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CITY or
WOLVERHAMPTON
COUNCIL

Response to Request for Information

Reference FOI 001886
Date 22 January 2018

Equal Pay Audits
Request:
Please consider this a request under the Freedom of Information Act.

Please could you:

a. Tell me if your council has completed an Equal Pay Audit.

b. Send me a copy of your latest Equal Pay Audit. | would prefer a PDF document
as my ideal file format.

The organisation ‘Close the Gap Partnership’ defines an Equal Pay Audit as:

“A process which looks at pay arrangements within an organisation to find, and
address, gender discrimination. It involves comparing the pay of groups of workers
who are doing equal work in the organisation and then investigating any gaps
between men’s and women'’s pay.”

Please also see the following definitions under the Equality Act 2010, (Equal Pay
Audits) Regulations 2014:
http://www.legislation.gov.uk/ukdsi/2014/9780111117330/requlation/1

As perfect examples of the document | am looking for, please see these two Equal
Pay Audits by Doncaster and Bury Councils:

Doncaster: https://t.co/GfgogU2hTa

Bury: http://www.bury.gov.uk/CHttpHandler.ashx?id=16109&p=0

Please find attached a copy of the most recent Equality in Employment Monitoring
Report for the City of Wolverhampton Council as required by the Public Sector
Equality Duty of the Equality Act 2010.


https://emea01.safelinks.protection.outlook.com/?url=http%3A%2F%2Fwww.legislation.gov.uk%2Fukdsi%2F2014%2F9780111117330%2Fregulation%2F1&data=02%7C01%7Cfoi%40wolverhampton.gov.uk%7C2043f73cc423481a0ba908d561b2b928%7C07ebc6c370744387a625b9d918ba4a97%7C0%7C1%7C636522342601665578&sdata=WQ1txK%2FfsV0yJ31iF8xuCqhbupRKpo0cxEUTYqHqdco%3D&reserved=0
https://emea01.safelinks.protection.outlook.com/?url=https%3A%2F%2Ft.co%2FGfqoqU2hTa&data=02%7C01%7Cfoi%40wolverhampton.gov.uk%7C2043f73cc423481a0ba908d561b2b928%7C07ebc6c370744387a625b9d918ba4a97%7C0%7C1%7C636522342601665578&sdata=5OJuKQwHRIbuSxW5De2VtPk8MjPTjlptgKl4VDpMQzY%3D&reserved=0
https://emea01.safelinks.protection.outlook.com/?url=http%3A%2F%2Fwww.bury.gov.uk%2FCHttpHandler.ashx%3Fid%3D16109%26p%3D0&data=02%7C01%7Cfoi%40wolverhampton.gov.uk%7C2043f73cc423481a0ba908d561b2b928%7C07ebc6c370744387a625b9d918ba4a97%7C0%7C1%7C636522342601665578&sdata=zYJsWheVM%2BMNId6DZ63XyzWZhMB6t8mRwtogqmXhsVI%3D&reserved=0

CITY or

WOLVERHAMPTON
COUNCIL

Equality in Employment Monitoring Report
2016 - 2017



1. INTOAUCIION .....coiieieeee et e e e s e s bae e s s sb e e s s abr e e saneen 3
2. Scope of the Equality Monitoring Report (Employment) ...........oooecieiiiiiiiiiiciiiieeeeeceeen, 3
3. Overview of the WOrKFOICE............ievieiieeiereeer et e 4
4. Pay and Grading with characteristic breakdown..............ccccvvureeinnriieennciiineieeeeeeeeeeee 5
5. APTOMOLIOTE. - s commnnsspsiicsnnshuios bos sa donn Sos Tt S e oo s e el 54w iion s S s oo s e s 6
Bl TAIMIMG oo s s o s et s S o o e e et e b o o e s 6
7. Grievance and diSCIPINAIIES ........c.cvvvrriiieiiiicee et ee e e e e s e seeentresee e e e ennneeeesens 7
8. Employees leaving the COUNCIl ............cooeeiiiiieiieieceeeeceee e et ssiae e e e 7
Appendix - ACHON Plan ... ..o e e e e e, 23

2|Page



City of Wolverhampton Council

Equality in Employment Monitoring Report 2016- 2017

e Introduction

The Equality Act 2010 replaced previous anti-discrimination laws with a single Act. It
simplified the law, removing inconsistencies and making it easier for people to
understand and comply with. It also strengthened the law in important ways to help
tackle discrimination and inequality.

The pubilic sector Equality Duty came into force on 5 April 2011. The Equality Duty
is supported by specific duties which require public bodies to publish relevant,
proportionate information demonstrating their compliance with the Equality Duty and
to set themselves specific, measurable equality objectives.

