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Gloucestershire County Council Workforce Diversity Report 

Introduction  

 
GCC has a stated workforce equality objective published on the council’s web pages:   
 

“To continue to improve, review and monitor the current make up of our  
workforce to better serve the aims of the Council and the needs   
of the community”. 

 
To achieve this, service area business plans should include objectives around equality, diversity 
and inclusion. For example, the HR Service Plan includes the following: 
 
For change projects: 
 

 Culture – embedding our values, embedding our health & wellbeing approach, further developing 
equality & diversity in the workforce; introduction of agile working 

 Implement an applicant tracking system for recruitment and on-boarding 

 Replacement of the EAP and counselling contracts 

 Agree and implement annual Health and Wellbeing Plan 

 Development and implementation of new measures for resolving conflict at work 
 
For business as usual: 
 

 Delivering the workforce strategy, including policy development 

 Supporting and developing employee engagement, including the employee the networks and EVG’s 
(employee voice groups) 

 
This report sets out the workforce data arrangements we have in place in order to monitor 
progress towards our objectives, and examines the equalities make-up of our staff. 
  
The council has been monitoring equality information across a number of areas in employment 
since 2000. In addition since the introduction of the Equality Act 2010 and the subsequent Public 
Sector Equality Duty we have actively been analysing and reporting on data across a broad range 
of protected characteristics.  
 
The nine characteristics are age, disability, gender reassignment, marital/relationship status, 
pregnancy and maternity, race, religion and belief, sex/gender, and sexual orientation. Monitoring 
equality and diversity in the workforce enables us to examine how our employment policies and 
processes are working and to identify areas where these may appear to be impacting 
disproportionately on certain groups of staff. This helps us to show “due regard”, and can lead to 
the development of better and more informed, inclusive decision making, including decisions on 
recruitment and promotion.  
 

https://www.gloucestershire.gov.uk/council-and-democracy/equalities-and-our-duties-under-the-equality-act-2010/equality-objectives/


 

                                        

Gloucestershire County Council strives to be an inclusive employer with fair and equitable policies 
for all employees regardless of race, nationality, age, disability, sexual orientation, sex, gender 
identity, marital status, religion, pregnancy and maternity. This is not only because it is required by 
us under the Equality Act but because it is in keeping with our values as an organisation.  
 
This Workforce Equality and Diversity report outlines the work we’ve done in the last year to 
demonstrate our commitment to equality and diversity as well as showing what we still need to 
achieve.  
 
How we collate equality information and intend to address data gaps  
 
The majority of the information included in this report has been taken from the council’s HR and 
Payroll System (SAP).  
 
In June 2017 following minor changes to the way this data was held and the addition of new data 
protection safeguards, we asked all staff to ensure their information was up to date, or to enter 
information where none was held, to ensure that the data we held was correct and up to date. We 
will contact employees on a regular basis to ask them to audit the data we hold.  Such requests 
are sent out via TalkSmart/global email. 
 
We will continue to collect data through various sources, including our HR & payroll self-service 
system, through recruitment practices, amongst other means.  

Executive Summary  
 

The following information gives an overview of the current staffing situation, and a summary of the 
progress Gloucestershire County Council has made against its equality objectives over the past 
twelve months.  
 

Workforce headcount:  

On the 1st February 2020, 3,965 individuals were employed by Gloucestershire County Council 
(including Gloucestershire Fire and Rescue Service). 
 
This figure excludes 936 people employed by the council on a casual basis - for example through 
the Temporary Staff Service (TSS) or as consultants, those holding an additional contract 
alongside their substantive GCC contract. One important route into substantive employment with 
the council is via the TSS and we should consider how best to report this. 
 
Figures exclude those employed in schools. 
 

Our values: 

During the early part of 2018, we embarked on a journey to establish our organisational values 
and behaviours. We have continued to embed these values in all our policies and process since 
this time and throughout this journey we have fully engaged with all colleagues through: 
 

 leadership conference;  

 Employee Engagement Surveys 2018 and 2019;  

 Corporate inductions;  



 

                                        

 Team meetings  

 Well-established employee voice groups to determine how we make sure that the values 
are at the heart of what we do, and underpin how we all behave.   

 
The values are at the centre of our Employee Engagement Strategy where we set out the direction 
of improving engagement and our culture over the 3 year period.  Our values are displayed on the 
lanyard issued to all elected members and staff and published around the GCC estate: 
 

 Accountability 

 Integrity 

 Empowerment 

 Respect 

 Excellence 
 

Stonewall index application 2019 

In 2019 Gloucestershire County Council applied for the Stonewall Workplace Equality Index for the 
first time since 2011. The application measures organisations on LGBT+ inclusion across 10 
different areas and includes an employee survey.  
 
GCC ranked an impressive 137 out of over 500 participating organisations. Thank you to everyone 
who filled in the survey, inputted to the application and, more generally to everyone who 
incorporates LGBT+ inclusion into their roles on a daily basis. 
 
The council performed particularly strongly on its community engagement and LGBT+ staff 
network (Prism). In February, Prism was awarded ‘LGBT+ Network of the Year’ at a Stonewall 
event for the South West region, in recognition of its efforts to include all parts of the LGBT+ 
community and those with intersectional identities.  
 
The feedback report also highlighted some areas for the council to improve, including HR policies 
and practices and procurement. Considerable input on Bi and Trans* inclusion will also be 
necessary if GCC wants to rank in the top 100.  
 
An action plan has been created and work is already underway to make these changes ready for 
the councils next submission (June-September 2021) for the 2022 Stonewall Index.  

Opportunities to work flexibly:  

The organisation offers and actively promotes a range of flexible working practices and family 
friendly approaches to all employees and these are captured in our policies.  
 
Other measures are considered as appropriate to individual circumstance and business need.  
 
The council gives due regard to the diversity profile of the workforce when considering making 
changes to services and developing workforce strategies, for example when drafting employment 
policies.   
 
This year we have developed and implemented our agile working approach to enable further 
flexibility through remote working/home working.   
 



 

                                        

Employee Engagement - networks:  

We have the following Employee Networks; 

 Prism (a network for LGBT+ members of staff)  

 Disability Network 

 Dignity at Work Network  

 Young Employees’ Network (launched June 2017) 

 Carers’ network 

 Black Workers Network 
 
Network Chairs are given time to undertake their leadership roles. All of the network chairs meet 
with HR to discuss and review any emerging themes, to ensure a collective approach is taken to 
minimise any common concerns. We are actively using this route to talk to our network colleagues 
about policy and process changes.  
 
Each network has a senior leader as sponsor, for example Wayne Bowcock, Chief Fire Officer 
works with the BWN. Each network has a named contact within the HR/OD team who provides 
some support to the work of the network.  GCC Comms team provides a named contact to support 
the networks. StaffNet pages host network related information and the networks are invited to 
attend Corporate Induction events and the online induction course provides information for new 
starters, to encourage membership.   
 
The networks have worked closely with the council to raise awareness and to offer employees the 
opportunity to raise issues of concern. Following the success of a pilot mentoring programme 
which both PRISM and YEN contributed to, both mentoring others and also being mentored 
themselves, we have now extended this more widely across the organisation and as part of our 
workforce development strategy.  The original pilot was initiated by the networks and actively 
supported by the organisation. 
 
In March 2020 a member of the Black Workers network started the “Stepping Up” programme, a 
leadership programme for BAME employees, delivered by Bristol City Council, and funded from 
GCC’s OD budget. This scheme may be extended in future and may be made available to 
colleagues with other protected characteristics. 
 
In 2019 PRISM received regional recognition for the quality of their work and contribution to GCC. 
 
We are in regular contact with the networks and strive to support activities/initiatives that they 
propose to offer to members, and we encourage the network to raise with us issues of concern so 
that we can actively work together to agree solutions or approaches.  
 

Employee Voice Groups – employee engagement:  

There will be at least one employee voice group (EVG) for each directorate.  

Presenting the views of all employees, the EVG will provide a forum for staff to identify and 
address issues affecting the workplace and the development of the organisation.  

The work of the EVG will aim to improve the flow of communication between staff and senior 
leadership.  

The groups will be a point of reference for senior leadership, providing feedback on proposals and 
issues which affect members of staff and their working environment.  
The groups will consist of a core of staff with diverse knowledge, skills and experience to best 
represent all employees. 



 

                                        

Every department and all locations should be represented – disperse services may consider 
holding separate group meetings at different locations. 
A member of senior leadership will attend every meeting. 
Employee Networks are included in this model - Black workers Network, Carers Network, 
Disability Network, PRISM (LGBT+), and YEN (Young Employees Network). 
 

