,554 25.4% 

Total 3,609 262,111 100.0% 

 
*Estimates are based on Wirral Population figures from the Census 2021 
 

 Around 32% of our overall workforce are aged over 55. In comparison to the 
local population which stands at 42.5%. 
 

 27% our female workforce is aged between 46-55 years. When we look at the 
local population, this is 16%. 
 

 We are 14% overrepresented in the 51–60 age bracket and 8.5% under-
represented in the 16-25 age bracket in comparison to the latest census data. 
 

 39 of our employees attended pre-retirement courses during this period. 
 

 Whilst we continue to support the needs of an ageing workforce, we are also 
taking steps to strengthen our approach to address the challenges of an 
ageing workforce. Our Talent Strategy launched summer 2023 and has key 
actions to support improvements in this area.  
 

4.2. Sex  
 
 We have a predominantly female workforce (two thirds) which when 

compared to Wirral’s population rates of 52% is higher, this remains 
consistent over previous years.  
 

 At Chief Officer level, the male / female split is 49% and 51% respectively. 
 

 In relation to pay, women have increased their representation at Chief Officer 
level by 8% from last year which is extremely positive.  
 

 At manager and senior manager level, the male / female split of 35% men / 
65% women shows a decrease of female representation of 1% from last year 
(when previously there was an increase of 1%).However, this broadly 
represents the overall make-up of the workforce. 

 
4.3. Ethnicity  
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 The response rate from our people declaring their ethnicity has remained the 
same.  

 
 
  FY 2024/25 FY 2025/26  Last Census 2021 

Ethnicity Total % Total % Total % 

Ethnic minority 133 4% 145 4% 24,232 7.6% 

Prefer not to 
say 

218 6% 195 5% N/A N/A 

White 3,151 85% 3,102 86% 295,967 92.4% 

Unknown 207 6% 167 5% N/A N/A 

 
 
 4% of our people identifying as being from an ethnic minority background 

compared to 7.6% of the Wirral population. However, this is an increase of 1% 
from the previous 3 years which is positive.  

 
 Comparisons have been made across the Liverpool City Region with 

Liverpool having the highest ethnic minority employee representation at 5.9% 
(with ethnic minority population of 16%). 
 

 We will continue to work with the Liverpool City Region Race Equality Forum 
to support and develop appropriate interventions.  We have developed a 
Race, Religion and Belief staff network group in respect of the race equality 
agenda across the region. 
 
In addition, a commitment within our talent strategy is to continue to 
strengthen our engagement with ethnic minority community groups to ensure 
our selection processes are inclusive. Including developing a range of early 
opportunity talent pipelines, and relationships with partners, that support and 
give a real chance for those furthest removed from employment and those 
under-represented within our workforce to join us. 

 
4.4. Disability  
 
 Disabled employees are well represented across the entire workforce. Around 

9% of the workforce declared they have a disability; this 1% higher than the 
previous four years. With hidden disabilities being more prevalent, particularly 
mental health since and during Covid.  
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 2024/25 2025/26 

 No % No % 

No 2578 70% 2,497 69% 
Unknown 236 7% 254 7% 
Prefer not to 
say  

594 15% 
636 15% 

Yes 301 8% 318 9% 

Total 3,709  3,609  
 
 
 Around 15% of our people have ‘preferred not to say’ in respect of this 

protected characteristic (which is in keeping with last year) therefore we will 
continue take steps to close the gap by increasing our people’s confidence to 
enable people to feel more confident in declaring a disability to ensure we can 
support them in the workplace. 

 
 There were 28 people who requested reasonable adjustment equipment and 

52 items in total purchased following an Access to Work request and Health 
and Safety support.  
 

 Training was provided to 18 people on specialist assistive technology 
software.  
 

 Specialist workplace coaching strategy training was also provided to 5 people 
with a total of 80 session (typically, a user will engage with 12-20 sessions).  
This has been offered as part of Access to Work recommendations and fully 
funded from DWP and is a personalised coaching program designed to help 
individuals overcome personal challenges associated with their diagnosis (all 
are neurodivergent) by developing practical strategies tailored to their 
strengths and needs within their role and workplace. 
 

