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Gloucestershire County Council Workforce Equality,  
Diversity & Inclusion Report 2021  -  

Introduction 

 
In the 2020 Workforce Equality and Diversity Report (which can be found here), Gloucestershire 
County Council (The Council) made a commitment to develop a more robust position and 
approach with respect to our work on Equality, Diversity and Inclusion (ED&I), and we have made 
good progress towards this goal. 
 
We recognised the need to build on our successful submission to the Stonewall Index in 2019 and 
to prepare for re-submission to Stonewall for a renewal of our Disability Confident status in late 
2021.  
 
We also saw the need to address issues around policy, process and governance which will 
underpin our journey towards becoming a more inclusive employer.  
 
All of these issues and actions needed to be captured in a more robust plan, with resources 
allocated to achieve what needed to be done, and a small working group of HR and OD 
colleagues was created, with each member of the group responsible for delivering against one or 
more Equality, Diversity & Inclusion  (ED&I) objectives.   
 
We invited the Employee Networks to attend group meetings to provide a level of oversight, 
governance and their contribution to the work that is being delivered.  The group reports in to the 
Council’s Workforce Strategy Board, giving equality, diversity and inclusion, a much needed 
increase in visibility and a voice at the top table. 
 
The Council now has in place a detailed and resourced three year equalities action plan, a living 
document against which our progress and performance is being properly measured. 

 
 

 

 

  

https://www.gloucestershire.gov.uk/media/2102618/gcc-workforce-equalities-report-feb-2020-v06-final.pdf
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The County of Gloucestershire 

 

 
 

Gloucestershire is a diverse county and this is relevant to any consideration of work around ED&I.  
We are not homogeneous and we face a wide range of challenges, in both delivering services and 
recruiting and retaining staff - Gloucestershire is: 
 

 Rural, inner city and urban areas and consequently the Council serves very different 
populations and communities; 

 Areas of real poverty and significant wealth; 

 Excellent links between the north and south via the M5 but much more difficult east west;   

 The River Severn bisects much of the County; 

 A region sandwiched between the bright lights and attractions of Bristol and Birmingham 
and we are a net exporter of young people; 

 In competition for diverse talent with neighbouring authorities and other large employers 
(NHS and Central Government). 

 
Each of these points will impact our situation and responses with respect to ED&I – as one size 
does not fit all. 

Legal context - Equality Act 2010  

 
The Equality Act 2010 was introduced to give legal protection to people from all forms of 
discrimination in the workplace and in wider society. It brought together and replaced nine 
previous pieces of legislation, making the law easier to understand and strengthening protections 
in some situations.  
 
The Act protects people from discrimination, harassment and victimisation on the basis of their 
‘protected characteristics’. These characteristics are:  
 

• Age  
• Disability  
• Gender reassignment  
• Marriage or civil partnership  
• Pregnancy and maternity  
• Race  
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• Religion or belief (including the lack of religion or belief)  
• Sex (referred to as ‘gender’ for the purpose of this report)  
• Sexual orientation  

 
The Equality Act 2010 also created the Public Sector Equality Duty (PSED), which gives a legal 
duty for all public authorities to consider how their policies and decisions affect people who are 
protected under the Act. Under the PSED, public bodies must carry out their functions with due 
regard to the need to:  
 

• Eliminate discrimination, harassment, victimisation and any other conduct that is 
prohibited by or under the Equality Act 2010;  

• Advance equality of opportunity between persons who share a relevant protected 
characteristic and persons who do not share it;  

• Foster good relations between persons who share a relevant protected characteristic 
and persons who do not share it.  

 
Public bodies are required to regularly publish data to demonstrate that they are following the 
PSED, as well as setting measurable equality objectives every four years.  
 
The Workforce Equality and Diversity Report 2021 is produced as part of this requirement. 
 
The Equalities Action Plan has been developed to ensure that the Council addresses exactly the 
sort of issues highlighted by the Equality Act and PSED. 

Our data 

 
The 2021 Workforce Equalities Report has been created using data held within our SAP 
(personnel and payroll system), with a reporting/census date of 31 January.  
 
There are a number of provisos: 
 

 Like most similar employers, the Council does NOT have data that is 100% accurate or up 
to date – for example at the time of the 2020 report, only circa 40% of staff disclosed their 
sexual orientation, with 10% preferring not to state and 50% simply not responding. 

 This level of recording / reporting makes it difficult to draw conclusions that are statistically 
robust. 

 Research suggests that some staff are reticent to share this information; this may be for a 
number of reasons and the Council will work to identify and address any concerns that staff 
hold about sharing this information. 

In January 2021, all employees were asked to update the information that we hold within SAP.  
We encouraged this action through: 
 

 Publishing an article in through our corporate communications   

 Sending out a managers’ bulletin asking managers to encourage their staff to update SAP; 

 Revising our intranet pages to emphasise the benefits for the Council and our staff of 
making sure that our records are up-to-date;   

 Including this as a part of our GCC induction booklet; and 

 Referencing it in the Staff Survey 2021. 
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In previous years we have considered our performance by way of two snapshot(s), the current 
year and the previous year, comparing the current situation with the data for Gloucestershire from 
the last Census in 2011. 
 
This year we are comparing the Councils data across three years to try to identify any trends. 
 
March 2021 sees a new national census run by the Office for National Statistics (ONS), but the 
results are not expected to be published and available for comparative use for some time (initial 
findings planned to be published March 2022 and final release March 2023). Therefore we will 
once again compare GCC’s data to the 2011 Census for Gloucestershire, whilst recognising that 
this data is out of date. 

ED&I Successes in 2020/21 

Equalities Action Plan 2020-2023 

 
Working in collaboration with the Employee Networks (Black Workers Network; Carers Network; 
Disability Network; Prism; and Young Employees Network) we have created and are delivering 
against a three year Workforce Equality action plan. 
 
We have used tools, like the feedback from the Stonewall Index 2019 submission; the planned re-
submission for Disability Confident; and the Race at Work Charter, to develop our approach. 
 
Click on the logos below to find out more about Stonewall and Disability Confident. 
 

                                                                
 
 
In doing this we have set out a road map for the journey with some clear milestones, such as re-
submission to Stonewall (between June and September 2021) and potential application for level 3 
Disability Confident status (we are currently level 2 and this is due for renewal in Autumn 2021).  
 
We intend to make significant progress before undertaking an audit against the LGA framework in 
2022.  
 
More information about the LGA Equalities Framework can be found on their website (linked here). 
 

Working through Covid-19 
 
The pandemic had a range of impacts on our employees and on how they have delivered their 
roles and provided services to our communities. As a Mindful Employer, the Council has worked 
hard to support the mental health and wellbeing of our employees, particularly through the 
Wellbeing Group and our Occupational Health and Safety, Health and Environment Units.  
 
We also undertook two pulse surveys to engage with staff, to understand and address the issues 
that were facing them and as a part of a ‘you said, we did’ approach, developed new resources for 

https://www.local.gov.uk/our-support/guidance-and-resources/equality-frameworks/equality-framework-local-government
https://www.stonewall.org.uk/
https://www.gov.uk/government/collections/disability-confident-campaign
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the use of managers and staff in order to support them through the particular pressures and 
stresses caused by remote working and feelings of isolation. 
 
Employee survey results in March 2021 indicated that 84% of our workforce felt that they have 
been well supported by the organisation in the area of health and well-being.   

 

ED&I Governance 

 
Prior to 2020, there was no ‘formalised’ governance in place and the Council has made significant 
strides in this area. 
 
The Equality Workforce Action Plan includes SMART objectives, delivered by identified staff within 
HR and OD.  Regular meetings of the working group where progress is discussed are attended by 
representatives of the Employee Network committees. This forms one element of both employee 
engagement and governance as the Networks engage with and frame the discussion, can seek 
clarification on progress and challenge approaches. 
 
The group is chaired by a member of the HR management team and quarterly reports are taken to 
the Council’s Workforce Strategy Board, where progress is monitored and strategic decisions on 
ED&I matters can be taken by members of GCC’s senior management teams.   
 

ED&I and culture change – Community Safety Directorate  

 
An ED&I forum has been formed to promote and drive this agenda within the Service. 
 
In October 2020, an ED&I Action Plan was created for Community Safety Directorate which 
covered:  

 Improving equalities data 

 Learning and development 

 Recruitment and progression 

 Induction 

 Policy 

 Succession Planning 

 Staff engagement 
 

ED&I training has been delivered to Firefighters and internal Unconscious Bias training has been 
delivered to the Senior Leadership Team and will be delivered to all employees.   All managers will 
undertake Courageous Conversations training.  
 
A new employee induction workbook has been introduced to incorporate the employee networks, 
what ED&I means to the service and the individual’s role and how each individual can contribute to 
the ED&I action plan.  
 
The appraisal form has been updated to include ED&I objectives, wellbeing and learning and 
development in the last 12 months.  
 
A Positive Action Plan has been drafted to increase representation from under represented 
groups.   
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There will be new focus on our ‘Speak up if it’s not right’ campaign to ensure staff members know 
what to do if something does not feel right.  
 
A review of the exit interview process is underway and the service is putting in place 
recommendations based on feedback from those who have left the Service.  
 
The service plans to hold ED&I staff engagement sessions with all employees, when the pandemic 
allows, encouraging all employees to get involved in the ED&I action plan.  
 