Under the Equality Act 2010, people with protected characteristics are protected
from discrimination. There are nine protected characteristics;

Age

Disability

Gender reassignment

Marriage and civil partnerships (but only in respect of eliminating unlawful
discrimination)

e Pregnancy and maternity

e Race - this includes ethnic or national origins, colour or nationality

¢ Religion or belief — this includes lack of belief

e Sex

e Sexual orientation

o @ 6 o

2. Scope of the Equality Monitoring Report (Employment)

The 2016 - 2017 Equality Monitoring Report provides an analysis of workforce data
for the period 1 April 2016 to 31 March 2017 for all staff (excluding schools staff).
The statutory requirements of the Equality Act 2010 have been considered in
producing this report and in compliance with the requirements of the Act this report
will be made accessible to the public via the council’'s website.

Section 3 of the report gives an overview of the workforce.

Section 4 provides information on pay and grading with characteristic breakdown
Section 5 promotion opportunities

Section 6 gives details of training

Section 7 gives an analysis grievance and disciplinaries

Section 8 contains data about employees leaving the Council
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3. Overview of the Workforce

During the monitoring period of 1 April 2016 to 31 March 2017 on average the
Council employed 4,368 staff (excluding schools staff). As of 31 March 2017 there
were 4305 employees, this is a decrease in staff reported numbers (4546) in
2015/2016.

The proportion of women in the workforce has remained similar this period at
71.66% compared to 2015/2016 (71.45%) reporting period. The gender split trend
over the last three years has remained consistent at approximately 72% female and
28% male making up the workforce.

National census data shows that the working age population has been consistent
with mid term estimates for 2014 (159,356) and 2015 (159,746). Wolverhampton
census data for mid term estimates (2015) shows a relatively even split in terms of
gender for the working age population 50.07% male and 49.92% female.

Women make up the higher percentage of the workforce in the lower graded posts of
grade 1 to 4 with 89.85% of women paid a grade 2 salary. Women still remain the
higher percentage of part time workers in the workforce at 87.68%. VWomen also
make the higher percentage of zero hour workers at 245 (57.78%) whilst male
workers equate to 179 (42.22%).

The Black Asian Minority Ethnic (BAME) composition of the working age population in
Wolverhampton is 36% (2011 census). The proportion of BAME staff in the overall
workforce has increased slightly from 2015/2016 to 24.18% (or 1056 BAME staff).
There has been a steady increase of the proportion of BAME employees in the
workforce over the last three years from 22.99% in 2013/14 and 23.89% in 2015/16.

There have been a number of drives in 2015, 2016 and currently in 2017 to capture
equality data, gaps in ethnicity data have reduced from 7.91% ‘not known’ in 2014/15
to 4.24% in 2015/16. However there has been a slight increase in the ‘not known’ for
2016/2017 at 5.86%. As of May 2017, the current drive has shown an increase in ‘not
known' data to 7.27%. This will be continually monitored in anticipation of
improvements in equality data.

The proportion of disabled staff in the workforce has declined slightly this reporting
period to 1.83% from 1.91% in 2015/2016. However there has been a stark increase
in percentage of ‘not known’ data this period at 10.59% from 4.49% in 2015/2016 (6%
increase). Census data (2011) shows that 8% of the active Wolverhampton working
population are deemed disabled. Gaps in equality data will continue to be monitored
(see appendix for action plan).

The data relating to age remains comparable again in this year's monitoring report to
2015/2016. As with previous years, most employees (60.71%) are in the 40 — 59 age
group with 58.10% of the workforce aged 40 years or below. This falls in line with the
Census data (2011) which shows that most of the working population age is between
30 to 44 (20.6%) followed by 35 to 59 age group (18.3%).
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The increase trend we saw on the proportion of employees over the age of 70 in
2015/2016 has remained consistent at 1.4 %.

4. Pay and Grading with characteristic breakdown

The current workforce breakdown highlights that there are 733 (25.97%) male
employees in grades 1 to 5; with 444 (33.71%) male employees in grade 6 to 9 and
34 (48.57%) male employees in grade 10 and above. The highest proportion of males
(75.81%) sit within “Technical’ job families.

In comparison, there are 2089 (74.03%) female employees in grade 1 to 5; with 873
(66.29%) female employees in grade 6 to 9 and 36 (51.43%) female employees in
grade 10 and above. The highest proportion of women (91.10%) sit within ‘Clerical
and Administration’ job families.