 Figures are likely higher where managers have sourced and procured 
equipment from their own budget which are not recorded centrally. This could 
be up to an additional 40%. The equipment comprised of Chairs, Mice, 
Keyboards, Desks, Specialist Footrest, Specialist Headsets, Software, & 
Hardware.  

 
Please note these are in relation to access to work requests via Health and 
Safety. Figures may be higher where managers have sourced and procured 
equipment from their own budget which are not recorded centrally. 
 

 There is limited directly comparable data for this characteristic in respect of 
the local population. However, it is useful to note that in the Census 2021, 
10.6% of the Wirral population declared they experience a long-term health 



   
 

22 

 

problem or disability that limits their day-to-day activity. This may suggest we 
are potentially underrepresented in comparison to the local population but 
there is insufficient comparable data to be certain. 

 
4.5. Religion Or Belief 
 
 42% of our people declare as Christian (All Denominations), followed by 24% 

declaring no religion.  This follows the same trend in comparison to Wirral’s 
population. 

 
4.6. Gender Reassignment  
 
 The number of our people declaring they are transgender has remained the 

same as last year at 0.2%. 
 

 For the first time, gender reassignment has been included in the Census. 
Around 0.4% (955) were all other gender identities, including non-binary, trans 
women, trans men. However, this has caused concern within the LGBTQ+ 
community as non-binary relates to a person’s gender identity and is not 
associated with gender reassignment. Therefore, may not be seen as 
comparable data. 

 
 The ‘unknown’ category for this protected characteristic has decreased by 1% 

since last year (which is a reverse in trend for the first time in 3 years). 
However, levels of prefer not to say remain consistent at 4%  
 

 We have a Gender Identity policy which was first introduced in 2009, but 
further steps are being taken to increase our people’s confidence in providing 
information in relation to this protected characteristic. This will be reviewed 
and refreshed following the Supreme Court Ruling once government guidance 
has been published.  

 
 We have developed a guide to explain why we ask for personal information, 

what we do with it, why it is important and who has access. We will continue 
to implement staff confidence campaigns to reassure employees. 

 
4.7. Marriage And Civil Partnership  
 
 There have been no significant changes in the number of recorded civil 

partnerships and same-sex marriages since last year.   
 

 There has been no change in the prefer not to say category. However, it is 
important to recognise and respect that the provision of such information is a 
personal and optional choice for our people.   

 
4.8. Sexual Orientation  
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Sexual 
Orientation  

2024/25  
% total  

Council Headcount  

2025/26  
% total  

Council Headcount  

Latest Census 
(2021)  

LGBTQ+  4%  4% 2.9%  
Heterosexual  70% 70% 90.7%  
Prefer not to say / 
Unknown  

18% 18% 6.5% 

 
 The latest Census data tell us that 90.7% of the population identify as 

heterosexual, 2.9% identify as LGBTQ+, with a further 6.5% of unknown 
responses. 
 

 In comparison to the workforce, we are well represented at 4% of employees 
that identify as LGBTQ+. 

 
 The proportion of our people providing information regarding their sexual 

orientation has increased by just under 3.5% over the last two years, which is 
positive.  

 
 However, the proportion of our people who have indicated they would ‘prefer 

not to say’ is still higher than for most other protected characteristics at 18%. 
The reasons are unknown, and we have updated self-serve to include 
pansexual and prefer to self-describe to be as inclusive as possible.  Again, 
steps will be taken to increase our people’s confidence in providing 
information regarding protected characteristics and more inclusive options 
available for our people to identify with. 

 
4.9. Pregnancy, Maternity and Adoption 
 
 In 2025-26, 54 of our people took maternity leave with 33 people accessing 

maternity support leave. No employees left the organisation before they were 
due to return.  
 

 3 employees reduced their working pattern after returning to work for six 
months. 
 

 30 people took Paternity leave with 3 employees accessing Fostering Leave. 
 

 3 employees accessed shared parental leave with another 30 accessing 
Parental leave. 

 
5. Employment Practices 
 
5.1. Working Carers 
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 84% of carers within our workforce are women. This is higher than the 
national average (59%). Overall, 4% have identified as working carers, which 
is a decrease of 1% from last year. It is anticipated that around 12% of our 
people could be working carers based on regional statistics. 
 