In August 2020, in partnership with Oxfordshire and Warwickshire Fire and Rescue services, 
Gloucestershire PRIDE and GCC Prism, GFRS delivered a successful virtual Pride event, a 
Webinar hosted by the Wayne Bowcock, Chief Fire Officer, with external guest speakers from 
Stonewall, Derbyshire FRS and the local LGBTQ+ community. 
 
In February 2021, we appointed our first female Assistant Chief Fire Officer.   
 

ED&I Policy and practice 

 
We have developed and published a new Equality, Diversity and Inclusion Policy, engaging with 
Employee Networks and external organisations such as Stonewall so as to make sure that this is 
up to date and reflects current best practice. 
 
We are reviewing and improving our recruitment and selection and learning and development 
practice. 
 
We are considering how and where best to advertise roles and to improve our positioning as we 
work towards becoming a more inclusive employer. 

Stepping Up Programme 

 
The data shows that GCC has an under representation of BAME colleagues in more senior roles 
across the Council and addressing such an issue is a long term matter rather than one for which a 
quick fix might be possible.  
 
To this end, in 2019/20 the Council supported one colleague to attend Stepping Up, a leadership 
development programme for BAME employees (and those with other Protected Characteristics) 
delivered by Bristol City Council (BCC). More information about the programme can be found on 
the Bristol City Council Website (linked here). The programme costs £2,500 per delegate who will 
also need to be released from their role to attend sessions.  
 
We received excellent feedback from the delegate who attended the programme in 2020 and the 
Council advertised the 2021 Stepping Up programme before Christmas, encouraging colleagues 
who met the entry requirements to apply.  
 
The application stage has been completed.  We received 14 applications from employees wanted 
to participate in the programme.  Applicants were interviewed by Bristol City Council towards the 
end of March and we have offered five funded places to employees at GCC.  This represents a 
significant increase in investment by the Council in terms of both staff time and cost. 
 
 

https://www.bristol.gov.uk/mayor/stepping-up-programme
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Reciprocal mentoring 
 
This is a culture change process where senior leaders within an organisation are paired with more 
junior staff from an under represented background so as to learn about the challenges that they 
have faced. The hope and intention is that this will enable a ‘top down’ approach to culture change 
as the leaders learn and cascade this learning and behaviours through their organisation. 
 
Our Corporate Leadership Team (CLT) has signed up to a reciprocal mentoring scheme facilitated 
by the NHS Leadership Academy and offered to the Council as a part of our membership of the 
ICS. This will be rolled out later this year.   
 

Race at Work Charter: 

 
In February 2021 the Council signed up to the Race at Work Charter, which underlines our 
commitment to understanding and addressing the issues faced by our BAME colleagues (and 
BAME people living within the communities that we serve). Council Leaders produced a film clip 
confirming that there is commitment from the very top. 
 
Find out more about the Race at Work Charter by clicking on the logo. 
 

 

The Race at Work Charter has five key calls to action: 

 

1. Appoint an Executive Sponsor for race 
2. Capture ethnicity data and publicise progress 
3. Commit at Board (in our context Cabinet or CLT level) level to zero tolerance of harassment and 

bullying 
4. Make clear that supporting equality in the workplace is the responsibility of all leaders and managers 
5. Take action that supports ethnic minority career progression 

The Council is actively working to achieve these aims.   

 

1. The Chief Fire Officer is the Executive Sponsor for race.  All the employee networks have 
an executive sponsor. 

2. The Council has and will continue to capture and publish equality data.  We will continue to 
use this data to drive initiatives to continue to improve representation across our workforce.   

3. There is commitment at a senior level to zero tolerance of harassment and bullying.  
4. We will be rolling out ED&I training across the organisation during 2021/22 a part of a 

sustained programme of development. 
5. We have a Workforce Equality Plan which is driving actions in improving our data, 

recruitment and selection, learning and development and developing inclusive policies and 
procedures.     
 

https://www.bitc.org.uk/race/
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ED&I Events: 

 
We have created an ED&I Calendar on the Council’s intranet site which can be updated by the 
Employee Networks and by colleagues in HR and OD, and which details local and national events. 
 
In the last year we have celebrated, remembered and engaged with a number of events: 
 

 International Women’s day 

 Black History Month 

 Holocaust Memorial Day 

 Virtual Pride 

 Disability History Month 

 Race Equality Week 

Key Workforce Data and Findings: February 2021 

 
Structure of the report: 
 
The workforce data and findings have been separated into the protected characteristics as defined 
by the Equality Act (2010).  In addition, there are additional sections of information regarding: 
 

 pay and remuneration,  

 formal procedures,  

 leavers’ information, and  

 training and development.   
 
The charts and tables provide a detailed breakdown of information about the council’s workforce.  
 
 
Clarification of some terminology and our approach to reporting: 
 
 

Unless otherwise stated when referring to the population of Gloucestershire this refers to 
the whole population not just working age individuals. 
 
“unstated” - not answered the question/provided the council with a response – effectively 
left the space blank.  
 
“rather not say” - has chosen not to disclose the information. 

 
Currently we monitor all protected characteristics but so as not to unintentionally identify 
individuals we do not publicly report on all data but use it for monitoring and positive action 
initiatives.  

 
Data presented 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.  
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Note 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.   

 
To comply with data protection and where the figures are low, we have recognised that it 
may be possible to identify individuals and have taken action to avoid this possibility.  
In these circumstances the data has been replaced with N/R (not reportable).  

 

Workforce headcount 
 

On the 1st February 2021, Gloucestershire County Council (including Gloucestershire Fire and 
Rescue Service but not including schools) employed 4,043 staff, with a full time equivalent (FTE) 
figure of 3,553.80. This headcount has increased year on year since 2019. 
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Workforce comparison: 

 
 
These figures include core staff, but exclude staff engaged on casual contracts and those staff on 
contracts where no mutuality of obligation exists.   
 
On the 1st February 2021, 920 individuals were employed by the council on a casual basis - for 
example through the council’s Temporary Staff Service (TSS); as consultants; and those 
individuals holding an additional casual contract alongside their substantive GCC contract.  
* Figures include retained firefighters; * Figures exclude those employed in schools. 

2019 2020 2021 Starters 2019

(01/04/18 - 

31/03/19)

Starters 2020 

(01/02/19 - 

31/01/20)

Starters 2021

(01/02/20 - 

31/01/21)

Leavers 2019

(01/04/18 - 

31/03/19)

Leavers 

2020 

(01/02/19 

- 

Leavers 

2021

(01/02/20 

- 

GCC 3,735            3,965    4,043    554                 628                 415                 -389 -419 -392

Adults 1,123            1,137    1,140    136                 133                 88                   -110 -111 -104

Childrens 1,049            1,189    1,246    202                 263                 166                 -152 -147 -137

Corporate Resources 590                637        629        64                   74                   41                   -55 -54 -47

Economy, Environment & 

Infrastructure (E.E.I)
447                512        522        83                   91                   59                   -31 -44 -56

Community Safety/GFRS 496                490        506        69                   67                   61                   -41 -63 -48

Male 30.47% 30.26% 30.20% 29.06% 31.69% 29.64% 29.05% 31.26% 30.36%

Female 69.53% 69.74% 69.80% 70.94% 68.31% 70.36% 70.95% 68.74% 69.64%

Male FT 76.89% 76.92% 77.72% 67.70% 73.87% 73.17% 65.49% 62.60% 59.66%

Male PT 23.11% 23.08% 22.28% 32.30% 26.13% 26.83% 34.51% 37.40% 40.34%

Female FT 54.49% 55.55% 57.97% 68.19% 73.66% 71.58% 59.78% 50.00% 49.45%

Female PT 45.51% 44.45% 42.03% 31.81% 26.34% 28.42% 40.22% 50.00% 50.55%

16-25 5.41% 6.23% 6.28% 18.05% 14.97% 18.31% 10.54% 7.64% 8.67%

26-35 16.57% 17.58% 18.38% 27.08% 31.69% 29.88% 23.14% 19.57% 17.09%

36-45 21.82% 21.06% 21.07% 20.94% 19.11% 23.13% 23.14% 19.57% 15.56%

46-55 34.03% 32.53% 30.97% 23.83% 21.97% 21.20% 25.45% 26.97% 22.19%

56+ 22.17% 22.60% 23.30% 10.11% 12.26% 7.47% 17.74% 26.25% 36.48%

No 95.56% 95.26% 94.85% 96.06% 94.06% 92.31% 94.51% 94.79% 95.93%

Yes 4.44% 4.74% 5.15% 3.94% 5.94% 7.69% 5.49% 5.21% 4.07%

Workforce stated 79.06% 78.74% 78.75% 87.00% 75.00% 50.12% 70.18% 77.80% 75.26%

Asian 2.02% 2.24% 2.38% 3.99% 4.16% 1.93% 4.07% 2.67% 1.54%

Black 1.67% 2.12% 2.24% 2.52% 5.54% 3.13% 2.03% 1.78% 3.08%

Mixed 1.31% 1.39% 1.44% 2.31% 2.18% 1.69% 2.37% 3.56% 1.54%

Other 0.58% 0.54% 0.47% 0.21% 0.00% 0.00% 0.34% 0.00% 0.00%

White 94.43% 93.71% 93.47% 90.97% 88.12% 92.24% 91.19% 91.99% 93.84%

Workforce stated 78.96% 83.40% 84.03% 85.92% 80.41% 86.99% 75.84% 80.43% 82.91%

Divorced/Dissolved Civil 

Partnership
6.47% 5.33% 4.76% 0.55% 0.65% 0.00% 1.60% 5.23% 1.76%

Married/Civil Partnership 56.75% 52.40% 51.15% 38.23% 36.42% 38.98% 41.60% 45.75% 50.59%