Annual staff survey / employee engagement survey: 

The staff survey generates ED&I data where respondents provide 
this information. The 2019 survey had a response rate of 63% and 
therefore this provides an excellent source of information regarding 
how engaged our employees are. Circa 80% (1190) of survey 
respondents answered the Equalities questions. 

 

 Title Number % of Respondents 

  Disability 160 7% 

  BAME 109 5% 

  LGBT + 150 6% 

  Carer 330 14% 

  Part-time 579 24% 

  Age range 16-25 165 7% 

  Age range 56+ 418 17% 

  Gender: Male 533 22% 

  Gender: Female 1395 58% 

  Gender: Non-conforming 6 0% 

  
   

    

Dignity at work: 

The Dignity at Work (DAW) network is one of the initial points of contact (alongside line 
management, Human Resources Advisers or Trade Union representatives), for any employee who 
believes they are experiencing unacceptable behaviour including bullying and harassment.  DAW 
Officers are able to listen and offer impartial.   
 
A DAW Officer can also support an employee where allegations of harassment or bullying made 
against them.  The DAW officers receive regular updates and support to ensure that their skills are 
constantly refreshed.  
 

Health and wellbeing Policy: 

In 2017 we produced a Health and Wellbeing Policy and created a Health and Wellbeing Board to 
oversee the associated action plan. The action plan was developed during 2018 and 2019 and this 
continues to be delivered. The Board includes representatives from Occupational Health, Public 
Health, Human Resources, Health and Safety, Communications and DAW.  The key aims of this 
policy and the associated action plan are to focus key initiatives on physical and mental wellbeing 
including the national public health campaign of ‘One You’.  Through the policy the organisation 
has achieved the Workplace Wellbeing Charter – National Award for England through Health @ 
Work.  
 

https://staffnet.gloucestershire.gov.uk/employee-information-and-support/employee-engagement-survey/employee-engagement-survey-2019-the-results/


 

                                        

The council provides an Employee Assistance Programme which is available to staff. This offers 
information and advice including confidential counselling for staff and managers, available 24 
hours every day online and by telephone, and covers a wide range of issues such as 
bereavement, childcare, financial advice and family breakdown.  
 
In addition to our normal occupational health practices we offer professional face to face 
counselling to staff if the circumstances deem it necessary. We also offer on site counselling 
support to staff that have experienced a traumatic incident in the work place.  
 

Staff groups, clubs and societies: 

The organisation supports a range of employee led clubs and societies including a mindfulness 
group; cycling group; walking group; WI; book club; film club and others.  These offer employees a 
range of benefits which support their mental or physical wellbeing at work.  We also encourage 
volunteering to support the Council’s Active Communities Policy. 
 
We have a suite of training modules designed to equip our Managers and Leaders with the tools 
currently required to deliver the Council’s agenda and we have recently concluded our second 
Aspiring Leaders programme, which included a vocational management qualification.  We are in 
the process of reviewing and developing our future management and leadership offering, which 
will include a management competency framework to underpin the behaviours and skills that we 
require of our managers, aligned with our values, equality standards and safeguarding standards. 
 
We are reviewing our learning and development and training offer around equality, diversity and 
inclusion. 

 
 
  



 

                                        

Key Workforce Findings 

 
The workforce data and findings have been separated into all of the protected characteristics. 
There are additional sections of information regarding pay and remuneration, formal procedures, 
leaver’s information, and training and development.   

Age: 

Gloucestershire County Council, like many Local Authorities across the UK, has an older 
workforce. This is reflective of the populations of both Gloucestershire County and the United 
Kingdom as a whole which are recognised as having an older age profile.  
 

 The highest proportion of our workforce (32.53%) are aged between 46 and 55; 

 23.81% of the workforce are under 36, and only 44.86% are below 46 years old; 

 There has been a slight increase in the proportion of employees aged 16 to 25 (6.23%) 
compared to last year (5.41%). 

 There has been a very slight increase in the number of employees over 56 (22.60%) compared 
to last year (22.17%) 

 The highest proportion (26.25%) of leavers (01/02/2019 to 31/01/2020) are within the 46-55 
age bracket. 7.65% of leavers were aged 16 to 25, higher than the proportion of the workforce 
in this age bracket (6.23%). 

 The average (mean) age is 45 years old; the median age is 47 years old. 
 

What does this tell us?  
There are benefits to both retaining the knowledge and expertise that older, long serving 
employees offer to the organisation and to enable this we continue to offer flexible approaches to 
working and phased retirement.  
 
The council has attracted younger workers during 2018-19 and the proportion of the workforce 
over 56 has slightly increased this year indicating that the council will need to continue to both 
attract younger workers and to try and retain some of the longer-serving staff.  
 
We have seen the trend for the proportion of older workers within the organisation to increase as 
was predicted due to the abolition of the default retirement age.   Nationally, over 30% of all 
workers are aged 50 and over. 
 
Gloucestershire County Council actively seeks apprentices and offers graduates placements on a 
development scheme. The graduate programme has also been very well received, with those 
entering the scheme receiving a wide breadth of experience across the organisation, and securing 
important strategic roles within the council following completion of the programme.  
 
We continue to attract high numbers of applicants to the apprenticeship schemes and have 
included eight ‘school leaver’ apprentices to our workforce who will undertake 4 x 6 month 
placements alongside their off-the-job training.   
 
We have also broadened our range of apprenticeships to include higher levels of study for existing 
employees.  Our approach to ‘grow your own’ has also included the development of degree level 
apprenticeships and the Social Work Academy which was launched during May 2019 and which 
intends to address some of the issues that GCC faces with respect to the recruitment and 
retention of social workers.   
 



 

                                        

Both Adult and Children’s services aim to a cohort for each of the next two years, with a planned 
5 new starters in Children’s and 4 in Adult in September (delayed from March 2020 due to Covid 
19).  Two Children’s social work apprentices started in 2019. 
  
Whilst there is no age restriction on applications for apprenticeship or graduate entry schemes, 
these do traditionally attract a younger applicant.  
 
This both increases the number of young people employed by the council and encourages staff 
development, for those in the lower age ranges. 
 

Disability: 

 The percentage of employees who declared a disability is 4.74%, this is a very slight increase 
compared to (4.44%) last year. 

 The highest proportion of disabled employees was aged 46-55 (31.08%). 

 A higher proportion of the male workforce (6.86%) have declared a disability, compared to 
(3.88%) of female workers.  

 4.06% of all leavers (01/02/2019 to 31/01/2020) identified as disabled. 

 
What does this tell us? 
The most recent (2011) Census revealed that 9% of all people in Gloucestershire aged between 
16 and 64 consider themselves to have a disability, with 3.54% reporting that their activities were 
limited ‘a lot’ and 5.46% reporting that their activities were limited ‘a little’.  
 
The most recent Office of National Statistics ‘Who Works in the Public Sector1’ report states that 
public and private sectors have a similar proportion of workers (14% and 13% respectively) who 
reported having a disability (as defined by the Equalities Act).  
 
Therefore, we can see that the numbers of staff who have declared a disability within our 
workforce is considerably less (4.74%).   
 
It is difficult to know whether this is due to the council employing a lower proportion of disabled 
staff, or due to low declaration rates (19.78% of staff have not declared a disability status).   We 
are taking action to try and improve the levels of information and to include a ‘prefer not to say’ 
option. 
 
The Council has maintained Disability Confident Level 2 status.  We are committed to supporting 
and developing all staff and appointing the best person for the job. We are keen to enable 
employees who become disabled to remain in work by providing reasonable adjustments to their 
working environment or to how they carry out their duties.  We continue to ensure that where a 
disabled applicant meets the minimum selection criteria for a job, they will be invited to interview.  
We also offer supported employment for employees with a disability through Gloucestershire 
Industrial Services (GIS) and continue our membership to Mindful Employer.   
 