 Active steps have been taken to provide support to working carers and will 
further build upon this. Actions to date include the launch of a working carers 
policy, management training, the introduction of a Carers Passport scheme 
and the establishment of a staff network group. We will continue to work with 
the staff network groups to identify further measures and support where 
required. 
 
Communication campaigns will continue to ensure our people feel confident to 
identify as working carers and are aware of the Carers passport scheme. In 
addition, we will also include other support available such as the Working 
Carers Policy and the Working Carers network group. 

 
5.2. Job Application Success Rates  
 
 The overall number of job applications for 2025/26 was 9,030. This is a slight 

increase for the number of applicants from last year which was 8,653.  
 

 Of these applications, 23% were from an ethnic minority background, a 
decrease of 4% from the previous year and a reverse in trend from last year 
when there was an increase of 1%. This is still extremely positive when 
comparing the overall composition of our ethnic minority employees at 4%.  

 
 The number of candidates shortlisted and then appointed were 13% and 14% 

respectively from an ethnic minority group. (last year it was 18% and 12%) In 
addition, 5% of all applicants chose not to declare their ethnicity, which is 2% 
higher than the previous year. We can see a downward trend from the 
number of applications received, to those shortlisted, to those appointed from 
an ethnic minority background, in contrast to experience of those from White 
British background (at 24% shortlisted and 28% appointed). We will continue 
to monitor this over the next 12 months and take proactive steps aligned to 
our talent strategy.   
 

 
Ethnicity  % of total applied  % of total 

shortlisted  
% of total 
appointed  

Ethnic Minority 
Background  

23% 13% 14% 

Not declared 3% 14% 16% 
Prefer not to say 2% 25% 9% 
White British 72% 24% 28% 
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 When job application success rate by disability and non-disabled, there is no 
disparity. 10% of all applicants declared a disability (this is 1% higher than last 
year). However, 4% of all successful candidates declared a disability, this is 
3% lower than last year (7%) and is a reverse in trend. Additionally, 3% of 
total applications who were appointed, preferred not to say. This could have 
an impact either positively or negatively on the overall results for disabled 
candidates. 
 

% of applicants 
declared 
disability  

% of applicants 
shortlisted 
declared 
disability  

% of successful  
Candidates 
declared 
disability 

10% 22% 4% 
 

 The success rate of candidates that identified as LGBTQ+ was 8% (including 
prefer to self-define) which is higher than the workforce composition at 4% 
and is extremely positive. It is also noted that 8% of all applications preferred 
not to say in respect of their sexual orientation. Last year, 4% of applicants 
selected prefer not to say.   

 
% of applicants 
identified as Bi-
sexual, Lesbian 
or Gay and 
Pansexual 

% of applicants 
shortlisted 
identified as Bi-
sexual, Lesbian 
or Gay and 
Pansexual 

% of successful  
Candidates 
identified as Bi-
sexual, Lesbian 
or Gay and 
Pansexual 

9% 9% 8% 
 

 
 The highest number of applications (34%) were from age range 26–35-year-

olds, a similar trend to last year at 33%. This age group also saw the second 
lowest % of successful appointments. The highest success rate of new 
starters was aged 66 plus, where there were 51 applications with a success 
rate of 40%.  
 

 
Age band  % of total applied % of total shortlisted % of total appointed 
Under 25  20% 18% 24% 
26 - 35 34% 19% 21% 
36 – 45 22% 22% 25% 
46 - 55 15% 26% 32% 
56 – 65 6% 26% 38% 
66+  1% 29% 40% 
PNTS/Unknown 3% 22% 11% 
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More men than women applied for positions within the Council and were more 
successful at appointment stage than women (when compared to the overall 
composition of the workforce of men and women at 34% and 66%).  
 
Sex  % of total applied  % of total 

shortlisted  
% of total 
appointed  

Female  56% 21% 4.8% 
Male  41% 21% 5.8% 
Non-binary 0.3% 35% 11.5% 
PNTS / Unknown 2.5% 26% 2.2% 

 
 
5.3. Promotion Success Rates  
 
 We have now included insight in relation to promotion success rates. We have 

used this as a baseline for comparable information for this report. We aim to 
ensure there are no adverse disparities for any protected groups as we 
monitor this on an ongoing basis. 
 