Looking into the breakdown of the higher grades of 12 to 16; there were 6 females
compared to 11 males within those grades.

Overall there are 424 employees on zero hour contracts; 57.78% (245) of these are
femate whilst 42.22% (179) are male.

Within grades 1 to 5 there are a total of 1954 (69.34%) white employees; with 739
(26.22%) BAME employees and 125 (4.44%) ‘not known’ employees. [n grades 6 to
9 there are a total of 969 (73.04%) employees; with 323 (24.60%) BAME employees
and 31 (2.36%) ‘not known’. In grades 10 and above there are 57 (83.82%) white
employees, 6 (8.82%) BAME employees and 5 (7.35%) ‘not known’ employees.

Of those 17 employees in grade 12 to 16, 13 categorise themselves as ‘white’ whilst
there are 4 ‘unknown’.

In respect of recruitment there was an increase in applications as a whole this year
with a total of 9798 applicants, compared to 6438 applications in 2015/2016. There
has been in an increase in positions advertised this year (515) compared to last year
(471). There was a total of 6048 female applicants in this reporting period compared
to 3821 in 2015/2016 representing an increase of 36.82%.

During this monitoring period it is to be noted that applications increased within all
ethnic categories. This reporting period there was 37.15 % of BAME applicants
compared to 35.03% in 2015/2016. There were 62.28 % of white applicants compared
to 54.40% in 2015/2016.

Looking further into applicant breakdown based on religion or belief for 2016/2017;
321 applicants categorised themselves as Hindu; 34 (3.53%) of these were shortlisted
with 1 (0.60%) appointed. In comparison to 2015/2016, whereby 253 Hindu applicants
applied of which 39 (3.57%) were shortlisted with 1 applicant being successful.

Furthermore, 496 (5.06%) were Muslim applicants however, 25 (2.60%) were
shortlisted and 3 (1.80%) were appointed. In comparison for the period of 2015/2016
there were 263 (4.09%) of applicants which 45 (4.12 %) were shortlisted and 1 was
appointed.
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There were 948 (9.68%) Sikh applicants this period of which 80 (8.31%) were
shortlisted and 15 (8.98%) were appointed. An increase from 2015/2016 whereby
there were 617 (9.58%) applicants; 110 (10.08%) were shortlisted and 8 (8.08%) were
appointed. The highest number of applicants this period were Christians at 3970
(40.52%) of which 403 (41.85%) were shortlisted and 63 (37.72%) were appointed.

Overall, the number of BAME applicants have increased, in February 2017 all
recruiting managers were required to undertake Unconscious Bias training and the
next equality monitoring report may show more BAME applicants being appointed.

5. Promotion

There were 270 applicants for promotions in 2016/2017. Of these applicants 69 were
male (3 appointed, 15.79%), this is a considerable difference from 2015/2016 when
there were 306 maie applicants (12 appointed, 41.38%).

There was also a high reduction in disabled candidates applying this period compared
to last monitoring period. There were 9 applicants this period compared to 53
applicants in 2015/2016. There was 1 shortlisted in 2016/2017 compared to 19 in
2015/2016. There were none internal disabled employees appointed this year which
is a reduction from 2015/2016 when there were 2 appointed.

Although there were fewer applicants this monitoring period overall, the highest
appointed age group was the 'under 25" at 31.58%.

40% of applicants were BAME with 36.84% being appointed. In comparison, there
were 59.26%White applicants with 63.16% being appointed, indicating that there is a
correlation between ethnic background and being internally promoted.

There were 113 (41.85%) Christian applicants of which 23 (39.66%) were shortlisted
and 12 (63.16) were appointed. There were 97 applicants who selected ‘none’ for
religious beliefs of which 20 (34.48%) were shortlisted and 4 (21.05) were appointed.
However, the data for 2016/2017 identifies that no internal applicants from Hindu or
Muslim backgrounds were appointed. In detail; 8 (2.96 %) Hindu applicants applied
and 5 (8.62%) were shortlisted, with none successful. Furthermore, there were 7
(2.59%) Muslim applicants of which none were shortlisted or appointed. There were 3
appointments from Sikh applicants compared to 2 applicants in 2015/2016. It is
anticipated that improvements will be made in the future (see appendix for action plan).