The council recognises that mental health is an important factor in the well-being of its staff and in 
managing absence. Mental health can be a difficult subject to openly discuss and inequalities in 

                                                 
1
 Source: ONS - Who Works in the Public Sector report 2018. Released 4 June 2019. 

https://www.ons.gov.uk/economy/governmentpublicsectorandtaxes/publicspending/articles/whoworksinthepublicsector/2019
-06-04#people-with-disabilities-are-less-prevalent-in-higher-skilled-roles 

https://www.ons.gov.uk/economy/governmentpublicsectorandtaxes/publicspending/articles/whoworksinthepublicsector/2019-06-04#people-with-disabilities-are-less-prevalent-in-higher-skilled-roles
https://www.ons.gov.uk/economy/governmentpublicsectorandtaxes/publicspending/articles/whoworksinthepublicsector/2019-06-04#people-with-disabilities-are-less-prevalent-in-higher-skilled-roles


 

                                        

provision can exist where the subject is not actively managed or talked about. The council 
continues to sign up to the Mindful Employer Charter and has run a number of ‘Mental Health Lite’ 
training workshops; increased the information on StaffNet with regards to supporting yourself, 
colleagues and as a manager with stress; and implemented a Health and Wellbeing Policy. 
 

Gender reassignment: 

We have employees who have declared themselves transgender. As with last year this figure is 
low, and disclosing the data in this report could lead to the identification of individuals, which would 
not be legal.  
 
It is not currently possible for employees to update their gender reassignment status on the SAP 
self-service system. However, we are currently reviewing our recruitment systems and how they 
linking with our core HR which may mean that this becomes more possible in the future.  Staff can, 
however, identify as being transgender on the e-Recruit system at the time of job application. The 
organisation continues to try to positively address transgender issues in the workplace through 
partnership working, with local and regional transgender networks.  
 
Gloucestershire County Council is committed to providing an inclusive, productive, comfortable, 
supportive and, most importantly, safe environment for transgender employees, before, during and 
after transition. 

 
In 2018 we implemented a new Transgender Policy following consultation with our Prism network 
and are about to publish guidance on supporting employees who are transitioning.  We have also 
worked in collaboration with Stonewall and are now reviewing the language within our policies 
during the rolling review programmes to ensure that language used is gender neutral where 
appropriate. We are due to publish guidance for managers and staff around support through 
transition, in July 2020. 

 

Marriage and civil partnership: 

 31.07% of the workforce indicated their marital status (including 7.24% who stated that they do 
not wish to disclose their status).  

 The descriptors are divorced/dissolved civil partnership; separated; single/never married; 
widowed; rather not state. 

 
What does this tell us? 
We need to encourage colleagues to declare their status – or understand what barriers may exist 
to them doing so, in order that we can that we can consider how best to address any issues.  
 

Pregnancy and maternity: 

 During the period 1st February 2019 – 31st January 2020, a total of 119 employees took 
maternity leave. 

 39 employees, who returned from maternity leave, changed their hours.  

 Five employees chose not to return following maternity leave. 
 
What does this tell us? 
Return rates remain high, and we feel this reflects the wide range of flexible working opportunities 
available and the support we offer both to employees and to managers to successfully manage the 



 

                                        

return to work from maternity leave. We will continue to monitor the numbers and make-up of non 
returners and to try to identify why employees leave after maternity leave.   

 
Race: 
The categories used by Gloucestershire County Council to record race are in line with those used 
by the Office of National Statistics (ONS). However, for publishing purposes we have grouped 
some categories together so as not to inadvertently identify any individual employee.  
 

 The majority of employees (83.40%) have declared their race.  

 Of these, 91.53% declared as being White British.  Gloucestershire County as a whole, is 
91.6% White British (Source: ONS s001 Census) 

 The BAME (Black, Asian and Minority Ethnic) population from Gloucestershire is 4.6%. The 
proportion of council employees from a BAME background is 6.29%, compared to 5.57% last 
year.  

 
What does this tell us? 
The workforce of Gloucestershire County Council is increasingly reflecting the community it 
represents. We also need to consider and ensure that the diversity of those accessing our 
services, particularly social care services, is reflected in the diversity of the employees in these 
areas. Where there is a disparity in these numbers, initiatives can be put in place to attract, retain 
and develop employees from different backgrounds to allow us to continuously improve the quality 
of the services we offer to the population of Gloucestershire.  

 

Religion and belief: 

 29.74% of employees have declared their religious denomination (including 10.35% have 
declared ‘rather not state’) 

 Of those who have declared their religious denomination, the highest proportions are Christian 
(42.24%) and None / No religion (41.39%). 

 
What does this tell us? 
We offer all employees the use of dedicated quiet rooms to pray and reflect. Religious holidays are 

recognised and actively promoted, through internal communications.   

Employees are given time off for specific religious holidays, through bank holidays – some of 

which relate to traditional Christian festivals (Christmas and Easter) and which reflect standard 

working time across the UK. 

In addition, under the Special Leave policy, employees may request annual leave or flexi time for 

other religious observance.  

We need to understand whether there are barriers to employees declaring their religion. 

Sex/gender: 

 69.74% of the council’s workforce is female.  

 This is a sharp contrast to the national workforce profile, where only 46.8% of all people in 
employment are female2. However this more inline with the national profile for public sector 
workers where 65%3 of workers are female. 

                                                 
2
 Source - The World Bank, “Labour Force, Female (% of Total Labour Force),” The World Bank Databank (September 2019) 

http://data.worldbank.org/indicator/SL.TLF.TOTL.FE.ZS


 

                                        

 Within GCC 55.55% of female employees work on a full-time basis compared to 76.92% of 
male employees. 

 The majority of those employees in senior management positions are female (65.37%).  
 

What does this tell us? 
There is a very high proportion of female employees in the organisation; much higher than the 
workforce profile of the UK as a whole, where fewer women than men are employed.  
This is reflective of both the nature of the work undertaken by the organisation, much of which has 
traditionally appealed to females rather than males, and the flexible working opportunities offered 
by the council.  
These help us to attract and retain female employees who may otherwise have chosen to leave 
employment altogether, particularly when childcare is considered. These figures also suggest that 
other benefits offered by the organisation, in particular the Childcare Vouchers scheme, helps us 
to appeal as an employer to both female and male workers with parental responsibilities. 
 
65.39% of senior managers are female, reflective of the fact that a significant proportion of our 
employees are female. Our female senior managers are employed in roles across the 
organisation. 
 

Sexual orientation: 

 51.65% of the workforce have provided us with sexual orientation monitoring information, and 
of these: 

 85.94% are heterosexual.  

 4.39% of employees have identified as Lesbian, Gay, and Bisexual. 

 9.67% of staff opted not to disclose their sexual orientation by declaring ‘rather not state’ 
 

What does this tell us? 
Nearly half of our employees have not provided this information. 
 
We will seek to continuously improve our information by encouraging our employees to provide 
sensitive monitoring information such as sexual orientation over the next year and beyond, further 
engaging PRISM, our LGBT+ network to reinforce the confidentiality of the information.  We are 
actively working towards redeveloping and maintaining our membership of Stonewall. 
 

Pay and remuneration: 

It is difficult to report on this across all protected groups, especially where numbers are low and 
individuals are identifiable, but also where return rates are relatively small. Four of the 
characteristics that we are able to report on, Gender, Race, Sexual Orientation and Disability, are 
highlighted below. 
 

1. Gender - Women are well represented across all grades which includes 65.37% at senior 
management level. We view this as a positive indication that women have the opportunity to 
progress to senior levels in the organisation. 

2. Race - Representation remains low at very senior management level but proportionate 
through the other grades, including across managerial roles.  

                                                                                                                                                                                
3
 Source: ONS - Who Works in the Public Sector report 2018. Released 4 June 2019. 

https://www.ons.gov.uk/economy/governmentpublicsectorandtaxes/publicspending/articles/whoworksinthepublicsector/2019
-06-04#people-with-disabilities-are-less-prevalent-in-higher-skilled-roles 

https://www.ons.gov.uk/economy/governmentpublicsectorandtaxes/publicspending/articles/whoworksinthepublicsector/2019-06-04#people-with-disabilities-are-less-prevalent-in-higher-skilled-roles
https://www.ons.gov.uk/economy/governmentpublicsectorandtaxes/publicspending/articles/whoworksinthepublicsector/2019-06-04#people-with-disabilities-are-less-prevalent-in-higher-skilled-roles


 

                                        

3. Sexual orientation - There is proportional representation across all grades of employees 
who have disclosed their sexual orientation. We will continue to work closely with our Prism 
Network and Stonewall to ensure our practices and policies are fully inclusive, regardless of 
sexual orientation.  

4. Disability - There is representation of disabled employees across the grading structure but 
the majority are within grade 1. This is due to the supported employment scheme that we run 
within Gloucestershire Industrial Services (GIS) which supports those with disabilities, 
predominantly learning disabilities, into paid employment. 

 

Leavers: 

 419 individuals left Gloucestershire County Council between 1st February 2019 and 31st 
January 2020. 