 Overall, 121 of our people received an increase in pay comprising of change 
of grade, promotion, re-grade and restructure. This is an increase from last 
year when 22 people received an increase. This equates to around 3.3% of 
the workforce.  
 

 Of these, 4% were from an ethnic minority background, which is in keeping 
with the overall composition of ethnic minority employees at 4%.  
 

 Of those promoted, around 81% of our people promoted identified as female, 
this is an increase of 13% from last year and above the overall composition of 
the workforce.  
 

 Of the cohort of promoted employees, men were much less likely to be 
promoted at 19% which is much lower than the overall composition at 33%. 
This is a reverse in trend from the previous 2 years.  

 
 Around 12% of those promoted identified as disabled. This is higher than the 

overall make-up of disabled employees at 8% and is an increase of 3% from 
the previous year. 
 

 Around 7% of our people who were promoted declared they were lesbian, 
gay, or Asexual were promoted during 2025/26. This is an increase of 2.5% 
from last year and is higher than the overall composition of the workforce at 
4%.  
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 We will continue to monitor this to ensure there are no adverse disparities for 
any protected groups. 
 

5.4. Length Of Service  
 
 A notable proportion of our people are over 46 years of age and have 25 

years or more service (14%). We are taking steps to strengthen our approach 
to workforce and succession planning with a focus on addressing the 
challenges of an ageing workforce, hard to fill roles, skills gaps, improving 
diversity, having a flexible and agile workforce that supports progression of 
the talent already within the organisation. 

 
5.5. Take Up of Training  
 
 In January 2022, our learning platform Flo was launched. This platform has 

been procured and developed to make it inclusive for all our workforce to 
access in a simple and easy way.  
 

 Our data tells us that in 2025/26, 86% of all our people accessed (that is 
recorded centrally and includes essential e-learning) via our learning platform 
Flo. This is an increase of 24% and is a reverse in trend from the previous 
year. However, this data does not capture/include all forms of blended 
learning and development, such as work-based learning. We have adapted 
our development offer to be more flexible in line with our hybrid working 
culture and this may have contributed to the significant increase of take up 
rates.  
 

 Insight from our 2025 staff survey told us that employee experience had 
increased with regards to learning and development opportunities. With 
regards to Wirral being a great place to develop, we saw experience had 
increased by 5.09% across the organisation.  
 

 Around 8.5% of people from an ethnic minority background accounted for staff 
accessing formal training, which is significantly higher than the overall 
composition of the workforce from an ethnic minority background (4%). 
 

 Approximately 82% of our people from a White British demographic accessed 
formal training, which is slightly higher than the overall make-up of this cohort 
at 81%. Around 5% of this cohort preferred not to say. 

 
 9% of all disabled employees accessed formal training, which is in keeping 

with the overall composition of disabled employees at 9% 
 

 Around 4.5% of employees that identified as LGBTQ+ accessed formal 
training which is slightly higher than the overall workforce from this group. 
There was 16% of prefer not to say in this cohort which could impact these 
figures. 
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 A review of the data in relation to age does not show any disparities for any 

age ranges. However, employees aged between 36 – 45 were more likely to 
access delivered training with those aged 66+ less likely to. 

 
 Overall, employees with a protected characteristic are exceeding 

opportunities to access formal training which is extremely positive. 
 

Aspiring Leaders / Leadership Development programmes 
 

We have tracked the composition of participants in our aspiring leaders programme 
and leadership development programme as detailed below. 
 
Aspiring Leaders 
 

 Men were well represented at the Aspiring Leaders programme at 50%. 
 

 Colleagues from ethnic minority backgrounds represented 11% of 
participants, which exceeds their representation within the overall workforce.  

 
 In terms of sexual orientation, representation on the programme was 14%, 

also exceeding the overall workforce profile. 
 

 There were a good range of age groups accessing the programme from aged 
26 – 65. 

 
 Colleagues with additional caring responsibilities accounted for 8% of 

participants which is also higher than the workforce average. 
 

 All other protected characteristics broadly represented the overall make-up of 
the workforce. 

 
 Areas where representation was lower than may be expected based on 

workforce composition include women, who accounted for 50% of 
participants, and colleagues with a declared disability, who accounted for 
5.5% of participants.  