6. Training
In respect of training, 3485 employees (79.78%) completed some form of training in
2016/2017. There are no apparent equality concerns as the training data correlates

with the diversity breakdown of the overall workforce. However further improvements
are required in the data that is collated and its breakdown.
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7. Grievance and disciplinaries

The number of grievances raised as a whole have followed previous year's trends and
decreased. In this monitoring period, the total number of grievances raised by staff
was 10 compared to 31 in 2015/2016 and 37 in 2014/2015. This is a decrease of
67.7% from the previous monitoring report. Of the grievances raised, 80% were raised
by female employees and 20% male which is comparable with the gender split in the
workforce. In terms of disability, 1 grievance was raised by a disabled member of staff
compared to 2 in 2015/2016. However, of the 10 grievances raised in 2016/2017, 5
were from employees who categorised themselves as Black which is the same number
of grievances that were received from employees who categorised themselves as
Black in 2015/2016.

The number of disciplinary cases in 2016/2017 has seen a downward trend compared
to 2015/2016. There were 48 disciplinaries in 2016/2017 compared to 55 in
2015/2016. There was a decrease in BAME employees being disciplined in 2016/
2017 (18) compared to the last monitoring period 2015/2016 (24), however the
number of white employees being disciplined this period and 2015/2016 have
remained at the same amount (29 employees).

8. Employees leaving the Council

Overall staff turnover (excluding schoals) including both voluntary and involuntary has
decreased from 735 leavers in 2015/2016 to 551 leavers in 2016/2017.

The main reasons for leaving are: resignation (43.74%); end of fixed term (20.51%);
voluntary redundancy (12.16%); dismissals for medical, conduct and failed probation
(4.36%) as well as retirement (4.36%).

There were a total 556 new starters during the period, comprising of 390 females
(70.14%); 208 (37.41%) white employees.

Of the 556 new starters, there were 113 BAME employees however 235 employees
whose ethnicity is ‘not known' (at the point of obtaining this data, as mentioned
oreviously this may change based on the recent drive for data). This is an increase
from last year by 133 (56.6%) ‘not known’. Furthermore, there were 442 (79.5%) new
starters whose disability is ‘unknown’. Further analysis will be required to review the
peak in ‘not knowns’ data.

This year there were 113 redundancies which comprised of 67 (59.3%) that were
voluntary redundancies and 46 (40.7%) compulsory redundancies. This is 67.3%
reduction in redundancies as a whole since 2015/2016.

In 2016/2017 there were 73 females and 40 males who left by means of redundancy.
76 (67.26%) of these leavers were white and 33 (39.20%) were BAME, 4 (3.54%)
were ‘not known’. 6 (5.31%) of these leavers were deemed as disabled.

Turnover and redundancy data collected shows no immediate equality concerns as
the disability, BAME and gender percentages are reflective of the overall workforce.
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The dismissals data collected includes dismissals for conduct and medical capability,
the number of dismissals have followed the downward trend that was seen in
2015/2016. There were 24 dismissals this year, of these 12 (50%) were for medical
capability (7 white employees and 4 from BAME employees and 1 not known
employee), 11 (46%) for conduct (7 BAME employees, 3 white employees and 1 not
known) and 1 (4%) for failed probation (1 not known employee). There was an
increase of 27.27% of disabled employees being dismissed for conduct in 2016/2017
compared to none in 2015/2016.

The number of white employees dismissed overall in 2016/2017 equates to 41.67%
(10) followed by black employees at 29.17% (7). In 2015/2016 there were 23
(69.70%) white employees dismissed followed by 3 (9.09%) Asian/ Asian British
employees dismissed.

Overall, 7 BAME employees in 2016/2017 were dismissed for conduct compared to
3 BAME in 2015/2016. To breakdown the BAME further there were 6 (54.55%) black
employees being dismissed for conduct in 2016/2017 compared to 1 (12.50%) in
2015/2016. Further analysis will be undertaken to investigate the reasons for this
increase (see appendix for action plan).
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City of Wolverhampton Council

Equality Report

2016-2017

Additional Information

Overall staff headcount has
decreased from 4,546 in March 2016

to 4,305 in March 2017. The
average headcount for 2016 - 2017
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Pay & Grading
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Recruitment 2016-2017

Additional Information

During the period of 1 April 2016 to 31 March
2017 there were 9,798 applicants for 515 posts.

12.05%

34.58%

The number of BAME applicants for jobs has
increased in the past year although there is still
62.28% a difference in the number of BAME applicants

55.97% 53.37%
(37.15%) compared to the percentage who are
appointed (22.75%).
Applications Shortlisted Appointed White applicants were more successful at being

appointed overall.
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Other 'R
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Recruitment 2016-2017

207/ 11.42%

61.73%
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Disabled Yes mDisabled No ®mNot Known
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Promotion

74.44% 82 76% 84.21%

Applications Shortlisted Appointed

mMale Female

98.28% 100.00%

Applications Shortlisted Appointed
Disabled Yes mDisabled No

2016-2017

Additional Information

For the purposes of this report, Promotion has
been defined as internal candidates who have
applied for jobs who are not redeployees.