 Voluntary leavers, through resignations and retirements, accounted for the majority of leavers 
in the period (88.07%). 

 The highest proportion (26.97%) of leavers (01/02/2019 to 31/01/2020) are within the 46-55 
age bracket. 7.64% of leavers were aged 16 to 25, higher than the proportion of the workforce 
in this age bracket (6.23%). 

 4.06% of all leavers identified as disabled. 

 

Formal procedures: 

The term formal procedure refers to the council’s procedures for managing sickness absence, 
performance (capability) and conduct. The intention is to manage situations supportively and 
informally wherever possible, and data will only be gathered where cases have moved into the 
formal stages of any procedure.  
 
The council takes a proactive approach to supporting employees who are unwell, so as to enable 
their return to work and to support managers to facilitate this.  
The council has a dedicated HR advice line (Contact Us) and Occupational Health Unit as well as 
an Employee Assistance Programme and proactively engages with managers to support them 
through this process.  
Relevant policies and procedures are supplemented by Manager Guidance Notes which contain 
practical advice regarding common scenarios and ways to proactively manage the process. 
 
52 employees were subject to formal action by the council, which is slightly less than the 54 last 
year. 
 
As part of our approach to dealing proactively with potential grievance cases we offer mediation 
provided by internally qualified colleagues in HR. This route is a voluntary, stand alone process 
and may not halt the process of other formal procedures but it is an opportunity to address issues 
informally between the parties concerned. 
 

Training and development: 

Attendance on our formal training courses is generally proportionate to the make-up of the 
workforce across all protected characteristics.  
 



 

                                        

Conclusions: 

GCC needs to review and audit where we are as an employer and provider of services, and to 
make sure that this aligns with responsibilities under the Public Sector Equality Duty 
 

Equality, diversity and inclusion GCC – proposed corporate action plan 2020-21: 

 

Action Responsible Milestone By when Progress/comment 

Publish 2019-20 
report 

HR/OD Adviser TalkSmart and 
on StaffNet  

15 July 2020  

Review report 
and action plan 
with employee 
networks 

HR/OD Adviser Meeting arranged 
and held 

31 August 2020  

Review of ED&I 
objectives in  
GCC and 
directorate 
business plans 

HR/OD Adviser Report collated 31 August 2020 Need to clarify 
business planning 
processes 

Preparation for 
Stonewall Index 
re submission 

HR Graduate  TBC TBC Need to confirm 
dates 

Stonewall Index 
(2019)  feedback 
Action plan 

HR/OD Adviser Review of actions 
with PRISM 

31 July 2020 Ongoing process 

Review ED&I 
data over a 
longer period to 
identify trends for 
2021 report 

HR/OD Adviser 
plus 
Management 
Information team 

Report 
completed?  

1 April 2021  

Complete 
revision of 
Equality, diversity 
and inclusion 
policy 

HR/OD Adviser Published 31 August 2020  

Publish new 
ED&I web pages 

HR/OD Adviser in 
partnership with 
Employee 
Networks 

Pages ‘go live’ 
 

31July 2020  

Review ED&I 
aims, objectives 
and progress at a 
Corporate and 
Directorate level 

Leadership 
teams across the 
organisation 

Publication of 
findings and as 
appropriate new 
objectives 
 

31 March 2021  

Review of 
learning and 
development 
provision and 
how this is 
recorded 

Organisational 
Development 
team 

Report.  
Links to L&D 
materials 

31 December 
2020 

 



 

                                        

Audit of GCC’s 
position and 
activity with 
respect to ED&I – 
use the LGA tool 
– Equality 
Framework for 
Local 
Government 

Organisational 
Development 
team 

Report to 
workforce 
strategy board 
and/or CLT 

30 October 2020  

Further actions to 
be added 

    

     

     

 

  



 

                                        

Equalities data: 

Further equalities data is provided within the key workforce findings section of this report. 
 
The following charts and tables provide a detailed breakdown of the council’s workforce. In order 
to comply with data protection and where the figures in the data are low we have recognised that it 
may be possible to identify individuals. In these circumstances the data has been replaced with 
N/R (not reportable).  
  
Where the data indicates an “unstated” response this means that an individual has not provided 
the council with a response. Where the response is “rather not say” the individual has chosen not 
to disclose the information. 
 
We currently monitor all protected characteristics but so as not to unintentionally identify anyone 
we do not publicly report on all data but use it for monitoring and positive action initiatives.  
 
For the purposes of reporting we have chosen to present our data using percentages and not 
specific numbers as in some cases the sharing of specific numbers would mean that a small group 
of people could be easily identified. It is important to point out that when using percentages, that 
relate to a small number of people, the percentage itself may appear large but the actual number 
of staff may be small.   
 
Unless otherwise stated when referring to the population of Gloucestershire that this refers to the 
whole population not just working age individuals. 
 

Age: 

Gloucestershire County Council continues to have an older workforce, reflecting the demographic 
of the population, and the national workforce trend. However, there has been an increase in the 
proportion of younger workers employed within the organisation, which has given the council a 
slightly younger age profile overall.  
 

AGE 
Percentage of 

Workforce 

Working Age 
Population of 

Gloucestershire4 
Variance 

16-25 6.23% 17.5% -11.24% 

26-35 17.58% 18.5% -0.92% 

36-45 21.06% 19.3% 1.74% 

46-55 32.53% 23.9% 8.61% 

56+ 22.60% 20.8% 1.81% 

Grand Total 100.00% 100.0%   

 
 
There are a slightly higher proportion of part time workers amongst older workers which may 
reflect a preference on their part to refrain from full time work at that time in their lives and it may 

                                                 
4
 Source: Mid-2018 Revised Population Estimates, Office for National Statistics; Adapted from data from the Office for 

National Statistics licensed under the Open Government Licence v.3.0. In order to make the figures comparable, 
Gloucestershire residents under the age of 16 and those over the age of 65 have not been taken into account. 

 



 

                                        

be reflective of the take up of flexible working opportunities that we offer. There is also the option 
of flexible retirement once an employee reaches the age of 55.  

 

 

Disability: 

Compared to the population of the county, the proportion of employees declaring a disability is 
lower.  
 

DISABILITY 
Percentage of 

Workforce 
Population of 

Gloucestershire5 
Variance 

Disabled 4.74% 16.71% -11.97% 

Not Disabled 95.26% 83.29% 11.97% 

Stated 78.74% - - 

Unstated 21.26% - - 

Grand Total 100.00% 0.00% 0.00% 

 
There has been a small reduction in the proportion of male employees who have declared a 
disability, down from 7.16 % last year to 6.86% this year; and there has been a slight increase in 
female staff declaring a disability, up from 3.28% last year to 3.88% this year.  
 

 

Female Male 

DISABILITY BY 
GENDER 

2020 2019 2020 2019 

Disabled 3.88% 3.28% 6.86% 7.16% 

Not Disabled 96.12% 96.72% 93.14% 92.84% 

 Stated 80.22% 79.82% 75.33% 77.33% 

Unstated 19.78% 20.18% 24.67% 22.67% 

Grand Total 100.00% 100.0% 100.00% 100.00% 

 
79.05% of disabled employees are in full-time roles; a very slightly lower proportion than last year 
(80.15%). 

                                                 
5
 Source: ONS 2011 Census 



 

                                        

 
 

Gender reassignment: 

We have identifiable representation but as this is a low percentage we will not disclose the number 
in this report so as to avoid illegally identifying anyone. We consider disclosure a positive step and 
will be looking at the recent guidance on gender reassignment and recruitment.  
 
At present, it is not possible for employees to record transgender status on our SAP system, so 
the small amount of information we have has come from our e-recruit system. However, this is 
something we are attempting to rectify in order to increase the disclosure rates in future reports.  
 
Estimates of gender variant people (individuals who identify as a gender other than their natal 
gender) over the age of 16 in Gloucestershire is estimated at between 0.6% and 1%6. 

 

Marriage and civil partnership: 

38.31% of staff has disclosed their marital status, of these 7.24% preferred to declare ‘rather not 
state’. 

 

MARITAL STATUS 
Percentage 

of 
Population of 

Gloucestershire7 
Variance 

                                                 
6
 Source:  Gender Identity Research and Education Society (2011) The Number of Gender Variant People in the UK – Update 

2011 applied to Mid 2018 Population Estimates ONS for people aged 16 and over 



 

                                        

Workforce 

Divorced/Dissolved Civil Partnership 5.33% 9.50% -4.17% 

Married/Civil Partnership 52.40% 50.50% 1.90% 

Separated 1.91% 2.30% -0.39% 

Single/Never Married 32.26% 30.50% 1.76% 

Widowed 0.86% 7.20% -6.34% 

Rather not state 7.24% - - 
Workforce Stated 38.31% - - 
Unstated 61.69% - - 

Grand Total 100.00% 100.0% - 

Race: 

The categories reported on reflect the high level categories used by the Office for National 
Statistics (ONS). Information has been disclosed at this level to ensure that individuals cannot be 
identified where figures may be low. 
 