 
 Across all characteristics there were varying levels of "Prefer not to say" 

responses, which may affect the interpretation of participation rates for some 
groups. 

 
 

Leadership Development 

 Colleagues with a declared disability accounted for 13% of participants, 
exceeding their representation within the overall workforce. 
 



   
 

29 

 

 There were a good range of age groups accessing the programme from aged 
31 – 65. 

 
 Colleagues with caring responsibilities accounted for 20% of participants, 

higher than the workforce average. 
 

 All other protected characteristics broadly represented the overall make-up of 
the workforce. 

 
 Men accounted for 27% of participants, representing a lower proportion than 

may be expected based on workforce composition. 
 

 Across all characteristics there were varying levels of "Prefer not to say" 
responses, which may affect the interpretation of participation rates for some 
groups. 

 
We will continue to encourage a culture of continuous learning and development, 
empower our people to drive their own development, providing them with the tools 
and resources to do so. We will also emphasise the value of other forms of learning 
and development such as shadowing, mentoring, reverse mentoring, online 
resources, and structured on-the-job learning.  
 
We will continue to monitor trends and ensure development opportunities are 
accessible to all. 
 
5.6. Reasons For Leaving  
 

 During 2025/26, 372 of our people left the Council. The main reason for 
leaving was resignation, severance and retirement. This is relatively in 
keeping with last year when 317 people left. Higher turnover and leaver 
numbers in 2025/26 have been influenced by planned workforce reduction 
activity.  
 

 Around 9% of our people who left during 2025-2026 had declared a disability, 
this is an increase of 1% from last year and is in keeping with the overall 
make-up of the workforce (9%).   

 
 The sex split of leavers is relatively comparable to the overall composition of 

the workforce with more women leaving at 64% (compared to 67% of 
workforce). This is an increase of 3% from last year. 

 
 Around 3.5% of all leavers identified as lesbian, gay, pansexual, bi-sexual and 

prefer to self-describe. This is generally in keeping with the overall make-up of 
the workforce.  However, there were elevated levels of prefer not to say at 
16% that could impact negatively / positively for this protected characteristic 
group. 
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 In terms of ethnic minority, 5% of all leavers identified as from an ethnic 
minority background. This is slightly higher than last year when 3.5% of all 
leavers were from an ethnic minority background.  
 

 Managers are encouraged to understand our people’s reasons for leaving, 
gather feedback for how their service area can improve, and celebrate what 
the employee has achieved during their time with us. We will continue to 
monitor qualitative leavers survey comments for any specific barriers or 
issues being raised by leavers in relation to protected characteristics. 
 

 In managing the workforce reduction, redesign of roles and structures have 
been considered, ensuring service resilience. Work has been undertaken to 
mitigate the impact of planned exits through workforce capacity, redesign, 
skills, succession and service resilience.  

 
5.7. Apprenticeship, Graduate and other Talent Schemes 
 
We have a range of talent initiatives that support the development of our workforce 
and provide opportunities for young people, those in the early stage of their careers, 
and those who are furthest removed from employment.  
  
Apprenticeships  
 
 As an organisation, Apprenticeships (funded through the Growth and Skills 

Levy) provide development opportunities for both new and existing staff and 
support workforce and succession planning.  
 

 In 2025/26, 30 Council employees successfully completed an apprenticeship 
qualification. The average age of these employees was 35. Of those who 
completed an apprenticeship, 13% were aged under 26, 40% were aged 26-
35, 40% were aged 36-45, and 7% were aged 46 and over (see Table 1). 

 
 While staff aged 16-35 make up 20% of the workforce, they accounted for 

53% of apprenticeship completions. This reflects the Council’s Apprentice and 
Trainee approach, which is focused on creating opportunities for young 
people and individuals in the early stages of their careers, helping to build a 
sustainable talent pipeline for the future. 
 

 Of those who completed an apprenticeship, 43% were male and 57% were 
female. This distribution is broadly reflective of the Council’s overall workforce 
profile (see table 2). 