Separated 1.70% 1.91% 2.35% 1.39% 2.80% 5.51% 1.60% 1.31% 1.76%

Single/Never Married 28.05% 32.26% 33.47% 48.75% 49.78% 44.88% 42.40% 37.25% 37.65%

Widowed 0.57% 0.86% 0.72% 0.28% 0.86% 0.00% 0.80% 0.00% 0.59%

Rather not State 6.47% 7.24% 7.54% 10.80% 9.48% 10.63% 12.00% 10.46% 7.65%

Workforce stated 33.12% 38.31% 41.01% 65.16% 73.89% 61.20% 32.13% 36.52% 43.37%

Buddhist 0.83% 1.02% 1.08% 0.00% 0.55% 0.94% 0.93% 0.00% 0.78%

Christian 42.95% 42.24% 42.01% 31.52% 36.34% 34.91% 34.58% 36.59% 38.76%

Hindu 0.52% 0.51% 0.54% 0.29% 0.27% 0.47% 0.00% 0.00% 0.78%

Jewish 0.00% 0.17% 0.23% 0.00% 0.00% 0.47% 0.00% 0.00% 0.00%

Muslim 1.66% 1.95% 1.77% 2.58% 3.01% 1.42% 2.80% 2.44% 3.10%

None 39.73% 41.39% 41.71% 49.57% 48.91% 46.70% 44.86% 41.46% 41.86%

Other 3.01% 2.37% 2.23% 1.72% 1.91% 1.89% 4.67% 2.44% 3.10%

Rather not State 11.30% 10.35% 10.45% 14.33% 9.02% 13.21% 12.15% 17.07% 11.63%

Workforce stated 25.81% 29.74% 32.20% 63.00% 58.28% 51.08% 27.51% 29.36% 32.91%

Bi-sexual 0.67% 1.37% 1.54% 0.71% 3.03% 2.92% 2.05% 0.94% 1.78%

Gay 1.85% 1.95% 1.82% 2.35% 2.02% 1.30% 0.51% 0.94% 2.22%

Lesbian 1.18% 1.07% 1.04% 1.88% 1.01% 0.97% 0.51% 0.94% 1.33%

Heterosexual 85.96% 85.94% 86.38% 84.71% 84.65% 85.39% 87.69% 83.49% 82.67%

Rather not State 10.34% 9.67% 9.21% 10.35% 9.29% 9.42% 9.23% 13.68% 12.00%

Workforce stated 47.66% 51.65% 54.49% 76.71% 78.82% 74.22% 50.13% 50.60% 57.40%

Workforce Diversity

2019 to 2021 Year on Year Comparison

Headcount

Age Range

Gender

Count

Percentage (%)

Marriage & Civil Partnership

Religion

Sexual Orientation

Full time / Part time 

Ethnicity

Disability



            14                       

 

Age: 

Gloucestershire County Council, like many Local Authorities across the UK, 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 when compared to 
previous years.   
 

AGE 
Percentage of 

Workforce 2021 
Working Age Population 

of Gloucestershire1 
Variance 

16-25 6.28% 17.5% -11.19% 

26-35 18.38% 18.5% -0.12% 

36-45 21.07% 19.3% 1.75% 

46-55 30.97% 23.9% 7.04% 

56+ 23.30% 20.8% 2.52% 

Grand Total 100.00% 100.0%   

 
There is a lower proportion of staff aged 16-25 in the workforce (6.28%) compared to the working 
age population of Gloucestershire (17.5%) and this is likely to be because a proportion of the 
population in this age bracket will be in further or higher education. 
 

 
 

 The highest proportion of our workforce (30.97%) are aged between 46 and 55; 

 24.66% of the workforce are under 36, and only 45.73% are below 46 years old; 

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

Workforce Age comparison year on year 2019 to 2021: 
 

                                                 
1
 Source: Mid-2019 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.   

6.28% 

18.38% 
21.07% 

30.97% 

23.30% 

17.5% 18.5% 19.3% 

23.9% 
20.8% 
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AGE 

Percentage 
of 

Workforce 
2019 

Percentage 
of 

Workforce 
2020 

Percentage  
of  

Workforce 
2021 

16-25 5.41% 6.23% 6.28% 

26-35 16.57% 17.58% 18.38% 

36-45 21.82% 21.06% 21.07% 

46-55 34.03% 32.53% 30.97% 

56+ 22.17% 22.60% 23.30% 

Grand Total 100.00% 100.00% 100.00% 

 

 There has been a slight increase in the proportion of employees aged 16 to 25 (6.28%) 
compared to previous years, 6.23% (2020) and 5.41% (2019). 

 There has been a slight increase in the number of employees over 56 (23.30%) compared to 
last year (22.60%) 

 
Workforce Age across the Council and by each Directorate: 
 

DIRECTORATE 
Age Bracket 

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

GCC 6.28% 18.38% 21.07% 30.97% 23.30% 100.00% 

Adults 3.07% 15.88% 17.19% 32.72% 31.14% 100.00% 

Childrens 6.90% 22.87% 23.52% 28.97% 17.74% 100.00% 

Community Safety/GFRS 6.92% 21.34% 26.88% 34.98% 9.88% 100.00% 

Corporate Resources 9.54% 17.01% 19.55% 28.30% 25.60% 100.00% 

E.E.I 7.28% 11.88% 19.92% 31.23% 29.69% 100.00% 

 
Age bracket 26-35 has the highest proportion of disabled employees (6.46%) 
 

AGE Disabled Not Disabled 

16-25 5.43% 94.57% 

26-35 6.46% 93.54% 

36-45 5.61% 94.39% 

46-55 4.83% 95.17% 

56+ 4.25% 95.75% 

Grand Total 5.15% 94.85% 

Workforce Stated 78.75% 

 
The proportion of male employees as a percentage within the 16-25, 26-35 and 36-45 age 
brackets is higher compared to the proportion of females, however this is reversed within the 46-
55 and 56+ age brackets. 
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There are slightly higher proportions of part time workers amongst older workers which may reflect 
a preference on their part to refrain from full time working at that time in their lives and it may be 
reflective of the take up of flexible working opportunities that the council offers. There is also the 
option of flexible retirement for LGPS staff once an employee reaches the age of 55.  
 

 
 
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 2020/21 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.  
 
It is important to note that whilst there is no default retirement age; people employed by the 
Council do have the ability to access their Local Government Pension once they reach age 55. 
This is also a usual retirement age for members of the fire fighters’ pension scheme. Given that 
25% of our employees are in this age group there is the potential that the Council could lose 
significant numbers of staff and their experience.   
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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.2 
 
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 four, six month 
placements alongside their off-the-job training.   
 
For the year 2019-2020, 189 members of staff started an apprenticeship programme with 
Gloucestershire County Council. 14.36% of apprenticeship starts (both new hires and existing 
employees who started an apprenticeship) as a proportion of employment starts between 1 April 
2019 to 31 March 2020 and 3% of total headcount that were apprentices on 31 March 2020. 
 
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 recruit a cohort for each of the next two years, with a 
planned five new starters in Children’s and four 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. 
 
  

                                                 
2
 Source: Ageing Better Org UK : https://www.ageing-better.org.uk/work-state-ageing-2020 
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Disability: 

Workforce Disability comparison year on year 2019 to 2021:  
 

DISABILITY 

Percentage 
of 

Workforce 
2019 

Percentage 
of 

Workforce 
2020 

Percentage 
of 

Workforce 
2021 

Yes 4.44% 4.74% 5.15% 

No 95.56% 95.26% 94.85% 

Workforce Stated 79.06% 78.74% 78.75% 

 

The percentage of employees who declared a disability is 5.15%, this is a slight increase 
compared to 4.74% last year (2020), and 4.44% the previous year (2019). 
 
Compared to the population of the county, the proportion of employees declaring a disability is 
lower. 

DISABILITY 
Percentage of 

Workforce 
2021 

Population  
of 

Gloucestershire 
Variance 

Disabled 5.15% 16.71% -11.56% 

Not Disabled 94.85% 83.29% 11.56% 

Workforce Stated 78.75% - - 
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DIRECTORATE Disabled Not Disabled 

GCC 5.15% 94.85% 

Adults 8.55% 91.45% 

Childrens 4.08% 95.92% 

Community Safety/GFRS 2.65% 97.35% 

Corporate Resources 3.74% 96.26% 

E.E.I 3.46% 96.54% 

Workforce Stated 78.75% - 

 
There has been a small increase in the proportion of male staff who has declared a disability, up 
from 6.86% last year to 7.63% this year; and there has been a slight increase in female staff 
declaring a disability, up from 3.88% last year to 4.15% this year.   

 

Female Male 

DISABILITY BY 
GENDER 

2019 2020 2021 2019 2020 2021 

Disabled 3.28% 3.88% 4.13% 7.16% 6.86% 7.63% 

Not Disabled 96.72% 96.12% 95.87% 92.84% 93.14% 92.37% 

Workforce Stated 79.82% 80.22% 79.87% 77.33% 75.33% 76.17% 

 
78.66% of disabled staff are in full-time roles; a very slightly lower proportion than last year 
(79.05%). 
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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 Sector3’ 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 (5.15%). However this may partially be due to a proportion of the 
3.54% of the Gloucestershire population who report their activities are limited ‘a lot’, and maybe 
limited in a way which means they are unable to work.4    
 
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 (21.25% 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 
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 events; increased the information on the Council’s intranet site, with regards to supporting 
yourself, colleagues and as a manager with stress; and implements an annual Health and 
Wellbeing Plan. 
 