During the period of 1 April 2016 to 31 March
2017 there were 270 applicants for promotion.

0.74%

40.00% 39.66% 36.84%

59.26% 60.34% 63.16%

Applications Shortlisted Appointed

White mBAME ®mNot Known
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Promotion

2016-2017
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Training 2016-2017
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2016-2017

60 42% Additional Information )

The percentage of disciplinary cases
involving BAME staff remains high at

37 50% 37.50% as this group only makes up
24% of the workforce.
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Grievance

2016-2017

Additional Information

The percentage of grievance cases
involving BAME staff has risen from
42% in 2015/16 to 60% in 2016/2017.
This group only makes up 24% of the
workforce.

However, the overall number of
grievances fell to 10 in 2016/2017 from
31in 2015/2016.
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2016-2017
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Leavers

2016-2017

Employees Leaving Council

951
Male 34.12%
Female 65.88%
Not Known 22.87%
BAME 19.78%
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Leavers

2016-2017

26.97%

Additional Information
There were 551 leavers in 2016/2017. \
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Redundancies

2016-2017

Additional Information

There has been a sharp drop in

redundancies from 346 in 2015/16 to 113
in 2016/17.

In this period there were 67 voluntary
redundancies and 46 compulsory
redundancies.
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Dismissals 2016-2017

Additional Information
Disabled -

Yes

16% This data includes dismissals for

conduct, medical capability and failed
probation. There were 24 in total: 12
for medical capability, 11 for conduct
and 1 for failed probation.

Female
50%

The percentage of BAME employees
being dismissed has increased
significantly by 24.62% since 2015/16.

45.83%

41.67% 66 - 70 | G 33
61-65 G :::
s51-c0 [ 0
41-s0 I 0 5
31-40 N 2.7
25-30 | 33

White BAME Not Known Under 25 [ 2 7%

12.50%
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City of Wolverhampton Council

Equality in Employment Monitoring Report 2016- 2017

e Introduction

The Equality Act 2010 replaced previous anti-discrimination laws with a single Act. It
simplified the law, removing inconsistencies and making it easier for people to
understand and comply with. It also strengthened the law in important ways to help
tackle discrimination and inequality.

The pubilic sector Equality Duty came into force on 5 April 2011. The Equality Duty
is supported by specific duties which require public bodies to publish relevant,
proportionate information demonstrating their compliance with the Equality Duty and
to set themselves specific, measurable equality objectives.

Under the Equality Act 2010, people with protected characteristics are protected
from discrimination. There are nine protected characteristics;

Age

Disability

Gender reassignment

Marriage and civil partnerships (but only in respect of eliminating unlawful
discrimination)

e Pregnancy and maternity

e Race - this includes ethnic or national origins, colour or nationality

¢ Religion or belief — this includes lack of belief

e Sex

e Sexual orientation

o @ 6 o

2. Scope of the Equality Monitoring Report (Employment)

The 2016 - 2017 Equality Monitoring Report provides an analysis of workforce data
for the period 1 April 2016 to 31 March 2017 for all staff (excluding schools staff).
The statutory requirements of the Equality Act 2010 have been considered in
producing this report and in compliance with the requirements of the Act this report
will be made accessible to the public via the council’'s website.

Section 3 of the report gives an overview of the workforce.

Section 4 provides information on pay and grading with characteristic breakdown
Section 5 promotion opportunities

Section 6 gives details of training

Section 7 gives an analysis grievance and disciplinaries

Section 8 contains data about employees leaving the Council
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3. Overview of the Workforce

During the monitoring period of 1 April 2016 to 31 March 2017 on average the
Council employed 4,368 staff (excluding schools staff). As of 31 March 2017 there
were 4305 employees, this is a decrease in staff reported numbers (4546) in
2015/2016.

The proportion of women in the workforce has remained similar this period at
71.66% compared to 2015/2016 (71.45%) reporting period. The gender split trend
over the last three years has remained consistent at approximately 72% female and
28% male making up the workforce.

National census data shows that the working age population has been consistent
with mid term estimates for 2014 (159,356) and 2015 (159,746). Wolverhampton
census data for mid term estimates (2015) shows a relatively even split in terms of
gender for the working age population 50.07% male and 49.92% female.

Women make up the higher percentage of the workforce in the lower graded posts of
grade 1 to 4 with 89.85% of women paid a grade 2 salary. Women still remain the
higher percentage of part time workers in the workforce at 87.68%. VWomen also
make the higher percentage of zero hour workers at 245 (57.78%) whilst male
workers equate to 179 (42.22%).