 
Table 1 
Age Range No. Staff who completed 

an apprenticeship 
%  

16-25 4 13% 
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26-35 12 40% 
36-45 12 40% 
46-55 2 7% 

 
Table 2 
Sex No. Staff who completed 

an apprenticeship  
%  

Male 13 43% 
Female 17 57% 

 
Corporate Graduate and Care Leaver Apprentice Programmes 
 
 Our corporate Care Leaver Apprentice programme supports our Corporate 

Parent commitment to provide employment opportunities for care-experienced 
young people. The 2025 recruitment campaign saw 5 Care Leaver 
Apprentices join the organisation.  
 

 Our corporate Graduate programme provides opportunities for university 
Graduates to develop practical experience and take the first step into the 
world of work. The 2026 recruitment campaign saw 3 Graduates join the 
organisation.  
 

 Services also continue to provide opportunities for Apprentices, Graduates 
and Trainees to join the workforce, further strengthening talent pipelines  

 
Career Experience and Supported Internships  
 
 We have continued to provide quality career experience placements to local 

residents, engaging with local schools, Universities, and the Careers & 
Enterprise Company. In 2025/26 we supported 41 placements in services 
across the Council.  
 

 In 2025/26 we provided two supported internships to local young people 
with special educational needs or disabilities (SEND). These placements 
allow them to develop the skills and experience needed to secure paid 
employment. 

 
Early Opportunities Pipeline  
 
 Our Early Opportunities Pipeline targets sustainable employment 

opportunities to those furthest removed from employment in Wirral. This 
includes young people who are not in employment or education (NEET), 
residents who use our commissioned Employment Support Service 
(ReachOut), residents who are unemployed and residents with SEND. 
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 In 2025/26 we recruited to 1 role via this pipeline and are further utilising this 
pathway in 2026/27. 

 
5.8. Employee Relation Cases 
 
 From 1st April 2025 to 31st March 2026 there were 988 employee relation 

cases. 27 were related to formal performance management, 78 disciplinary, 
64 grievance and 816 absence management. These cases have been 
analysed in relation to protected characteristics. It is important to note multiple 
cases may relate to the same employee. 

 
Performance Management:  
 

• 41% of performance management cases involved men, compared with 25% 
of the workforce.  

• Employees recorded as being from an ethnic minority background accounted 
for 26% of cases.  

• The age groups 51–60 accounted for 26% of performance management 
cases. 

 
Disciplinary: 
 

• Men accounted for 51% of disciplinary cases, compared with 25% of the 
workforce. The 56–65 age groups accounted for 45% of disciplinary cases, 
while employees recorded as disabled accounted for 13%. 

• Resources available to employees include Health and Wellbeing support, 
flexible working, the Employee Assistance Programme, Dignity at Work 
advisers and representatives from staff inclusion groups. 

 
 
Attendance Management: 
 

• Women accounted for 74% of attendance management cases, compared with 
75% of the workforce. Employees aged 51–65+ accounted for 55% of cases. 
Employees recorded as disabled accounted for 16%, compared with 4% of 
the workforce. 

 
 
 
Grievance: 
 

• 61% of grievances were submitted by women. Employees recorded as 
disabled accounted for 9% of grievances, and employees from an ethnic 
minority background accounted for 6%. The 51–60 age groups accounted for 
41% of all grievances. 
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 We will continue to review and monitor our workforce data and demographics 

in respects to Employee Relations and ensure insights are considered with 
the implementation of Council’s workforce plans and strategies. This will 
ensure that we have a diverse, engaged, and skilled workforce who deliver 
outcomes for Wirral residents and are representative of the communities that 
we serve.  

 
 
6. Final Comments and Next Steps 
 
In conclusion, our workforce demographic has remained consistent over the last 
three years. We know where the gaps are, and this report and associated action plan 
(Appendix One) will contribute to the further development of the Council’s workforce 
plans which support our wider people strategy. This will ensure that we have a 
diverse, engaged, and skilled workforce who deliver outcomes for Wirral residents 
and are representative of the communities that we serve.  
 