  

                                                 
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 
4
 Source: NOMIS Official Labour market statistics – local authority profile – Working-age client group – main benefit claims 

(November 2016) https://www.nomisweb.co.uk/reports/lmp/la/1941962903/report.aspx 
 

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.nomisweb.co.uk/reports/lmp/la/1941962903/report.aspx
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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.  
 
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.  
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. Guidance for managers and staff around support through transition was 
published in July 2020. 
 
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%5.  

 

Marriage and civil partnership: 

 41.01% of the workforce updated their Marriage and civil partnership status within SAP ESS as 
at the February 2021 census date.  37.92% of the workforce indicated their marital status, with 
a further 3.09% stating that they would rather not state their marital status.  

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

 
 

                                                 
5
 (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). 



            22                       

 

MARITAL STATUS 
Percentage of 

Workforce 2021 
Population of 

Gloucestershire 
Variance 

Divorced/Dissolved Civil 
Partnership 

4.76% 9.50% -4.74% 

Married/Civil Partnership 51.15% 50.50% 0.65% 

Separated 2.35% 2.30% 0.05% 

Single/Never Married 33.47% 30.50% 2.97% 

Widowed 0.72% 7.20% -6.48% 

Rather not state 7.54% - - 

Workforce Stated 41.01% - - 

 
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 identify and address any 
issues.  
 

Pregnancy and maternity: 

 During the period 1st February 2020 – 31st January 2021, a total of 102 employees took 
maternity leave. 

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

 Two employees (1.9%) 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.   
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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.  
 
Workforce Race comparison year on year 2019 to 2021:  
 

 

Percentage of Workforce 

RACE 2019 2020 2021 
Variance  

2021 v 2020 

Asian 2.02% 2.24% 2.38% 0.14% 

Black 1.67% 2.12% 2.24% 0.12% 

Mixed 1.31% 1.39% 1.44% 0.05% 

Other 0.58% 0.54% 0.47% -0.07% 

White British 89.91% 91.53% 89.52% -2.01% 

White Other 4.51% 2.18% 3.94% 1.76% 

Workforce stated 83.61% 83.40% 84.05% - 

 
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. 
 
The proportion of workers from a BAME background (6.53%) has increased slightly from last year 
(6.29%).  GCC employ a higher proportion (6.53%) of BAME staff when compared to the 
population demographic of the County of Gloucestershire overall (4.70%) 
 

RACE 
Percentage of 

Workforce 
2021 

Population of 
Gloucestershire 

Variance 

Asian 2.38% 2.10% 0.28% 

Black 2.24% 0.90% 1.34% 

Mixed 1.44% 1.50% -0.06% 

Other 0.47% 0.20% 0.27% 

White British 89.52% 91.60% -2.08% 

White Other 3.94% 3.90% 0.04% 

Workforce stated 84.05% - - 

 

 The majority of employees (84.05%) have declared their race.  

 Of these, 89.52% declared as being White British.  Gloucestershire County as a whole, is 
91.6% White British (Source: ONS s001 Census) 
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Directorate 
Race 

Asian Black Mixed Other 
White 
British 

White 
Other 

Grand 
Total 

GCC   2.38% 2.24% 1.44% 0.47% 89.52% 3.94% 100.00% 

Adults 2.89% 3.19% 1.40% 0.90% 87.84% 3.79% 100.00% 

Childrens 2.89% 2.49% 1.79% 0.10% 87.96% 4.78% 100.00% 

Community 
Safety/GFRS 0.76% 0.51% 1.52% 0.25% 93.42% 3.54% 100.00% 

Corporate Resources 2.11% 1.93% 0.70% 0.70% 92.11% 2.46% 100.00% 

E.E.I 1.88% 1.41% 1.65% 0.24% 90.12% 4.71% 100.00% 

 

 

Percentage of 
Workforce 2021 

RACE BY GENDER Female Male 

Asian 2.25% 2.71% 

Black 2.33% 2.00% 

Mixed 1.25% 1.90% 

Other 0.54% 0.30% 

White British 89.42% 89.78% 

White Other 4.21% 3.31% 

Workforce stated 85.05% 81.74% 

 
26.13% of our BAME workforce work part-time, compared to 26.44% last year. 
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1.96% of our BAME workforce are in senior management roles: 
 

PAY GRADE BY 
ETHNICITY 

% 
Asian 

% 
Black 

% 
Mixed 

% 
Other 

% 
White 
British 

%  
White 
Other 

% 
Workforce 

Stated 

Apprentice 0.00% 9.68% 3.23% 0.00% 87.10% 0.00% 91.18% 

GRADE 01 0.00% 1.92% 0.00% 0.00% 98.08% 0.00% 83.87% 

GRADE 02 0.00% 0.00% 0.00% 0.00% 87.50% 12.50% 88.89% 

GRADE 03 1.69% 2.81% 1.12% 1.12% 87.64% 5.62% 84.76% 

GRADE 04 2.27% 1.01% 1.01% 0.25% 92.70% 2.77% 88.62% 

GRADE 05 5.48% 1.37% 0.46% 1.83% 89.95% 0.91% 85.88% 

GRADE 06 2.23% 4.14% 1.91% 0.64% 86.31% 4.78% 90.75% 

GRADE 07 2.56% 3.16% 1.18% 0.20% 87.57% 5.33% 86.67% 

GRADE 08 3.92% 3.92% 2.27% 0.62% 85.98% 3.30% 80.43% 

GRADE 09 1.89% 1.51% 1.13% 0.75% 92.08% 2.64% 82.04% 

GRADE 10 1.93% 0.48% 1.45% 0.00% 89.37% 6.76% 83.47% 

GRADE 11 0.72% 2.16% 2.16% 0.00% 91.37% 3.60% 89.10% 

Senior 1.55% 0.00% 1.03% 0.00% 94.33% 3.09% 88.99% 

Soulbury 4.55% 4.55% 2.27% 0.00% 81.82% 6.82% 53.01% 

Teaching 0.00% 0.00% 0.00% 0.00% 95.65% 4.35% 79.31% 

Fire 0.96% 0.64% 1.93% 0.32% 91.64% 4.50% 77.17% 

Other 0.00% 0.00% 0.00% 0.00% 0.00% 100.00% 50.00% 

Workforce 2.38% 2.24% 1.44% 0.47% 89.52% 3.94% 84.05% 

 
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: 

32.20% of the workforce updated SAP ESS as at the February 2021 census date to disclose their 
Religion and Belief.  28.84% of employees have declared their religious belief, with a further 
3.35% stating that they would rather not state their Religion and Belief.  
 
Workforce religion and belief comparison year on year 2019 to 2021:  
 

RELIGION & 
BELIEF 

Percentage of 
Workforce 2019 

Percentage of 
Workforce 2020 

Percentage of 
Workforce 2021 

Buddhist 1.10% 1.02% 1.08% 

Christian 47.40% 42.24% 42.01% 

Hindu 0.55% 0.51% 0.54% 

Jewish 0.00% 0.17% 0.23% 
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Muslim 0.82% 1.95% 1.77% 

Other 4.25% 2.37% 2.23% 

None 35.34% 41.39% 41.71% 

Rather Not Say 10.55% 10.35% 10.45% 
Workforce 
stated 

19.72% 29.74% 32.20% 

 
Of staff who have chosen to disclose their religion/belief a lower proportion are Christian (42.01%) 
and higher proportion have stated no religion/belief (41.71%) compared to population 
demographic of Gloucestershire county overall (63.50% and 26.70% respectively) 
 

RELIGION 
Percentage of 

Workforce 2021 
Population of 

Gloucestershire 
Variance 

Buddhist 1.08% 0.30% 0.78% 

Christian 42.01% 63.50% -21.49% 

Hindu 0.54% 0.40% 0.14% 

Jewish 0.23% 0.00% 0.23% 

Muslim 1.77% 1.00% 0.77% 

Other 2.23% 0.60% 1.63% 

None 41.71% 26.70% 15.01% 

Rather Not Say 10.45% 7.50% 2.95% 

Workforce stated 32.20% - - 

 

Directorate 
Religion and Belief 

Buddhist Christian Hindu Jewish Muslim None Other 
Rather 
Not Say 

Grand 
Total 

GCC 1.08% 42.01% 0.54% 0.23% 1.77% 41.71% 2.23% 10.45% 100.00% 

Adults 0.91% 45.32% 0.91% 0.00% 2.72% 37.76% 3.93% 8.46% 100.00% 

Childrens 0.90% 39.05% 0.23% 0.00% 1.58% 46.73% 1.58% 9.93% 100.00% 

Community Safety/ 
GFRS 

7.41% 42.59% 0.00% 1.85% 3.70% 29.63% 3.70% 11.11% 100.00% 

Corporate Resources 0.38% 46.92% 1.15% 0.38% 0.77% 38.85% 1.15% 10.38% 100.00% 

E.E.I 0.95% 36.49% 0.00% 0.47% 1.42% 44.08% 1.90% 14.69% 100.00% 

 
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. 
 