The Black Asian Minority Ethnic (BAME) composition of the working age population in
Wolverhampton is 36% (2011 census). The proportion of BAME staff in the overall
workforce has increased slightly from 2015/2016 to 24.18% (or 1056 BAME staff).
There has been a steady increase of the proportion of BAME employees in the
workforce over the last three years from 22.99% in 2013/14 and 23.89% in 2015/16.

There have been a number of drives in 2015, 2016 and currently in 2017 to capture
equality data, gaps in ethnicity data have reduced from 7.91% ‘not known’ in 2014/15
to 4.24% in 2015/16. However there has been a slight increase in the ‘not known’ for
2016/2017 at 5.86%. As of May 2017, the current drive has shown an increase in ‘not
known' data to 7.27%. This will be continually monitored in anticipation of
improvements in equality data.

The proportion of disabled staff in the workforce has declined slightly this reporting
period to 1.83% from 1.91% in 2015/2016. However there has been a stark increase
in percentage of ‘not known’ data this period at 10.59% from 4.49% in 2015/2016 (6%
increase). Census data (2011) shows that 8% of the active Wolverhampton working
population are deemed disabled. Gaps in equality data will continue to be monitored
(see appendix for action plan).

The data relating to age remains comparable again in this year's monitoring report to
2015/2016. As with previous years, most employees (60.71%) are in the 40 — 59 age
group with 58.10% of the workforce aged 40 years or below. This falls in line with the
Census data (2011) which shows that most of the working population age is between
30 to 44 (20.6%) followed by 35 to 59 age group (18.3%).
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The increase trend we saw on the proportion of employees over the age of 70 in
2015/2016 has remained consistent at 1.4 %.

4. Pay and Grading with characteristic breakdown

The current workforce breakdown highlights that there are 733 (25.97%) male
employees in grades 1 to 5; with 444 (33.71%) male employees in grade 6 to 9 and
34 (48.57%) male employees in grade 10 and above. The highest proportion of males
(75.81%) sit within “Technical’ job families.

In comparison, there are 2089 (74.03%) female employees in grade 1 to 5; with 873
(66.29%) female employees in grade 6 to 9 and 36 (51.43%) female employees in
grade 10 and above. The highest proportion of women (91.10%) sit within ‘Clerical
and Administration’ job families.

Looking into the breakdown of the higher grades of 12 to 16; there were 6 females
compared to 11 males within those grades.

Overall there are 424 employees on zero hour contracts; 57.78% (245) of these are
femate whilst 42.22% (179) are male.

Within grades 1 to 5 there are a total of 1954 (69.34%) white employees; with 739
(26.22%) BAME employees and 125 (4.44%) ‘not known’ employees. [n grades 6 to
9 there are a total of 969 (73.04%) employees; with 323 (24.60%) BAME employees
and 31 (2.36%) ‘not known’. In grades 10 and above there are 57 (83.82%) white
employees, 6 (8.82%) BAME employees and 5 (7.35%) ‘not known’ employees.

Of those 17 employees in grade 12 to 16, 13 categorise themselves as ‘white’ whilst
there are 4 ‘unknown’.

In respect of recruitment there was an increase in applications as a whole this year
with a total of 9798 applicants, compared to 6438 applications in 2015/2016. There
has been in an increase in positions advertised this year (515) compared to last year
(471). There was a total of 6048 female applicants in this reporting period compared
to 3821 in 2015/2016 representing an increase of 36.82%.

During this monitoring period it is to be noted that applications increased within all
ethnic categories. This reporting period there was 37.15 % of BAME applicants
compared to 35.03% in 2015/2016. There were 62.28 % of white applicants compared
to 54.40% in 2015/2016.

Looking further into applicant breakdown based on religion or belief for 2016/2017;
321 applicants categorised themselves as Hindu; 34 (3.53%) of these were shortlisted
with 1 (0.60%) appointed. In comparison to 2015/2016, whereby 253 Hindu applicants
applied of which 39 (3.57%) were shortlisted with 1 applicant being successful.

Furthermore, 496 (5.06%) were Muslim applicants however, 25 (2.60%) were
shortlisted and 3 (1.80%) were appointed. In comparison for the period of 2015/2016
there were 263 (4.09%) of applicants which 45 (4.12 %) were shortlisted and 1 was
appointed.
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There were 948 (9.68%) Sikh applicants this period of which 80 (8.31%) were
shortlisted and 15 (8.98%) were appointed. An increase from 2015/2016 whereby
there were 617 (9.58%) applicants; 110 (10.08%) were shortlisted and 8 (8.08%) were
appointed. The highest number of applicants this period were Christians at 3970
(40.52%) of which 403 (41.85%) were shortlisted and 63 (37.72%) were appointed.