The proportion of workers from a BAME background (6.29%) has increased slightly from last year 
(5.57%).  GCC employ a higher proportion (6.29%) of BAME staff when compared to the 
population demographic of the County of Gloucestershire overall (4.70%) 
 

RACE 
Percentage of 

Workforce 
Population of 

Gloucestershire8 
Variance 

Asian 2.24% 2.10% 0.14% 

Black 2.12% 0.90% 1.22% 

Mixed 1.39% 1.50% -0.11% 

Other 0.54% 0.20% 0.34% 

White British 91.53% 91.60% -0.07% 

White Other 2.18% 3.90% -1.72% 

Workforce stated 83.40% - - 
Unstated 16.60% - - 

Grand Total 100.00% 100.0% - 

 
Within GCC staff from a BAME background, there have been slight increases in Asian, Black and 
mixed race employees, but a decrease of staff declaring any other ethnic origin. 
 

RACE 2020 2019 Variance 

Asian 2.24% 2.02% 0.22% 

Black 2.12% 1.67% 0.45% 

Mixed 1.39% 1.31% 0.08% 

Other 0.54% 0.58% -0.03% 

White British 91.53% 89.91% 1.62% 

White Other 2.18% 4.51% -2.34% 

Workforce stated 83.40% 83.61% - 

Unstated 16.60% 16.39% - 

Grand Total 100.00% 100.0% - 

 

                                                                                                                                                                                
7
 Source: ONS 2011 Census 

8
 Source: ONS 2011 Census 



 

                                        

67.79% of all BAME employees are female, slightly lower than the gender profile of the 
organisation as a whole (69.74%). 
 

RACE BY GENDER Female Male 

Asian 2.01% 2.78% 

Black 2.23% 1.85% 

Mixed 1.24% 1.75% 

Other 0.56% 0.51% 

White British 91.61% 91.35% 

White Other 2.35% 1.75% 
Workforce stated 84.48% 80.92% 

Unstated 15.52% 19.08% 

Grand Total 100.00% 100.0% 

 
26.44% of our BAME workforce work part-time, compared to 30.46% last year. 
 

 

Religion and belief: 

29.74% of employees have declared their religious belief (increased from 25.81% since last year) 
of these 10.35% preferred to declare ‘rather not state’. Of staff who have chosen to disclose their 
religion/belief a lower proportion are Christian and higher proportion have stated no religion/belief 
compared to population demographic of Gloucestershire county overall.   
The council continues to actively encourage staff to complete their equalities information and to 
facilitate higher disclosure rates from staff.  However, further review is needed in order to better 
understand the low declaration rate in this area and to engage with employees as to why this 
might be. 

RELIGION 
Percentage 
of 
Workforce 

Population of 
Gloucestershire9 

Variance 

Buddhist 1.02% 0.30% 0.72% 

Christian 42.24% 63.50% -21.26% 

Hindu 0.51% 0.40% 0.11% 

Jewish 0.17% 0.00% 0.17% 

Muslim 1.95% 1.00% 0.95% 

                                                 
9
 Source: ONS 2011 Census  



 

                                        

Other 2.37% 0.60% 1.77% 

None 41.39% 26.70% 14.69% 

Rather Not State 10.35% 7.50% 2.85% 

Workforce stated 29.74% - - 

Unstated 70.26% - - 

Grand Total 100.00% - - 

Sex/gender: 

Overall, female employees make 69.74% of Gloucestershire County Council staff, which has 
remained very similar to last year (69.53%). This is high when compared to the national workforce 
profile, where 46.8% of all people in employment are female10 and also higher when compared to 
the population of Gloucestershire where 51% of residents are female.     
 
The council offers a wide range of flexible working practices and opportunities such as job sharing, 
flexible working and part time working. This allows employees to better balance both their work 
and home commitments and could explain why proportionally, there are more part time female 
employees who are more likely to utilise these flexible working opportunities.        
 

GENDER 
Percentage of 

Workforce 
Population of 

Gloucestershire11 
Variance 

Female 69.74% 51.00% 18.74% 

Male 30.26% 49.00% -18.74% 

Grand Total 100.00% 100.0% - 

 
A higher proportion of female employees work part time compared to male employees. This has 
been a consistent trend over previous years, and reflects the appeal of the flexible roles offered by 
the organisation. 
 

 
  
There is a fairly even proportion (less than 2% variance) of both male and female employees 
across the majority of each of the age bracket ranges this year, with the exception of those 56 
years of age or more, where there is a (3.13%) higher proportion of the female workforce. 
 

                                                 
10

 Source - The World Bank, “Labour Force, Female (% of Total Labour Force),” The World Bank Databank (September 2019) 
11

 Source: Mid-2018 revised Population Estimates, Office for National Statistics. Adapted from data from the Office for National 
Statistics licensed under the Open Government Licence v.3.0. 

http://data.worldbank.org/indicator/SL.TLF.TOTL.FE.ZS


 

                                        

GENDER BY AGE 
BRACKET 
 

Percentage of Workforce 

% 16-25 % 26-35 % 36-45 % 46-55 %56+ 

Female 5.79% 17.11% 20.69% 32.88% 23.54% 

Male 7.25% 18.67% 21.92% 31.75% 20.42% 

Workforce 6.23% 17.58% 21.06% 32.53% 22.60% 

 
 
There is a fairly even proportion (less than 2% variance) of both male and female employees 
across the length of service brackets. 

 
 

Sexual orientation: 

51.65% of staff have disclosed their sexual orientation, compared to 47.66% last year, of these 
9.67% have declared ‘rather not state’.   
 
Sexual orientation remains sensitive personal issue, and work will continue with our Prism network 
and with Stonewall to ensure our organisational culture continues to promote confidence for 
people to disclose their Sexual Orientation. We are currently working with our Systems Team to 
ensure that sexual orientation categories on the employee self-service system allow our 
employees to choose options which truly reflect them. 

 



 

                                        

 

SEXUAL 
ORIENTATION 

Percentage 
of 

Workforce 

Population of 
Gloucestershire 

Bi-sexual 1.37% *2.1%12 to 7%13  

Gay 1.95%   

Lesbian 1.07%   

Heterosexual 85.94% 95% to 97.9%* 

Rather not state 9.67%   
Workforce 
stated 51.65% - 

Unstated 48.35% - 

Grand Total 100.00% - 
 

 
A higher proportion of younger employees, particularly those aged under 35, have chosen to 
disclose their sexual orientation.  
 

SEXUALITY BY AGE 
BRACKET 

% 16-25 % 26-35 % 36-45 % 46-55 % 56+ Grand 
Total 

Bi-sexual 32.14% 28.57% 10.71% 25.00% 3.57% 100.00% 

Gay 17.50% 30.00% 20.00% 27.50% 5.00% 100.00% 

Lesbian 0.00% 22.73% 27.27% 45.45% 4.55% 100.00% 

Heterosexual 8.86% 23.52% 21.76% 28.18% 17.67% 100.00% 

Rather not state 6.06% 18.69% 22.22% 32.32% 20.71% 100.00% 

Workforce stated 8.98% 23.24% 21.68% 28.71% 17.38% 100.00% 

Unstated 3.29% 11.53% 20.40% 36.62% 28.17% 100.00% 

 
 
 
 
 
 
 
 
 
 
 

                                                 
12

 Source: ONS, Sexual Identity, UK:2017. England percentage applied to Mid 2018 Population Estimates, ONS for people aged 16 
and over (2.1% lesbian, gay or bi-sexual). 
13

 Source:  Stonewall (2009) How many lesbian, gay and bisexual people are there? Applied to Mid 2018 Population Estimates, 
ONS for people aged 16 and over (lower estimate lesbian, gay, bi-sexual 5%, upper estimate 7%)* There is no definitive data on 
sexual orientation at a local or national level. Estimates collated by the Department of Trade and Industry in 2003, and used by 
Stonewall, suggest around 5-7% of the population aged over 16 are  lesbian, gay, bisexual or transgendered. If this figure were 
applied to Gloucestershire it would mean between 26,000 and 36,400 people in the county identify as LGBT.    
 