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. 
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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: 

Overall, female employees make 69.80% of Gloucestershire County Council staff, which has 
remained very similar to the last two years 69.74% (2020) and 69.53% (2019). This is high when 
compared to the national workforce profile, where 46.8% of all people in employment are female6 
and also higher when compared to the population of Gloucestershire where 51% of residents are 
female.  However, this proportion is similar to other local authorities, as per LGA gender pay gap 
report 2020.7    

GENDER 
Percentage of 

Workforce 2019 
Percentage of 

Workforce 2020 
Percentage of 

Workforce 2021 

Female 69.53% 69.74% 69.80% 

Male 30.47% 30.26% 30.20% 

Grand Total 100.00% 100.00% 100.00% 

 
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 2021 
Population of 

Gloucestershire8 
Variance 

Female 69.80% 51.00% 18.80% 

Male 30.20% 49.00% -18.80% 

Grand Total 100.00% 100.0% - 

 

Directorate 
Gender 

Female Male Grand Total 

GCC 69.80% 30.20% 100.00% 

Adults 80.00% 20.00% 100.00% 

Childrens 85.07% 14.93% 100.00% 

Community Safety/GFRS 25.10% 74.90% 100.00% 

Corporate Resources 64.23% 35.77% 100.00% 

E.E.I 61.11% 38.89% 100.00% 

 
A higher proportion of female employees work part time (42.03%) compared to male employees 
(22.28%). This has been a consistent trend over previous years, and reflects the appeal of the 
flexible roles offered by the organisation. 

                                                 
6
 Source - The World Bank, “Labour Force, Female (% of Total Labour Force),” The World Bank Databank (September 2019) 

7
 Source: LGA gender pay gap report 2020 https://www.local.gov.uk/about/who-we-are-and-what-we-do/public-information/lga-gender-pay-

gap-report-2020  
8
 Source: Mid-2019 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
https://www.local.gov.uk/about/who-we-are-and-what-we-do/public-information/lga-gender-pay-gap-report-2020
https://www.local.gov.uk/about/who-we-are-and-what-we-do/public-information/lga-gender-pay-gap-report-2020
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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 (3.22%) higher proportion of the female workforce. 
 

Gender by Age 
Bracket 

Percentage of Workforce 

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

Female 5.78% 18.18% 20.62% 31.15% 24.27% 

Male 7.45% 18.84% 22.11% 30.55% 21.05% 

Workforce 6.28% 18.38% 21.07% 30.97% 23.30% 

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

 
 

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.  
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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. 1.7% of 
the workforce were enrolled to the childcare voucher scheme and making monthly deductions at 
the end of financial year 2020/21. 
 
64.22% 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: 

Sexual orientation remains a 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. 
 
As at the February 2021 census date, 54.49% of staff have disclosed their sexual orientation 
(within SAP ESS), compared to 51.65% last year, and 47.66% in 2019. 
5.02% of the 54.49% of staff have declared ‘rather not state’.   
 

SEXUAL ORIENTATION 
Percentage of 

Workforce 2019 
Percentage of 

Workforce 2020 
Percentage of 

Workforce 2021 

Bi-sexual 0.67% 1.37% 1.54% 

Gay 1.85% 1.95% 1.82% 

Lesbian 1.18% 1.07% 1.04% 

Heterosexual 85.96% 85.94% 86.38% 

Would rather not state 10.34% 9.67% 9.21% 

Workforce stated 47.66% 51.65% 54.49% 

 

 

                                                 
9
 Source:  Stonewall FAQs: What’s the UK’s LGBT population? Applied to Mid 2019 Population Estimates, ONS for people aged 16 

and over; and ONS, Sexual Orientation UK: 2018. England percentage applied to Mid 2019 Population Estimates, ONS for people 
aged 16 and over. 

1.54% 1.82% 
1.04% 

86.38% 

9.21% 

Bi-sexual

Gay

Lesbian

Heterosexual

Would rather not
state

SEXUAL 
ORIENTATION 

Percentage 
of 

Workforce 
2021 

Population of 
Gloucestershire 

Bi-sexual 1.54% 5-7%*9 

Gay 1.82%  
Lesbian 1.04%  
Heterosexual 86.38% 93-95%* 

Rather not state 9.21% 
 

Workforce stated 54.49% - 
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Directorate 
Sexual Orientation 

Bi-sexual Gay Heterosexual Lesbian Rather not state Grand Total 

GCC 1.54% 1.82% 86.38% 1.04% 9.21% 100.00% 

Adults 1.28% 2.39% 86.42% 1.28% 8.62% 100.00% 

Childrens 1.64% 1.64% 86.44% 1.49% 8.79% 100.00% 

Community Safety/ GFRS 1.09% 0.36% 88.36% 0.73% 9.45% 100.00% 

Corporate Resources 1.48% 2.72% 86.67% 0.74% 8.40% 100.00% 

E.E.I 2.37% 1.36% 83.39% 0.34% 12.54% 100.00% 

 

 4.4% of staff have identified as Bi-sexual, Gay and Lesbian.  This is slightly lower when 
compared to the population of Gloucestershire (5-7%) and ONS people aged 16 and over 
(2.3%). 

 86.38% are heterosexual.  

 9.21% of staff opted not to disclose their sexual orientation by declaring ‘rather not state’. 
 

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 20.59% 41.18% 17.65% 17.65% 2.94% 100.00% 

Gay 12.50% 30.00% 20.00% 30.00% 7.50% 100.00% 

Lesbian 4.35% 26.09% 21.74% 39.13% 8.70% 100.00% 

Heterosexual 8.46% 23.80% 22.12% 27.48% 18.13% 100.00% 

Would rather not state 7.39% 17.73% 23.15% 30.05% 21.67% 100.00% 

Workforce stated 8.58% 23.65% 22.11% 27.73% 17.93% 100.00% 

 
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 re-developing and maintaining our membership of Stonewall. 
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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 (including Gender Pay Gap), Race, Sexual 
Orientation and Disability, are highlighted below. 
 

1. Gender - Women are well represented across all grades which includes 64.22% 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 (2.58%) but 
proportionate through the other grades, including across managerial roles.  We have funded 
five places on the stepping up programme to help BAME staff progress to managerial 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. 

Gender: 

The comparison table below for 2020 and 2021 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).  However, we have more men within the Teaching 
and Soulbury group (not schools staff) which has increased from 24.14% in 2020 to 42.17% in 
2021.  (NB these are employees in hospital education and in the teaching advisory centre, 
supporting schools). (Note: we are unable to include 2019 pay grades, as GCC pay grades were 
changed in 2020). 

 

Percentage of 
Workforce 2020 

Percentage of 
Workforce 2021 

PAY GRADE BY 
GENDER 

% Female % Male % Female % Male 

Apprentice 57.58% 42.42% 58.82% 41.18% 

GRADE 01 38.10% 61.90% 35.48% 64.52% 

GRADE 02 64.29% 35.71% 55.56% 44.44% 

GRADE 03 80.95% 19.05% 80.95% 19.05% 

GRADE 04 81.92% 18.08% 82.81% 17.19% 

GRADE 05 80.32% 19.68% 80.78% 19.22% 

GRADE 06 77.25% 22.75% 74.86% 25.14% 

GRADE 07 81.49% 18.51% 82.22% 17.78% 

GRADE 08 73.85% 26.15% 73.80% 26.20% 

GRADE 09 74.31% 25.69% 72.45% 27.55% 

GRADE 10 70.59% 29.41% 70.97% 29.03% 

GRADE 11 67.80% 32.20% 70.51% 29.49% 

Senior 65.7% 34.63% 64.22% 35.78% 

Soulbury 75.86% 24.14% 57.83% 42.17% 

Teaching 91.38% 8.62% 91.38% 8.62% 

Fire 18.91% 81.09% 19.85% 80.15% 

Other 51.43% 48.57% 100.00% 0.00% 

Workforce 69.74% 30.26% 69.80% 30.20% 
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There are more females (64.22%) 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 
alignment  in the future.  However, it is important to note that the proportion of women reduces as 
pay increases and therefore does require the Council to think about why this happens.   
 

Salary Range by Gender 
Percentage of Workforce 2021 

Female Male Grand Total 

£0 - £19,999 78.43% 21.57% 100.00% 

£20,000 - £29,999 71.81% 28.19% 100.00% 

£30,000 - £39,999 60.96% 39.04% 100.00% 

£40,000 - £49,999 66.17% 33.83% 100.00% 

£50,000 + 59.89% 40.11% 100.00% 

Grand Total 69.80% 30.20% 100.00% 

 

Gender Pay Gap: 

 

Gloucestershire County Council is required by law to publish an annual Gender Pay Gap Report.  
This report is published both on the Council’s website and on a government website and shows 
the Council’s Gender Pay Gap at a snapshot date of 31st March.  The 2019 report can be found on 
our website, with the 2020 report to be published later this year, in line with statutory reporting 
requirements. 
 
As at 31 March 2020, GCC had a mean (average) gender pay gap of 3.7% and a median (mid-
point) pay gap of 5.7%, down from 7.3% and 12.7% median in March last year (2019).  
 

 
 
In September 2019 GCC conducted a review into Local Government Service ‘Green Book’ pay 
and grading structure.  An interim calculation (as at 31st October 2019) of GPG following 
implementation of the changes showed that as a result of this review GCC mean GPG reduced 
from 7.3% to 5.6% and GCC median GPG reduced from 12.7% to 7.3%.  GCC GPG as at 31 
March 2020 has further reduced to 3.7% mean and 5.7% median. 

Ethnicity pay gap: 

 

The ethnicity pay gap, not to be confused with the issue to equal pay, shows the difference in the 
average hourly rate of pay between Black, Asian and Minority Ethnic (BAME) and non-BAME 
employees in an organisation, expressed as a percentage of average non-BAME earnings.  This is 
calculated using the same calculation methodology as for the gender pay gap reporting. 
 