Overall, the number of BAME applicants have increased, in February 2017 all
recruiting managers were required to undertake Unconscious Bias training and the
next equality monitoring report may show more BAME applicants being appointed.

5. Promotion

There were 270 applicants for promotions in 2016/2017. Of these applicants 69 were
male (3 appointed, 15.79%), this is a considerable difference from 2015/2016 when
there were 306 maie applicants (12 appointed, 41.38%).

There was also a high reduction in disabled candidates applying this period compared
to last monitoring period. There were 9 applicants this period compared to 53
applicants in 2015/2016. There was 1 shortlisted in 2016/2017 compared to 19 in
2015/2016. There were none internal disabled employees appointed this year which
is a reduction from 2015/2016 when there were 2 appointed.

Although there were fewer applicants this monitoring period overall, the highest
appointed age group was the 'under 25" at 31.58%.

40% of applicants were BAME with 36.84% being appointed. In comparison, there
were 59.26%White applicants with 63.16% being appointed, indicating that there is a
correlation between ethnic background and being internally promoted.

There were 113 (41.85%) Christian applicants of which 23 (39.66%) were shortlisted
and 12 (63.16) were appointed. There were 97 applicants who selected ‘none’ for
religious beliefs of which 20 (34.48%) were shortlisted and 4 (21.05) were appointed.
However, the data for 2016/2017 identifies that no internal applicants from Hindu or
Muslim backgrounds were appointed. In detail; 8 (2.96 %) Hindu applicants applied
and 5 (8.62%) were shortlisted, with none successful. Furthermore, there were 7
(2.59%) Muslim applicants of which none were shortlisted or appointed. There were 3
appointments from Sikh applicants compared to 2 applicants in 2015/2016. It is
anticipated that improvements will be made in the future (see appendix for action plan).

6. Training
In respect of training, 3485 employees (79.78%) completed some form of training in
2016/2017. There are no apparent equality concerns as the training data correlates

with the diversity breakdown of the overall workforce. However further improvements
are required in the data that is collated and its breakdown.
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7. Grievance and disciplinaries

The number of grievances raised as a whole have followed previous year's trends and
decreased. In this monitoring period, the total number of grievances raised by staff
was 10 compared to 31 in 2015/2016 and 37 in 2014/2015. This is a decrease of
67.7% from the previous monitoring report. Of the grievances raised, 80% were raised
by female employees and 20% male which is comparable with the gender split in the
workforce. In terms of disability, 1 grievance was raised by a disabled member of staff
compared to 2 in 2015/2016. However, of the 10 grievances raised in 2016/2017, 5
were from employees who categorised themselves as Black which is the same number
of grievances that were received from employees who categorised themselves as
Black in 2015/2016.

The number of disciplinary cases in 2016/2017 has seen a downward trend compared
to 2015/2016. There were 48 disciplinaries in 2016/2017 compared to 55 in
2015/2016. There was a decrease in BAME employees being disciplined in 2016/
2017 (18) compared to the last monitoring period 2015/2016 (24), however the
number of white employees being disciplined this period and 2015/2016 have
remained at the same amount (29 employees).

8. Employees leaving the Council

Overall staff turnover (excluding schoals) including both voluntary and involuntary has
decreased from 735 leavers in 2015/2016 to 551 leavers in 2016/2017.

The main reasons for leaving are: resignation (43.74%); end of fixed term (20.51%);
voluntary redundancy (12.16%); dismissals for medical, conduct and failed probation
(4.36%) as well as retirement (4.36%).

There were a total 556 new starters during the period, comprising of 390 females
(70.14%); 208 (37.41%) white employees.

Of the 556 new starters, there were 113 BAME employees however 235 employees
whose ethnicity is ‘not known' (at the point of obtaining this data, as mentioned
oreviously this may change based on the recent drive for data). This is an increase
from last year by 133 (56.6%) ‘not known’. Furthermore, there were 442 (79.5%) new
starters whose disability is ‘unknown’. Further analysis will be required to review the
peak in ‘not knowns’ data.

This year there were 113 redundancies which comprised of 67 (59.3%) that were
voluntary redundancies and 46 (40.7%) compulsory redundancies. This is 67.3%
reduction in redundancies as a whole since 2015/2016.