In conclusion, our workforce demographic has remained broadly consistent over the 
last three years. The report highlights continued strengths in areas such as 
development, talent pipelines and staff engagement. Longer term challenges such 
as an ageing workforce, what could be considered an under representation of ethnic 
minority communities, and potentially confidence in declaring protected 
characteristics in some characteristics remain. This year’s report should be 
considered in the context of planned workforce reduction activity undertaken to 
support the council’s financial position, with a continued focus on maintaining service 
resilience, workforce capacity, skills and succession planning.  The findings in this 
report and the accompanying action plan will support the ongoing development of 
the Council’s people strategy, helping to build a diverse, skilled and inclusive 
workforce that reflects the communities we serve. 
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Appendix One: Equality Improvement: Summary action plan 
Previous actions have been closed and anything outstanding is included in the below action plan  
 
Action Plan 
 
Action Target date  Progress Update Owner 

Develop a Workforce Inclusion Policy and 
plan based on the outcome of the published 
People Strategy and emerging Council 
Corporate Equality Plan. 
 
 
 

Ongoing  This has been delayed pending Council 
Corporate Equality Strategy 
  

Inclusion  

In support of our Talent Strategy, strengthen 
our approach to workforce planning to 
address the challenges of an aging 
workforce, hard to fill roles, skills gaps, 
improving diversity and supports inclusive 
talent progression within the Council.  
Including actively increasing representation 
of workforce under 30 years of age. 2024 
saw 9.5% of our workforce aged 30 and 
below.  

Ongoing  This is an ongoing piece of work, which will 
continue over the next 12 months.  
 
The figure for 2025/26 is 10.6% 

Talent and 
Change  

Continue to actively support our ageing 
workforce 

Ongoing  
  

Pre-retirement workshops, EAP, monthly 
wellbeing campaigns, Active You offers, 
Menopause support classes, diverse staff 
groups including the working carers staff 
network group.  
 
Propose to continue to provide support and 
monitor this.  

Inclusion /  
Organisational 
Development  
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Action Target date  Progress Update Owner 

 

Monitor success rates of shortlisted and 
appointed applicants from ethnic minority 
backgrounds.  

May 2027  The number of candidates shortlisted and 
then appointed were 13% and 14% 
respectively from an ethnic minority group. 
(last year it was 18% and 12%) In addition, 
13% of all applicants chose not to declare 
their ethnicity, which is 11% higher than the 
previous year. In contrast to those from White 
British background (at 24% shortlisted and 
28% appointed). 
 
Propose to continue to monitor this. 
 

Recruitment / 
Inclusion  

Evaluate our Inclusion Group and Staff 
Network Groups  
 

October 2026  Mini evaluation of LGBTQ+ group 
undertaken, full evaluation will take place 
Autumn 2026. 
 

Inclusion  

Continue to monitor the levels of PNTS in 
religion or belief, sexual orientation and 
disability. Consider work with inclusion 
group and how to promote this.  

May 2027 New action.   
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Appendix Two: Equality Improvement: Summary action plan 
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 
2026/2027 was presented to Senior Officer and Appointments Staffing Sub-
Committee on 8 July 2025 and Full Council on 21 July 2025 and with effect from 1 
April 2026 we will pay the revised national living wage of £13.45 
 
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.  
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Appendix Three: Workforce Profile: Gender pay gap reporting – 31 March 2026 
 
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.  
 
What is a gender pay gap? 
The gender pay gap report shows the average difference between the earnings of 
women and men. It has several 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. 
 
Gender pay is not about equal pay. Unequal pay means that individual women and 
men are not getting equal pay for doing equal work.  
 
Reporting Requirements 
The report is in relation to a snapshot of the workforce in scope as of 31st March 
2026 in line with the legislative reporting requirements. The scope of the council’s 
report includes all employees (excluding schools) who are in receipt of base pay and 
allowances at this date. 

The council must report on and publish the mean and median pay gaps and pay 
quartiles. 
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Appendix Four: references list 
 

• Census 2021 

• Sexual orientation, UK - Office for National Statistics (ons.gov.uk) 

• Wirral Intelligence hub 

• Public health profiles - OHID (phe.org.uk) 

 
 
 
 
 

 

 

 

 

 

https://www.ons.gov.uk/peoplepopulationandcommunity/culturalidentity/sexuality/bulletins/sexualidentityuk/2019
https://fingertips.phe.org.uk/search/employment#page/4/gid/1938133042/pat/15/par/E92000001/ati/502/are/E08000015/iid/93882/age/204/sex/4/cat/-1/ctp/-1/yrr/1/cid/4/tbm/1
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