As at 31 March 2020, GCC had a mean (average) ethnicity pay gap of 6.8% and a median (mid-
point) pay gap of -1.2% (staff where ethnicity unknown excluded from calculation). It should be 
noted that 687 staff were not included as they do not disclose their ethnicity data.   

https://www.gloucestershire.gov.uk/council-and-democracy/equalities-and-our-duties-under-the-equality-act-2010/equality-information-and-analysis/
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Gloucestershire County Council (including GFRS): Ethnicity Pay Gap All data and calculations as at 31/03 of each year

Number of full pay relevant employees 

Number % Number % Number %

BAME 161 4.4% 175 4.5% 221 5.3%

White 2893 78.3% 3057 79.4% 3291 78.4%

Unknown 639 17.3% 617 16.0% 687 16.4%

Total 3693 100.0% 3849 100.0% 4199 100.0%

Ethnicity Pay Gap (staff where ethnicity unknown excluded from calculation)

2018 2019 2020 2018 2019 2020

EPG Mean 8.2% 5.7% 6.8% GPG median 7.5% 4.7% -1.2%

Ethnicity 2018 2019 2020 Ethnicity 2018 2019 2020

BAME £13.03 £13.83 £14.71 BAME £11.96 £12.77 £14.72

White £14.20 £14.67 £15.79 White £12.93 £13.41 £14.54

Ethnicity Pay Gap (staff where ethnicity unknown included in calculation)

2018 2019 2020 2018 2019 2020

EPG Mean 6.7% 5.0% 6.4% EPG Median -0.8% 4.6% -1.3%

Ethnicity 2018 2019 2020 Ethnicity 2018 2019 2020

BAME £13.03 £13.83 £14.71 BAME £13.03 £12.77 £14.72

White & 

Unknown 
£13.96 £14.56 £15.72

White & 

Unknown 
£12.93 £13.40 £14.52

Median  Hourly Rate 

EPG Median

EPG Mean  

(incl unknowns)

EPG Median  

(incl. unknowns)

Mean 

Hourly Rate

Median 

Hourly Rate

20192018

All GPG Relevant Staff

Gender
2020

EPG Mean 

Mean Hourly Rate
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Quartiles

Number BAME % Number WHITE % Number UNKNOWN % Number BAME % Number WHITE % Number UNKNOWN % Number BAME % Number WHITE % NumberUNKNOWN %

Lower 47 5.09% 707 76.52% 170 18.40% 43 4.47% 770 80.04% 149 15.49% 52 4.95% 837 79.71% 161 15.33%

Lower Middle 42 4.55% 715 77.46% 166 17.98% 47 4.89% 756 78.59% 159 16.53% 58 5.52% 798 76.00% 194 18.48%

Upper Middle 36 3.90% 686 74.32% 201 21.78% 49 5.09% 733 76.12% 181 18.80% 71 6.76% 799 76.10% 180 17.14%

Upper 36 3.90% 785 85.05% 102 11.05% 36 3.74% 798 82.95% 128 13.31% 40 3.81% 857 81.70% 152 14.49%

Grand Total 161 4.36% 2893 78.34% 639 17.30% 175 4.55% 3057 79.42% 617 16.03% 221 5.26% 3291 78.38% 687 16.36%

BAME WHITE UNKNOWN
WHITE & 

UNKNOWN
BAME WHITE UNKNOWN

WHITE & 

UNKNOWN
BAME WHITE UNKNOWN

WHITE & 

UNKNOWN

Lower £8.89 £8.94 £8.58 £8.87 0.6% -0.2% £9.56 £9.47 £9.31 £9.45 -1.0% -1.3% £9.95 £10.05 £10.11 £10.06 1.1% 1.1%

Lower Middle £10.98 £11.20 £11.17 £11.19 1.9% 1.9% £11.69 £11.81 £11.80 £11.81 1.0% 1.0% £12.97 £12.96 £12.85 £12.94 -0.1% -0.2%

Upper Middle £14.33 £14.49 £14.30 £14.45 1.1% 0.8% £14.94 £15.01 £15.10 £15.02 0.4% 0.6% £16.03 £15.94 £16.05 £15.96 -0.5% -0.4%

Upper £19.54 £21.39 £20.18 £21.25 8.7% 8.1% £20.21 £22.08 £20.86 £21.91 8.4% 7.7% £21.12 £23.89 £23.35 £23.80 11.6% 11.3%

BAME WHITE UKNOWN
WHITE & 

UNKNOWN
BAME WHITE UKNOWN

WHITE & 

UNKNOWN
BAME WHITE UKNOWN

WHITE & 

UNKNOWN

Lower £8.85 £9.21 £8.62 £9.21 3.9% 3.9% £9.67 £9.67 £9.33 £9.67 0.0% 0.0% £10.13 £10.13 £10.13 £10.13 0.0% 0.0%

Lower Middle £10.70 £11.02 £11.21 £11.02 2.9% 2.9% £11.44 £11.52 £11.52 £11.52 0.6% 0.6% £13.37 £13.10 £13.09 £13.10 -2.0% -2.0%

Upper Middle £14.33 £14.33 £14.33 £14.33 0.0% 0.0% £14.88 £14.63 £14.74 £14.63 -1.7% -1.7% £16.13 £15.71 £15.81 £15.74 -2.6% -2.5%

Upper £19.33 £19.81 £19.33 £19.44 2.4% 0.6% £19.96 £20.58 £18.91 £20.20 3.0% 1.2% £20.81 £22.11 £20.88 £22.11 5.9% 5.9%

2018

Median Hourly Rate Median EPG 

(Excl 

Unknown)

Median EPG 

(Incl 

Unknown)

2020

Median Hourly Rate Median EPG 

(Excl 

Unknown)

Median EPG 

(Incl 

Unknown)

2019

202020192018

Mean Hourly Rate
Mean EPG 

(Excl 

Unknown)

Mean EPG 

(Incl 

Unknown) 

Mean Hourly Rate
Mean EPG 

(Excl 

Unknown)

Mean EPG 

(Incl 

Unknown) 

2018

Ethnicity

BAME WHITE UNKNOWN

20202019

Ethnicity

BAME WHITE UNKNOWN

Quartile

Mean Hourly Rate Mean 

EPG (Excl 

Unknow

n)

Mean 

EPG (Incl 

Unknow

n) 

Quartile

Ethnicity

BAME WHITE UNKNOWN

Quartile

Median Hourly Rate Median 

EPG (Excl 

Unknow

Median 

EPG (Incl 

Unknow

Please note: The data used for Ethnicity Pay Gap analysis is the same dataset as gender pay gap 

reporting parameters, therefore figures may vary from regular corporate reporting 
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Race: 

The highest proportion of BAME employees are in Apprenticeships, Soulbury, 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 

Apprentice 0.00% 9.68% 3.23% 0.00% 87.10% 0.00% 91.18% 

GRADE 01 0.00% 1.92% 0.00% 0.00% 98.08% 0.00% 83.87% 

GRADE 02 0.00% 0.00% 0.00% 0.00% 87.50% 12.50% 88.89% 

GRADE 03 1.69% 2.81% 1.12% 1.12% 87.64% 5.62% 84.76% 

GRADE 04 2.27% 1.01% 1.01% 0.25% 92.70% 2.77% 88.62% 

GRADE 05 5.48% 1.37% 0.46% 1.83% 89.95% 0.91% 85.88% 

GRADE 06 2.23% 4.14% 1.91% 0.64% 86.31% 4.78% 90.75% 

GRADE 07 2.56% 3.16% 1.18% 0.20% 87.57% 5.33% 86.67% 

GRADE 08 3.92% 3.92% 2.27% 0.62% 85.98% 3.30% 80.43% 

GRADE 09 1.89% 1.51% 1.13% 0.75% 92.08% 2.64% 82.04% 

GRADE 10 1.93% 0.48% 1.45% 0.00% 89.37% 6.76% 83.47% 

GRADE 11 0.72% 2.16% 2.16% 0.00% 91.37% 3.60% 89.10% 

Senior 1.55% 0.00% 1.03% 0.00% 94.33% 3.09% 88.99% 

Soulbury 4.55% 4.55% 2.27% 0.00% 81.82% 6.82% 53.01% 

Teaching 0.00% 0.00% 0.00% 0.00% 95.65% 4.35% 79.31% 

Fire 0.96% 0.64% 1.93% 0.32% 91.64% 4.50% 77.17% 

Other 0.00% 0.00% 0.00% 0.00% 0.00% 100.00% 50.00% 

Workforce 2.38% 2.24% 1.44% 0.47% 89.52% 3.94% 84.05% 

 

SALARY RANGE BY 
ETHNICITY 

% Asian % Black % Mixed % Other 
% White 
British 

% White 
Other 

% Workforce 
Stated 

£0 - £19,999 1.39% 1.71% 1.07% 0.54% 91.33% 3.96% 84.30% 

£20,000 - £29,999 3.53% 2.82% 1.68% 0.53% 87.39% 4.06% 85.01% 

£30,000 - £39,999 2.53% 3.01% 1.56% 0.60% 88.69% 3.61% 81.31% 

£40,000 - £49,999 1.73% 0.87% 1.45% 0.00% 90.75% 5.20% 86.07% 

£50,000 + 0.65% 0.00% 1.31% 0.00% 96.08% 1.96% 86.44% 

Workforce 2.38% 2.24% 1.44% 0.47% 89.52% 3.94% 84.05% 
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Sexual Orientation: 