In 2016/2017 there were 73 females and 40 males who left by means of redundancy.
76 (67.26%) of these leavers were white and 33 (39.20%) were BAME, 4 (3.54%)
were ‘not known’. 6 (5.31%) of these leavers were deemed as disabled.

Turnover and redundancy data collected shows no immediate equality concerns as
the disability, BAME and gender percentages are reflective of the overall workforce.
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The dismissals data collected includes dismissals for conduct and medical capability,
the number of dismissals have followed the downward trend that was seen in
2015/2016. There were 24 dismissals this year, of these 12 (50%) were for medical
capability (7 white employees and 4 from BAME employees and 1 not known
employee), 11 (46%) for conduct (7 BAME employees, 3 white employees and 1 not
known) and 1 (4%) for failed probation (1 not known employee). There was an
increase of 27.27% of disabled employees being dismissed for conduct in 2016/2017
compared to none in 2015/2016.

The number of white employees dismissed overall in 2016/2017 equates to 41.67%
(10) followed by black employees at 29.17% (7). In 2015/2016 there were 23
(69.70%) white employees dismissed followed by 3 (9.09%) Asian/ Asian British
employees dismissed.

Overall, 7 BAME employees in 2016/2017 were dismissed for conduct compared to
3 BAME in 2015/2016. To breakdown the BAME further there were 6 (54.55%) black
employees being dismissed for conduct in 2016/2017 compared to 1 (12.50%) in
2015/2016. Further analysis will be undertaken to investigate the reasons for this
increase (see appendix for action plan).
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City of Wolverhampton Council

Equality Report

2016-2017

Additional Information

Overall staff headcount has
decreased from 4,546 in March 2016

to 4,305 in March 2017. The
average headcount for 2016 - 2017
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Pay & Grading
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Recruitment 2016-2017

Additional Information

During the period of 1 April 2016 to 31 March
2017 there were 9,798 applicants for 515 posts.

12.05%

34.58%

The number of BAME applicants for jobs has
increased in the past year although there is still
62.28% a difference in the number of BAME applicants

55.97% 53.37%
(37.15%) compared to the percentage who are
appointed (22.75%).
Applications Shortlisted Appointed White applicants were more successful at being

appointed overall.
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Recruitment 2016-2017

207/ 11.42%

61.73%
60.12%

61.68%
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32.60% g
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Disabled Yes mDisabled No ®mNot Known
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Promotion

74.44% 82 76% 84.21%

Applications Shortlisted Appointed

mMale Female

98.28% 100.00%

Applications Shortlisted Appointed
Disabled Yes mDisabled No

2016-2017

Additional Information

For the purposes of this report, Promotion has
been defined as internal candidates who have
applied for jobs who are not redeployees.

During the period of 1 April 2016 to 31 March
2017 there were 270 applicants for promotion.

0.74%

40.00% 39.66% 36.84%

59.26% 60.34% 63.16%

Applications Shortlisted Appointed

White mBAME ®mNot Known
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Promotion

2016-2017
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Training 2016-2017

68.78% Vi 71.87% . iti i
68.78% 69.07% 1:87% Additional Information
! The data for training only covers online
training completed via the Council's
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2016-2017

60 42% Additional Information )

The percentage of disciplinary cases
involving BAME staff remains high at

37 50% 37.50% as this group only makes up
24% of the workforce.
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Grievance

2016-2017

Additional Information

The percentage of grievance cases
involving BAME staff has risen from
42% in 2015/16 to 60% in 2016/2017.
This group only makes up 24% of the
workforce.

However, the overall number of
grievances fell to 10 in 2016/2017 from
31in 2015/2016.
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2016-2017
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37.41%
20.32% 556
Male 30%
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Leavers

2016-2017

Employees Leaving Council

951
Male 34.12%
Female 65.88%
Not Known 22.87%
BAME 19.78%

White
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Over 70
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Under 25
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E————
Disabled Yes
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24.68%
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77.31%
19.78%
Disabled No Not Known
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Leavers

2016-2017

26.97%

Additional Information
There were 551 leavers in 2016/2017. \
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Redundancies

2016-2017

Additional Information

There has been a sharp drop in

redundancies from 346 in 2015/16 to 113
in 2016/17.

In this period there were 67 voluntary
redundancies and 46 compulsory
redundancies.
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Dismissals 2016-2017

Additional Information
Disabled -

Yes

16% This data includes dismissals for

conduct, medical capability and failed
probation. There were 24 in total: 12
for medical capability, 11 for conduct
and 1 for failed probation.

Female
50%

The percentage of BAME employees
being dismissed has increased
significantly by 24.62% since 2015/16.
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