 
 

 



 

                                        

Pay & remuneration 

Gender: 

The table below indicates that there remain a higher proportion of males employed in the very 
lowest grade. Proportionally, more females are employed in the ‘middle’ of the grading system 
(Grades 3 – 9). A higher proportion of Teaching and Soulbury staff are also female (NB these are 
employees in hospital education and in the teaching advisory centre, supporting schools). 
 
There are more females (65.37%) in senior roles than males. This reflects the demographic of the 
workforce, with 69.74% of all workers being female, and we continue to seek to maintain this in the 
future. 
 
Gender pay equality continues to sit high on the agenda of the council, particularly in light of 
recently published pay statements from other large organisations and the publication of the 
council’s mandatory Gender Pay Gap calculations. These will be held for five years on both the 
Gloucestershire County Council website and the online Government portal. 
 

 
Percentage of Workforce 

PAY GRADE BY 
GENDER 

% Female % Male 
Grand 
Total 

Apprentice 57.58% 42.42% 100.00% 

GRADE 01 38.10% 61.90% 100.00% 

GRADE 02 64.29% 35.71% 100.00% 

GRADE 03 80.95% 19.05% 100.00% 

GRADE 04 81.92% 18.08% 100.00% 

GRADE 05 80.32% 19.68% 100.00% 

GRADE 06 77.25% 22.75% 100.00% 

GRADE 07 81.49% 18.51% 100.00% 

GRADE 08 73.85% 26.15% 100.00% 

GRADE 09 74.31% 25.69% 100.00% 

GRADE 10 70.59% 29.41% 100.00% 

GRADE 11 67.80% 32.20% 100.00% 

Senior 65.37% 34.63% 100.00% 

Soulbury 75.86% 24.14% 100.00% 

Teaching 91.38% 8.62% 100.00% 

Fire 18.91% 81.09% 100.00% 

Other 51.43% 48.57% 100.00% 

Workforce 69.74% 30.26% 100.00% 

 

Percentage of W Percentage of Workforce 

SALARY RANGE BY 
GENDER 

% Female % Male 
Grand 
Total 

£0 - 19,999 77.77% 22.23% 100.00% 

£20,000 - £29,999 70.36% 29.64% 100.00% 

£30,000 - £39,999 58.90% 41.10% 100.00% 

£40,000 - £49,999 64.56% 35.44% 100.00% 

£50,000+ 59.72% 40.28% 100.00% 

Workforce 69.74% 30.26% 100.00% 

 



 

                                        

Race: 

The highest proportion of BAME employees are in Apprenticeships and Grades 5 to 8, however 
there continues to be under representation of BAME employees at senior levels.  
 

PAY 
GRADE BY 
ETHNICITY 

% 
Asian 

% 
Black 

% 
Mixed 

% Other 
% White 
British 

% 
White 
Other 

% 
Workforce 

Stated 

% 
Unstated 

Grand 
Total 

Apprentice 0.00% 9.68% 3.23% 0.00% 87.10% 0.00% 93.94% 6.06% 100.00% 

GRADE 01 0.00% 1.89% 0.00% 0.00% 98.11% 0.00% 84.13% 15.87% 100.00% 

GRADE 02 0.00% 0.00% 0.00% 0.00% 91.67% 8.33% 85.71% 14.29% 100.00% 

GRADE 03 1.11% 2.78% 0.56% 1.11% 92.22% 2.22% 85.71% 14.29% 100.00% 

GRADE 04 2.07% 1.03% 1.03% 0.26% 94.06% 1.55% 86.38% 13.62% 100.00% 

GRADE 05 4.69% 0.94% 0.47% 1.88% 91.55% 0.47% 85.54% 14.46% 100.00% 

GRADE 06 2.64% 2.97% 1.98% 0.66% 89.11% 2.64% 90.72% 9.28% 100.00% 

GRADE 07 2.22% 2.42% 1.41% 0.40% 89.90% 3.64% 85.64% 14.36% 100.00% 

GRADE 08 4.46% 4.67% 1.49% 0.85% 85.99% 2.55% 79.97% 20.03% 100.00% 

GRADE 09 0.78% 1.95% 1.17% 0.78% 94.55% 0.78% 78.59% 21.41% 100.00% 

GRADE 10 2.36% 1.89% 1.42% 0.00% 91.51% 2.83% 89.08% 10.92% 100.00% 

GRADE 11 0.95% 0.95% 3.81% 0.00% 91.43% 2.86% 88.98% 11.02% 100.00% 

Senior 1.06% 0.00% 1.06% 0.00% 95.24% 2.65% 92.20% 7.80% 100.00% 

Soulbury 4.17% 0.00% 0.00% 0.00% 95.83% 0.00% 82.76% 17.24% 100.00% 

Teaching 0.00% 0.00% 0.00% 0.00% 100.00% 0.00% 77.59% 22.41% 100.00% 

Fire 0.65% 0.65% 1.61% 0.32% 94.84% 1.94% 77.11% 22.89% 100.00% 

Other 5.00% 0.00% 10.00% 0.00% 85.00% 0.00% 28.57% 71.43% 100.00% 

Workforce 2.24% 2.12% 1.39% 0.54% 91.53% 2.18% 83.40% 16.60% 100.00% 

 

SALARY 
RANGE BY 
ETHNICITY 

% 
Asian 

% 
Black 

% 
Mixed 

% 
Other 

% White 
British 

% White 
Other 

% 
Workforce 

Stated 

% 
Unstated 

Grand 
Total 

£0 - 19,999 1.56% 1.47% 1.04% 0.52% 93.69% 1.73% 83.78% 16.22% 100.00% 

£20,000 - 
£29,999 

3.17% 3.17% 2.05% 0.75% 88.06% 2.80% 81.89% 18.11% 100.00% 

£30,000 - 
£39,999 

2.56% 2.11% 0.90% 0.60% 92.17% 1.66% 81.47% 18.53% 100.00% 

£40,000 - 
£49,999 

1.75% 1.75% 1.75% 0.00% 90.88% 3.86% 90.19% 9.81% 100.00% 

£50,000+ 0.00% 0.00% 0.78% 0.00% 99.22% 0.00% 89.58% 10.42% 100.00% 

Workforce 2.24% 2.12% 1.39% 0.54% 91.53% 2.18% 83.40% 16.60% 100.00% 

 

Sexual orientation:  

Overall 51.65% of staff have disclosed their sexual orientation; the below table shows the 

breakdown of sexual orientation across the grading structure. We recognise there remain a 

significant proportion of unknown responses. Given that this is a sensitive issue we acknowledge 

that many members of staff do not yet wish to disclose this information. We continue to work with 



 

                                        

our Prism network to encourage greater disclosure rates year on year and build further confidence 

across the organisation working alongside Stonewall and local networks. 

 