Overall 54.49% of staff has disclosed their sexual orientation.  The table below shows the 
breakdown of sexual orientation across the grading structure.  We recognise there remains a 
significant portion 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 

% 
Heterosexual 

% Rather 
Not State 

% Workforce 
Stated 

Apprentice 3.33% 0.00% 0.00% 86.67% 10.00% 88.24% 

GRADE 01 5.88% 0.00% 0.00% 88.24% 5.88% 27.42% 

GRADE 02 0.00% 0.00% 0.00% 66.67% 33.33% 33.33% 

GRADE 03 3.94% 1.57% 0.00% 78.74% 15.75% 60.48% 

GRADE 04 0.50% 0.99% 0.50% 91.09% 6.93% 45.09% 

GRADE 05 1.39% 2.08% 0.69% 84.72% 11.11% 56.47% 

GRADE 06 0.50% 1.49% 1.99% 85.57% 10.45% 58.09% 

GRADE 07 1.52% 0.91% 1.52% 86.06% 10.00% 56.41% 

GRADE 08 2.87% 3.82% 0.64% 85.03% 7.64% 52.07% 

GRADE 09 1.63% 1.63% 1.09% 88.59% 7.07% 56.97% 

GRADE 10 0.00% 3.55% 0.71% 87.23% 8.51% 56.85% 

GRADE 11 0.00% 2.27% 2.27% 90.91% 4.55% 56.41% 

Senior 0.79% 3.17% 2.38% 82.54% 11.11% 57.80% 

Soulbury 5.13% 0.00% 0.00% 84.62% 10.26% 46.99% 

Teaching 0.00% 0.00% 0.00% 83.33% 16.67% 41.38% 

Fire 1.29% 0.43% 0.86% 89.27% 8.15% 57.82% 

Other 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

Workforce 1.54% 1.82% 1.04% 86.38% 9.21% 54.49% 

 
SALARY 

RANGE BY 
SEXUAL 

ORIENTATION 

% Bi-sexual % Gay % Lesbian 
% 

Heterosexual 
% Rather 
Not State 

% Workforce 
Stated 

£0 - £19,999 1.96% 0.53% 0.71% 87.34% 9.45% 50.63% 

£20,000 - 
£29,999 1.14% 1.65% 1.14% 86.17% 9.90% 59.07% 

£30,000 - 
£39,999 2.41% 2.41% 0.74% 86.48% 7.96% 52.84% 

£40,000 - 
£49,999 0.00% 3.64% 1.82% 85.91% 8.64% 54.73% 

£50,000 + 1.06% 3.19% 2.13% 82.98% 10.64% 53.11% 

Workforce 1.54% 1.82% 1.04% 86.38% 9.21% 54.49% 
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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 

Apprentice 13.33% 86.67% 88.24% 

GRADE 01 55.10% 44.90% 79.03% 

GRADE 02 28.57% 71.43% 77.78% 

GRADE 03 7.06% 92.94% 80.95% 

GRADE 04 4.92% 95.08% 86.16% 

GRADE 05 4.27% 95.73% 82.75% 

GRADE 06 4.92% 95.08% 88.15% 

GRADE 07 5.22% 94.78% 81.88% 

GRADE 08 4.03% 95.97% 74.13% 

GRADE 09 5.83% 94.17% 74.30% 

GRADE 10 2.07% 97.93% 77.82% 

GRADE 11 2.22% 97.78% 86.54% 

Senior 2.67% 97.33% 85.78% 

Soulbury 7.14% 92.86% 50.60% 

Teaching 2.33% 97.67% 74.14% 

Fire 1.16% 98.84% 64.27% 

Other 0.00% 100.00% 50.00% 

Workforce 5.15% 94.85% 78.75% 

 

SALARY 
RANGE BY 
DISABILITY 

% Disabled 
% Not 

Disabled 

% 
Workforce 

Stated 

£0 - £19,999 6.82% 93.18% 79.42% 

£20,000 - 
£29,999 

5.60% 94.40% 80.28% 

£30,000 - 
£39,999 

4.47% 95.53% 74.46% 

£40,000 - 
£49,999 

2.17% 97.83% 80.35% 

£50,000 + 2.01% 97.99% 84.18% 

Workforce 5.15% 94.85% 78.75% 
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Recruitment:  

Data for 1st February 2020 – 31st January 2021 
 

Directorate 
Starters 2021  

(01/02/20 - 31/01/21) 

GCC 415 

Adults 88 

Childrens 166 

Community Safety/GFRS 61 

Corporate Resources 41 

E.E.I 59 

New Starters by Age: 

 
 

 124 starters were from the 26-35 age range, this was the largest age range of new starters. 

 35.42% of new starters were aged 30 and under. 

New Starters by Disability: 

 
 
 

18.31% 

29.88% 

23.13% 
21.20% 

7.47% 

0.00%

5.00%

10.00%

15.00%

20.00%

25.00%

30.00%

35.00%

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

Starters by Age Range 

3.86% 

46.27% 

49.88% 

Starters 2021 

Disabled

Not Disabled

Unstated
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 Overall, 50.12% of all new starters declared if they have a disability.    

 7.69% of new starters declared that they have a disability, which is a slightly higher 
proportion than our overall workforce demographic percentage of the workforce 5.15%. 

 92.31% of new starters declared that they did not have a disability. 
 

New Starters by Ethnic Origin: 

 
 

 Overall, 86.99% of all new starters declared their ethnic origin.  

 7.76% of new starters are from a BAME background, with the overall BAME population 
within GCC (6.53%).  

 13.01% of all new starters’ ethnic origin was unknown.   
 

New Starters by Sex/Gender: 

 
 

 70.36% of new starters were female, which proportion is similar to that of the workforce as 
a whole (69.80% female), however is a higher proportion when compared to the Population 
of Gloucestershire (51%). 

 

The council is actively working on ways we can encourage new starters to share their personal 
data and close any data gaps. With the introduction of a new recruitment system we are also 

2.22% 3.60% 1.94% 

89.20% 

3.05% 

0.00%
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20.00%
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50.00%
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Starters by Ethnicity 

70.36% 

29.64% 

Starters by Gender 
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developing the identifiers that applicants can use to tell us about their personal data as well as 
reviewing the reporting functionality at each stage of the recruitment process.   
 
We are seeking to promote our vacancies to a wider group of people to attract candidates from 
all sections of the community.   

Leavers: 

Workforce Leavers comparison year on year 2019 to 2021: 
 

REASON FOR LEAVING 
Percentage of 

Workforce 
2019 

Percentage of 
Workforce 

2020 

Percentage of 
Workforce 

2021 

Compromise Agreement 1.29% 0.72% 0.51% 

Death 0.77% 0.72% 0.77% 

Dismissal 2.31% 2.63% 1.79% 

End of Fixed Term 
Contract 4.11% 2.39% 5.36% 

Ill Health Retirement 0.51% 1.91% 1.02% 

Mutual Consent 6.43% 3.82% 4.08% 

Non Return Career 
Break 0.51% 0.00% 0.26% 

Redundancy - Voluntary 0.00% 0.00% 2.30% 

Redundancy - 
Compulsory 1.80% 1.19% 1.53% 

Resignation 76.35% 68.02% 60.20% 

Retirement 1.29% 13.60% 21.94% 

TUPE transfer 4.63% 5.01% 0.26% 

Grand Total 100.00% 100.00% 100.00% 

% of Workforce 10.41% 10.57% 9.70% 

 

Overall:  

 90.31% of all leavers left for voluntary reasons, either resigning or retiring.  This has 
increased from 88.07% compared to last year, and reflects the slow down in significant 
organisational change that effects workforce numbers. 

 The proportion of leavers retiring has increased significantly during the last three years, 
from 1.29% in 2019 to 21.94% in 2021.   

 89% of leavers retiring were in the 56+ age bracket, which is significantly higher than the 
percentage of the workforce (20.30%), and working age population of Gloucestershire 
(20.8%). 
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 392 individuals left Gloucestershire County Council between 1st February 2020 and 31st 
January 2021. 

 

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 16-25 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’ or are in apprenticeship roles, that was seen to exist in previous 
generations. (Some percentages look higher, however to note that this is due to low number.) 

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

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

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

Dismissal 14.29% 0.00% 28.57% 42.86% 14.29% 100.00% 

End of Fixed Term Contract 33.33% 28.57% 0.00% 19.05% 19.05% 100.00% 

Mutual Consent 18.75% 6.25% 31.25% 31.25% 12.50% 100.00% 

Redundancy - Voluntary 0.00% 0.00% 0.00% 33.33% 66.67% 100.00% 

Redundancy - Compulsory 0.00% 33.33% 16.67% 16.67% 33.33% 100.00% 

Resignation 9.70% 24.47% 21.52% 24.89% 19.41% 100.00% 

Retirement 0.00% 0.00% 0.00% 11.11% 88.89% 100.00% 

TUPE transfer 0.00% 0.00% 0.00% 100.00% 0.00% 100.00% 
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 The highest proportion (36.48%) of leavers (01/02/2020 to 31/01/2021) are within the 56+ age 
bracket. 8.67% of leavers were aged 16 to 25, higher than the proportion of the workforce in 
this age bracket (6.28%). 

Disability: 

The chart and table below show the reason for leaving by disabled or not disabled. 4.07% of all 
leavers identified as disabled, which is generally proportionate with our overall workforce 
demographic percentage of the workforce 5.15%.  
 