PAY GRADE BY 
SEXUAL 

ORIENTATION 

% Bi-
sexual 

% Gay 
% 

Lesbian 

% 
Heterosexu

al 

% 
Rather 

Not 
State 

% 
Workfor

ce 
Stated 

% 
Workforce 
Unstated 

Grand Total 

Apprentice 0.00% 0.00% 0.00% 90.00% 10.00% 90.91% 9.09% 100.00% 

GRADE 01 0.00% 0.00% 0.00% 91.67% 8.33% 19.05% 80.95% 100.00% 

GRADE 02 0.00% 0.00% 12.50% 87.50% 0.00% 57.14% 42.86% 100.00% 

GRADE 03 3.31% 0.83% 0.00% 80.17% 15.70% 57.62% 42.38% 100.00% 

GRADE 04 0.55% 0.55% 0.00% 89.50% 9.39% 40.40% 59.60% 100.00% 

GRADE 05 1.46% 2.19% 0.73% 84.67% 10.95% 55.02% 44.98% 100.00% 

GRADE 06 0.60% 1.79% 1.79% 87.50% 8.33% 50.30% 49.70% 100.00% 

GRADE 07 1.63% 0.98% 1.63% 85.99% 9.77% 53.11% 46.89% 100.00% 

GRADE 08 2.58% 4.52% 1.29% 82.90% 8.71% 52.63% 47.37% 100.00% 

GRADE 09 1.14% 2.29% 0.00% 86.86% 9.71% 53.52% 46.48% 100.00% 

GRADE 10 0.00% 3.57% 0.71% 89.29% 6.43% 58.82% 41.18% 100.00% 

GRADE 11 0.00% 1.49% 2.99% 88.06% 7.46% 56.78% 43.22% 100.00% 

Senior 0.87% 3.48% 2.61% 82.61% 10.43% 56.10% 43.90% 100.00% 

Soulbury 0.00% 0.00% 0.00% 100.00% 0.00% 51.72% 48.28% 100.00% 

Teaching 0.00% 0.00% 0.00% 83.33% 16.67% 41.38% 58.62% 100.00% 

Fire 0.91% 0.45% 0.91% 87.73% 10.00% 54.73% 45.27% 100.00% 

Other 11.11% 0.00% 0.00% 72.22% 16.67% 25.71% 74.29% 100.00% 

Workforce 1.37% 1.95% 1.07% 85.94% 9.67% 51.65% 48.35% 100.00% 

 
SALARY 
RANGE BY 
SEXUAL 
ORIENTATION 

% Bi-
sexual 

% Gay 
% 

Lesbian 

% 
Heterosexu

al 

% 
Rather 

Not 
State 

% 
Workfor

ce 
Stated 

% 
Workforce 
Unstated 

Grand Total 

£0 - 19,999 1.06% 0.60% 0.75% 87.63% 9.95% 48.01% 51.99% 100.00% 

£20,000 - 
£29,999 2.30% 2.57% 1.36% 84.96% 8.81% 56.38% 43.62% 100.00% 

£30,000 - 
£39,999 0.73% 2.43% 0.24% 86.17% 10.44% 50.55% 49.45% 100.00% 

£40,000 - 
£49,999 0.00% 3.05% 2.44% 83.54% 10.98% 51.90% 48.10% 100.00% 

£50,000+ 1.41% 2.82% 2.82% 84.51% 8.45% 49.31% 50.69% 100.00% 

Workforce 1.37% 1.95% 1.07% 85.94% 9.67% 51.65% 48.35% 100.00% 
 
 
 

 



 

                                        

Disability: 
The tables below show we continue to have representation of disabled employees across the 
grading structure. The majority of our disabled employees are within Grade 1. This is a result of 
our employees in supported employment in Gloucestershire Industrial Services, which supports 
individuals with disabilities (predominantly learning disabilities) into paid employment. The roles 
within this scheme are mainly Grade 1, and sit within the £0 - £19,999 salary range. 
 

PAY GRADE 
BY DISABILITY 

% Disabled 
% Not 

Disabled 

% 
Workforce 

Stated 
% Unstated Grand Total 

Apprentice 6.67% 0.00% 90.91% 9.09% 100.00% 

GRADE 01 59.18% 40.82% 77.78% 22.22% 100.00% 

GRADE 02 15.38% 84.62% 92.86% 7.14% 100.00% 

GRADE 03 5.85% 94.15% 81.43% 18.57% 100.00% 

GRADE 04 4.79% 95.21% 83.93% 16.07% 100.00% 

GRADE 05 3.47% 96.53% 81.12% 18.88% 100.00% 

GRADE 06 3.47% 96.53% 86.23% 13.77% 100.00% 

GRADE 07 5.67% 94.33% 82.35% 17.65% 100.00% 

GRADE 08 4.29% 95.71% 75.21% 24.79% 100.00% 

GRADE 09 2.49% 97.51% 73.70% 26.30% 100.00% 

GRADE 10 2.49% 97.51% 84.45% 15.55% 100.00% 

GRADE 11 3.92% 96.08% 86.44% 13.56% 100.00% 

Senior 1.69% 98.31% 86.34% 13.66% 100.00% 

Soulbury 0.00% 100.00% 79.31% 20.69% 100.00% 

Teaching 2.38% 97.62% 72.41% 27.59% 100.00% 

Fire 0.74% 99.26% 67.16% 32.84% 100.00% 

Other 16.67% 83.33% 25.71% 74.29% 100.00% 

Workforce 4.74% 95.26% 78.74% 21.26% 100.00% 

 
 

SALARY 
RANGE BY 
DISABILITY 

% Disabled 
% Not 

Disabled 

% 
Workforce 

Stated 
% Unstated Grand Total 

£0 - 19,999 6.17% 93.83% 79.80% 20.20% 100.00% 

£20,000 - 
£29,999 

5.34% 94.66% 77.23% 22.77% 100.00% 

£30,000 - 
£39,999 

2.60% 97.40% 75.46% 24.54% 100.00% 

£40,000 - 
£49,999 

2.99% 97.01% 84.81% 15.19% 100.00% 

£50,000+ 1.59% 98.41% 87.50% 12.50% 100.00% 

Workforce 4.74% 95.26% 78.74% 21.26% 100.00% 

 
 
 
 



 

                                        

Leavers: 

Overall: 

Three quarters of all leavers left for voluntary reasons, either resigning or retiring. This is the same 
figure as last year, and reflects the slow down in significant organisational change that effects 
workforce numbers. 

REASON FOR LEAVING % of Leavers 

Compromise Agreement 0.72% 

Death 0.72% 

Dismissal 2.63% 

End of Fixed Term Contract 2.39% 

Ill Health Retirement 0.00% 

Mutual Consent 3.82% 

Non Return Career Break 0.00% 

Redundancy - Voluntary 0.00% 

Redundancy - Compulsory 1.19% 

Resignation 68.02% 

Retirement 15.51% 

TUPE transfer 5.01% 

Grand Total 100.00% 

% of Workforce 10.57% 

 

Age: 

The table below shows the reasons for leaving across the age ranges. The proportion of 

resignations is fairly even in the 3 middle age brackets (spanning 26 to 55) and a lower proportion 

in the 18-25 and 56+ age brackets. In the upper age bracket (56+) retirement was the most 

common leaving reason. This is likely to be due to individuals wishing to preserve their pension by 

remaining with the same employer as they get older. Younger workers were more likely to leave 

due to their contracts expiring. This may indicate that younger workers are more likely to accept 

short term contracts and may actually seek this type of arrangement rather than holding out for the 

traditional ‘job for life’ that was seen to exist in previous generations. 

REASON FOR LEAVING 16-25 26-35 36-45 46-55 56+ Total 

Compromise Agreement 0.00% 0.00% 33.33% 33.33% 33.33% 100.00% 

Death 0.00% 0.00% 0.00% 33.33% 66.67% 100.00% 

Dismissal 9.09% 27.27% 9.09% 18.18% 36.36% 100.00% 

End of Fixed Term Contract 30.00% 20.00% 10.00% 30.00% 10.00% 100.00% 

Ill Health Retirement 0.00% 0.00% 0.00% 0.00% 0.00% - 

Mutual Consent 18.75% 31.25% 25.00% 12.50% 
12.50% 

 
100.00% 

Non Return Career Break 0.00% 0.00% 0.00% 0.00% 0.00% - 

Redundancy - Voluntary 0.00% 0.00% 0.00% 0.00% 0.00% - 

Redundancy - Compulsory 0.00% 0.00% 0.00% 40.00% 60.00% 100.00% 

Resignation 8.77% 23.51% 24.56% 26.67% 16.49% 100.00% 

Retirement 0.00% 0.00% 0.00% 26.15% 73.85% 100.00% 

TUPE transfer 0.00% 23.81% 23.81% 42.86% 9.52% 100.00% 



 

                                        

Disability: 

The chart and table below show the reason for leaving by disabled or not disabled. The numbers 

are generally proportionate with our overall workforce demographic, although a higher proportion 

of disabled employees left due to dismissal.  Whilst these figures may appear concerning, the 

actual numbers of staff they relate to are very low. 

REASON FOR LEAVING Disabled Not Disabled 
Workforce 

Stated 
Unstated Total 

Compromise Agreement 0.00% 100.00% 66.67% 33.33% 100.00% 

Death 33.33% 66.67% 100.00% 0.00% 100.00% 

Dismissal 11.11% 88.89% 81.82% 18.18% 100.00% 

End of Fixed Term Contract 0.00% 100.00% 70.00% 30.00% 100.00% 

Ill Health Retirement 0.00% 0.00% 0.00% 0.00% 100.00% 

Mutual Consent 0.00% 100.00% 56.25% 43.75% 100.00% 

Non Return Career Break 0.00% 0.00% 0.00% 0.00% 100.00% 

Redundancy - Voluntary 0.00% 0.00% 0.00% 0.00% 100.00% 

Redundancy - Compulsory 0.00% 100.00% 80.00% 20.00% 100.00% 

Resignation 4.63% 95.37% 75.79% 24.21% 100.00% 

Retirement 6.56% 93.44% 93.85% 6.15% 100.00% 

TUPE transfer 6.67% 93.33% 71.43% 28.57% 100.00% 

 

Race: 

The chart and table below show the reasons for leaving by Race. 6.44% of all leavers were from a 
BAME background, in line with (6.68%) last year and with the overall BAME population within 
GCC.  

REASON FOR 
LEAVING 

Asian Black Mixed Other 
White 
British 

White 
Other 

Workforce 
stated 

Unstated Total 

Compromise 
Agreement 

50.00% 0.00% 0.00% 0.00% 0.00% 0.00% 66.67% 33.33% 100.00% 

Death 0.00% 0.00% 0.00% 0.00% 100.00% 0.00% 100.00% 0.00% 100.00% 

Dismissal 0.00% 0.00% 0.00% 0.00% 100.00% 0.00% 100.00% 0.00% 100.00% 

End of 
contract 

12.50% 0.00% 0.00% 0.00% 75.00% 0.00% 80.00% 20.00% 100.00% 

Ill Health 
Retirement 

0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100.00% 

Mutual 
Consent 

8.33% 8.33% 16.67% 0.00% 66.67% 0.00% 75.00% 25.00% 100.00% 

Non Return 
Career Break 

0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100.00% 

Redundancy - 
Voluntary 

0.00% 0.00% 0.00% 0.00% 100.00% 0.00% 80.00% 20.00% 100.00% 

Redundancy 
Compulsory 

0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100.00% 

Resignation 0.00% 0.00% 0.00% 0.00% 100.00% 0.00% 80.00% 20.00% 100.00% 

Retirement 2.26% 1.81% 3.62% 0.00% 88.69% 0.00% 77.54% 22.46% 100.00% 

TUPE transfer 0.00% 1.67% 0.00% 0.00% 98.33% 0.00% 92.31% 7.69% 100.00% 



 

                                        

Sex/gender: 

68.74% of leavers over the past 12 months were female, slightly lower than last year (71%), 
however the proportion is similar to that of the workforce as a whole (69.74% female).  
 

REASON FOR LEAVING Female Male Total 

Compromise Agreement 33.33% 66.67% 100.00% 

Death 66.67% 33.33% 100.00% 

Dismissal 54.55% 45.45% 100.00% 

End of Fixed Term Contract 80.00% 20.00% 100.00% 

Ill Health Retirement 0.00% 0.00% 100.00% 

Mutual Consent 75.00% 25.00% 100.00% 

Non Return Career Break 0.00% 0.00% 100.00% 

Redundancy - Voluntary 0.00% 0.00% 100.00% 

Redundancy - Compulsory 20.00% 80.00% 100.00% 

Resignation 69.12% 30.88% 100.00% 

Retirement 61.54% 38.46% 100.00% 

TUPE transfer 100.00% 0.00% 100.00% 

Training & Development: 
 

The tables in this section show the percentage of employees who have attended at least one 
formal training session (recorded on SAP or LearnPro systems), by certain protected 
characteristics, compared with the proportion each protected group make up of the workforce. The 
data does not include informal training and development.  
 
In total 32.21% of the total workforce accessed at least one formal training event or e-learning 
course, recorded on SAP or Learn Pro during the 12 month period. Overall the figures do not 
indicate a lack of access to training for any protected group.   
 
234 staff attended the corporate induction event. 
 

Age: 

The proportion of staff accessing training in line with age profile of staff within the organisation, the 
exception being the 36-45 age bracket where a slightly lower proportion of staff (19.03%) have 
accessed training compared to the age profile of the organisation (21.06%). 
 

AGE 
Percentage of 

Workforce 
Percentage Accessing 

Training 

16-25 6.23% 7.05% 

26-35 17.58% 17.85% 

36-45 21.06% 19.03% 

46-55 32.53% 32.81% 

56+ 22.60% 23.26% 

Grand Total 100.00% 100.00% 

 



 

                                        

Disability: 

The proportion of disabled employees accessing training courses is in line with the proportion of 
employees who have declared a disability. We will continue to try to ensure that formal training is 
accessible for all regardless of disability.  
 

DISABILITY 
Percentage of 

Workforce 
Percentage Accessing 

Training 

Disabled 4.74% 4.48% 

Not Disabled 95.26% 95.52% 

Workforce Stated 78.74% 85.67% 

Unstated 21.26% 14.33% 

Grand Total 100.00% 100.00% 

Race: 

The ethnic profile of those accessing formal training is mostly reflective of the overall workforce. 
Compared to last year, a slightly higher proportion of BAME employees accessed training. We will 
continue to try to ensure that formal training is accessible for all regardless of race. 
 

ETHNIC ORIGIN 
Percentage of 

Workforce 
Percentage Accessing 

Training 

Asian 2.24% 2.79% 

Black 2.12% 2.71% 

Mixed 1.39% 1.31% 

Other 0.54% 0.61% 

White British 91.53% 90.23% 

White Other 2.18% 2.36% 

Stated 83.40% 89.74% 

Unstated 16.60% 10.26% 

Grand Total 100.00% 100.00% 

 

Sex/gender: 

A considerably higher proportion of female employees have accessed training over the past 12 
months when compared to male employees. A high proportion of our training focuses on frontline 
social care employees, and employees in those areas are predominantly female. 
 

GENDER 
Percentage of 

Workforce 
Percentage Accessing 

Training 

Female 69.74% 80.58% 

Male 30.26% 19.42% 

Grand Total 100.00% 100.00% 

 

Sexual orientation: 

The proportion of staff of each sexual orientation accessing training courses generally reflects the 
proportion of the workforce as a whole.  
 
 



 

                                        

SEXUALITY 
Percentage of 

Workforce 
Percentage Accessing 

Training 

Bisexual 1.37% 1.40% 

Gay 1.95% 2.37% 

Lesbian 1.07% 1.82% 

Heterosexual 85.94% 85.20% 

Rather not state 9.67% 9.22% 

Workforce stated 51.65% 56.07% 

Unstated 48.35% 43.93% 

Grand Total 100.00% 100.00% 

 

Formal Procedures: 
 

The following tables and charts show the protected characteristics against the formal procedures 
initiated for absence, performance/capability or conduct. 52 employees were subject to formal 
action by the council, which is slightly less than last year (54). 
 

Formal Procedure Reason Percentage of Cases 

Absence 34.62% 

Absence & Conduct 1.92% 

Performance/Capability 9.62% 

Performance/Capability & Conduct 3.85% 

Conduct 38.46% 

Grievance 3.85% 

Probation 7.69% 

Grand Total 100.00% 

 

Age: 

In comparison to the age profile of the organisation, the proportion of formal cases is lower within 
the lowest two age brackets and higher within the 46-55 age bracket.  
 

AGE 
Percentage of 

Workforce 
Formal Procedures by 

Age 

16-25 6.23% 3.85% 

26-35 17.58% 7.69% 

36-45 21.06% 23.08% 

46-55 32.53% 40.38% 

56+ 22.60% 25.00% 

Grand Total 100.00% 100.00% 

 

Disability: 

The proportion of formal cases involving employees who have declared a disability is higher than 
the proportion in the workforce Lower than last year, it should be noted that percentages in relation 
to formal procedure are based on a relatively low number. 



 

                                        

 

DISABILITY 
Percentage of 

Workforce 
Formal Procedures by 

Disability 

Disabled 4.74% 12.20% 

Not Disabled 95.26% 87.80% 

Workforce stated 78.74% 82.00% 

Unstated 21.26% 18.00% 

Grand Total 100.00% 100.00% 

 

Race: 

The proportion of formal procedures for BAME employees (9.30%) is higher compared to the 
proportion of BAME employees in the workforce (6.23%), particularly in relation to employees who 
have stated their ethnicity as Black. However it should be noted that percentages in relation to 
formal procedure are based on a relatively low number. 
 

RACE 
Percentage of 

Workforce 
Formal Procedures by 

Race 

Asian 2.24% 2.33% 

Black 2.12% 6.98% 

Mixed 1.39% 0.00% 

Other 0.54% 0.00% 

White British 91.53% 88.37% 

White Other 2.18% 2.33% 

Stated 83.40% 82.69% 

Unstated 16.60% 17.31% 

Grand Total 100.00% 100.00% 

 

Sex/gender: 

The proportion of formal procedures for male employees is higher than the proportion of the 
workforce.  This is similar to (but less pronounced) than last year. 
 

SEX/GENDER 
Percentage of 

Workforce 
Formal Procedures by 

Sex/Gender 

Female 69.74% 57.69% 

Male 30.26% 42.31% 

Grand Total 100.00% 100.00% 

 
 

 