REASON FOR LEAVING Disabled Not Disabled 

Compromise Agreement 0.00% 100.00% 

Death 33.33% 66.67% 

Dismissal 0.00% 100.00% 

End of Fixed Term Contract 11.11% 88.89% 

Mutual Consent 0.00% 100.00% 

Redundancy - Voluntary 0.00% 100.00% 

Redundancy - Compulsory 0.00% 100.00% 

Resignation 2.34% 97.66% 

Retirement 6.58% 93.42% 

TUPE transfer 0.00% 100.00% 

 

Race: 

The chart and table below shows the reasons for leaving by Race. 6.15% of all leavers were from 
a BAME background, in line with (6.44%) last year and with the overall BAME population within 
GCC (6.53%).  
 

REASON FOR LEAVING Asian Black Mixed Other White 
British 

White 
Other 

Workforce 
stated 

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

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

Dismissal 14.29% 0.00% 0.00% 0.00% 85.71% 0.00% 100.00% 

End of Fixed Term Contract 0.00% 0.00% 0.00% 0.00% 94.12% 0.00% 80.95% 

Mutual Consent 7.69% 0.00% 0.00% 0.00% 92.31% 0.00% 81.25% 

Redundancy - Voluntary 0.00% 0.00% 0.00% 0.00% 83.33% 0.00% 66.67% 

Redundancy - Compulsory 0.00% 0.00% 0.00% 0.00% 100.00% 0.00% 16.67% 

Resignation 1.55% 4.64% 2.58% 0.00% 84.02% 0.00% 81.86% 

Retirement 0.00% 0.00% 0.00% 0.00% 96.30% 0.00% 90.00% 

TUPE transfer 0.00% 0.00% 0.00% 0.00% 100.00% 0.00% 100.00% 

 

  



 

               43             

Sex/Gender: 

69.64% of leavers over the past 12 months were female, slightly higher than last year (68.74%); 
however the proportion is similar to that of the workforce as a whole (69.80% female).  
 

REASON FOR LEAVING Female Male Total 

Compromise Agreement 100.00% 0.00% 100.00% 

Death 66.67% 33.33% 100.00% 

Dismissal 57.14% 42.86% 100.00% 

End of Fixed Term 
Contract 66.67% 33.33% 

100.00% 

Mutual Consent 93.75% 6.25% 100.00% 

Redundancy - Voluntary 77.78% 22.22% 100.00% 

Redundancy - Compulsory 50.00% 50.00% 100.00% 

Resignation 70.46% 29.54% 100.00% 

Retirement 64.44% 35.56% 100.00% 

TUPE transfer 100.00% 0.00% 100.00% 
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Training & Development: 
 

As a consequence of the pandemic, face to face training that does not have a practical element 
has been delivered virtually, since June 2020. This includes the new starter induction event, 
corporate leadership & management training and resilience workshops, which are provided as part 
of the wellbeing support available to employees. We have also sought to offer a wider range of e-
learning modules via LearnPro and have developed on-line induction resources that employees 
can access on demand. 
 
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 28.49% 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.   
 
249 staff attended the corporate induction event. 
 

Age: 

The proportion of staff accessing training is generally in line with age profile of staff within the 
organisation, however the exceptions being the 26-35 and 36-45 age brackets where slightly lower 
proportions of staff (17.53% and 19.01% respectively) have accessed training compared to the 
age profile of the organisation (18.38% and 21.07%). 
 

AGE 
Percentage of 

Workforce 
Percentage Accessing 

Training 

16-25 6.28% 6.77% 

26-35 18.38% 17.53% 

36-45 21.07% 19.01% 

46-55 30.97% 32.20% 

56+ 23.30% 24.48% 

Grand Total 100.00% 100.00% 

 

Disability: 

The proportion of disabled employees accessing training courses is slightly lower than 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 5.15% 4.04% 

Not Disabled 94.85% 95.96% 

Workforce Stated 78.75% 83.85% 
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Race: 

The ethnic profile of those accessing formal training is mostly reflective of the overall workforce. 
Compared to last year, a slightly lower proportion of BAME employees accessed training 6.59% 
compared to 7.42% reported last year. We will continue to try to ensure that formal training is 
accessible for all regardless of race. 
 

ETHNICITY 
Percentage of 

Workforce 
Percentage Accessing 

Training 

Asian 2.38% 2.35% 

Black 2.24% 2.16% 

Mixed 1.44% 1.47% 

Other 0.47% 0.59% 

White British 89.52% 89.31% 

White Other 3.94% 4.12% 

Workforce stated 84.05% 88.54% 

 

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 69.80% 83.33% 

Male 30.20% 16.67% 

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 1.54% 1.72% 

Gay 1.82% 2.03% 

Lesbian 1.04% 1.41% 

Heterosexual 86.38% 85.60% 

Rather not state 9.21% 9.23% 

Workforce 
stated 54.49% 55.47% 

 

 

 

  



 

               46             

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 
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. 
 
57 employees were subject to formal action by the council, which is slightly higher than the 52 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, standalone process 
and may not halt the process of other formal procedures but it is an opportunity to address issues 
informally between the parties concerned. 
 
The following tables and charts show the protected characteristics against the formal procedures 
initiated for absence, performance/capability or conduct.  

Formal Procedure Reason Percentage of cases 

Absence 19.30% 

Absence/Capability 1.75% 

Capability 3.51% 

Capability/Conduct 12.28% 

Conduct 43.86% 

Grievance 17.54% 

Probation 1.75% 

Grand Total 100.00% 

Age: 

In comparison to the age profile of the organisation, the proportion of formal cases is lower within 
all age brackets with the exception of the 56+ age bracket, where the proportion is higher.  
 

AGE 
Percentage of 

Workforce 
Formal Procedures 

by Age 

16-25 6.28% 5.26% 

26-35 18.38% 14.04% 

36-45 21.07% 21.05% 

46-55 30.97% 29.82% 

56+ 23.30% 29.82% 

Grand Total 100.00% 100.00% 
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Disability: 

The proportion of formal cases involving employees who have declared a disability (7.50%) is 
higher than the proportion in the workforce (5.15%); however this is a lower proportion of formal 
cases involving employees who have declared a disability compared to last year (12.20%).  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 5.15% 7.50% 

Not Disabled 94.85% 92.50% 

Workforce stated 78.75% 70.18% 

 

Race: 

The proportion of formal procedures for BAME employees (9.09%) is higher compared to the 
proportion of BAME employees in the workforce (6.53%), 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 2.38% 2.27% 

Black 2.24% 6.82% 

Mixed 1.44% 0.00% 

Other 0.47% 0.00% 

White British 89.52% 88.64% 

White Other 3.94% 2.27% 

Workforce stated 84.05% 77.19% 

Sex/gender: 

The proportion of formal procedures for male employees is higher than the proportion of the 
workforce.  This is similar to compared to last year. 
 

GENDER 
Percentage of 

Workforce 
Formal Procedures 

by Gender 

Female 69.80% 54.39% 

Male 30.20% 45.61% 

Grand Total 100.00% 100.00% 
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Equality, diversity and inclusion GCC – corporate Equality action plan 2020-23: 

 

A detailed ED&I action has been developed following the feedback from our Stonewall submission 
as well as the requirement to achieve the Race at Work charter and Disability Equality charter. 
Year one will lay the foundations for ED&I and enable us to identify and build on the actions for 
year two and three. We will be working closely with the Employee Networks to ensure they are 
engaged throughout and seeking to join up with partners across the County. 
 
The plan is summarised below. 
 
Year One – until December 2021 
 
We aim to achieve the following: 
 
Management Information 

 Publish the Council’s Workforce Equality Action for 2020/2021. The report will cover trends 
over a three year period. 

 Publish the gender pay gap report. 

 Act to improve our equality data for the workforce. 

 Determine any actions for year two following an analysis of the above reports. 
 

Leadership role modelling 

 Embed CLT sponsorship of employee networks. 

 Leadership cultural competency development programme. 

 Participation in reciprocal mentoring – April 2021 onwards. 

 Create opportunities for CLT to listen and seek to understand the experience 
of employees. 
 

Diverse Workforce 

 A full end of end review of our recruitment process. 

 A review of where and how we promote our roles, ensuring we are more inclusive and 
targeting under-represented groups including proactive work with community groups. 

 Ongoing support and development of employee networks. 
 

Learning & Development 

 Scope and commission the training offer for ED&I for all staff, managers, leadership team 
and Elected Members. 

 Promote our mentoring and coaching offer through the Employee Networks. 

 Continue to sponsor employees to join the ‘stepping up’ programme. This is a 
leadership programme for BAME and LGBT staff. 

 
Inclusive policies and strategies 

 A review of our family friendly policies to ensure they are inclusive and to remove any inbuilt 
structural inequality. 

 Finalise a new Equality, Diversity and Inclusion policy with a proactive engagement 
programme. 

 Sign up to the Race at Work charter. 

 Submit application for Disability Confident Level 3. 
 

Health & Well-being 
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 Review our policies and systems to identify, prevent and deal effectively with 
bullying & harassment at work. 

 Ensure we have a proactive approach to ensuring reasonable adjustments 
are in place for our disabled workforce. 
 
 

Year Two - 2022 

 Continue to deliver training for all groups across the organisation. 

 Develop a programme that supports positive action with a view to increasing 
diversity at all levels of the workforce. 

 Plan and deliver an audit of ED&I against LGA Framework. 

 Identify and build on opportunities for networking with Integrated Care System 
(ICS) and other partners to maximise the benefits of partnership working 

 
Year Three - 2023 

 Implement recommendations and actions following the Audit of ED&I against 
the LGA Framework. 

 

 


