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1. HR Equality Duty Information Report:  An Introduction 
The concept of equality and diversity encompasses acceptance, fairness and respect. It 
means understanding that each individual is unique, and recognising our individual 
differences.   

As a public body, Calderdale Council’s approach to equality is to align its work to meet 
the requirements of the Equality Act 2010 and the Public Sector Equality Duty covering 
the following nine protected characteristics:    

Age, disability, sex or gender reassignment (the process of transitioning from one gender 
to another), marriage and civil partnership, pregnancy and maternity, race, religion or 
belief and sexual orientation.  

One of our main priorities as a council is to reduce inequalities. It is a part of our ongoing 
mission to ensure academic, financial and health equality for all by creating social 
cohesion in our community and in our workforce. 

We understand that simply having diversity in our workforce is not enough; we must 
create an inclusive environment where staff feel valued  and respected regardless of who 
they are and whatever background they come from, so that they contribute their best at 
work.  

Therefore we will aim to create a workforce that is representative of our community, 
knowing that embracing difference enhances the capability of the Council to; 

 Value  the diverse skills and perspectives that a wider talent pool will bring to the 
workplace,  

 Ensure our services are provided by knowledgeable and well-equipped employees 
who understand the needs of our diverse workforce and communities,  

 Challenge discriminatory practice and behaviour within the workplace, including   
bullying and harassment in any form, in addition we will endeavour to protect our 
employees from any form of third party harassment,  

 Implement effective and innovative workplace policies and procedures to further 
equality improvement, 

 Expect our suppliers and partners to actively support us in achieving a diverse and 
inclusive culture and to be able to demonstrate this. 

We continue to face real challenges in providing efficient and effective services in the 
current economic times.  

The data used to create this report is extracted from the Council’s Human Resources 
(HR) systems and covers the period 1st November 2015 to 31 October 2016. Our 
previous equality duty reports have been based around number of staff posts, but this 
year we have decided to analyse data based on employee head count. This is to 
increase the accuracy and precision of our data. As of 31st October 2016 we have 2,945 
Council employees of which 1,697 are in full time posts and 1,248 are in part time posts. 
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Since 2015 the Council’s workforce has decreased by 30 full time posts and 153 part 
time posts. 

We have excluded Schools’ employees from this report as Schools are subject to 
publishing their own equality progress reports.  

2. Policy Development and Decision Making 
Although the Public Sector Equality Duty does not require public sector bodies to 
complete an equality impact assessment form we will continue to use this framework as a 
powerful service improvement tool. The Council has taken the approach that if we are to 
pay due regard to the aims outlined in the duty we will ensure our HR policies and 
procedures comply with current legislation and case law. We will continue to inform our 
equality practise through consultation with qualified practitioners and employee reference 
groups who have the knowledge, understanding and experience. 

3. Accountability, Performance Management and Reporting 
Our performance will be monitored through the Corporate Leadership Team and the 
Corporate Equality Working Group. There is recognition of the potential for 
disproportionate impact on groups protected by the Equality Act as we seek to achieve 
future resource savings.  The Council does not shy away from making difficult decisions; 
however these decisions will be fair and considerate of service and/or employment 
impact. 

4. Developing Our People 
We provide Equality and Diversity training to all our employees as part of their induction 
programme. To ensure all employees are up-to-date with their knowledge of Equalities, 
refresher training is an integral part of continuous development. Between 1st November 
2015 and 31st October 2016 63% of our staff have completed equality and diversity 
training. In 2015 69% of staff had completed equality and diversity training which shows a 
decrease of 6%. The reason for the decline may be due to the reason that this year we 
have decreased the number of people being appointed which was 372 last year and has 
dropped to 292 this year. Equality and Diversity training is a part of the induction 
programme so the latest fluctuations in our workforce levels could be affecting statistics.  

5. Employment Data 
We aim to publish all data we hold in regards to our employees, disaggregated by 
protected characteristics on an annual basis.  It should be noted that we are reliant on the 
information that individuals provide to us – staff are not required to disclose all their 
personal data and this can have an impact on the richness of the data we hold and how 
far the data is broken down.  
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6. Our Workforce Profile 

Gender 

As of 31 October 2016, the profile of 
Calderdale Council consists of 2,945 
employees of whom 980 are male and 1,965 
are female. 50.74% of female employees and 
34.43% of male employees work part time 
hours. 

Although we have seen a decline in the 
number of posts held by men over the past 
five years, there has been a steady increase 
in the proportion of male employees increasing from 31.98 % in 2012 to 33.28% in 2016. 

Disability 

To ensure equality of 
opportunity in employment, 
it is important that we meet 
the needs of people with 
physical, mental, sensory or 
learning disabilities when 
designing and delivering our 
services.  

The disability declaration 
rate has shown a slight 
decrease since last year, 
from 94.28% to 93.79%. In 
2015 118 employees declared a disability and the statistic has remained the same for this 
year. From the number of individuals declaring they have a disability 58 are men and 60 
are women. From the 118 staff of who have declared a disability 64 are in full time posts 
and 54 are in part time posts. 

Age 

Over the past year, there has 
been a reduction in 
employees across the 
majority of age groups, with 
the biggest reduction in age 
bands 35 to 44 (-0.54%). 
However we have seen a rise 
in our 16-24 years age group 
(+ 0.34%). We have seen a 
slight decrease in the age 

Male  
33.28% 

Female 
66.72% 

Workforce by Gender 

Disability - No, 
89.10% 

Disability - Yes, 
4.01% 

Disability - 
Rather Not 

State, 0.68% 

Disability - Not 
Provided, 

6.21% 

Workforce by Disability 

4.62% 
16-24 

14.97% 
25-34 

20.75% 
35-44 

33.75% 
45-54 

23.56% 
55-64 

1.87% 
65-70 

0.48% 
70+ 

Workforce by Age 
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band 45-54 (-0.11%) but have maintained a steady balance of our 70+ age band which is 
the same as last year (0.48%).  

There are 42 apprentices, which represents 1.43% of the workforce.  26 apprentices are 
in the age band 16 to 24 (61.90%) and 12 (28.57%) are in the 25 to 34 band.  The 
additional 4 (9.52%) apprentices are in the 35 to 44 years age group. 

Ethnicity 

Calderdale has a rich and diverse multicultural range of communities. According to 
Census 2011 there were 21,039 Calderdale residents from ethnic minority backgrounds 
which is 10.3% of the total population.  This includes 13,932 residents of working age 
from an ethnic minority background which is 8.5% of the working age population. 
The Council is striving towards retaining a workforce that reflects the diversity of the 
community it serves. 

(Graph of the current make up of our workforce by ethnicity) 
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In the last year we have seen a rise in the proportion of all Black Asian Minority Ethnic 
(BAME), except for the “Other” band, where there has been a slight drop from 0.48% to 
0.34%. BAME is defined as all those declaring any ethnic background other than White. 
The proportion of Asian staff has increased from 4.76% last year to 4.82% this year, staff 
of Black origin have increased from 1.09% last year to 1.19% this year, and the number 
of Mixed staff has increased from 1.21% last year to 1.32% this year. However when 
looking over the last 5 years we have continued to improve year on year in increasing the 
overall number of BAME staff working for Calderdale Council. 

The proportion of employees who are BAME has shown a steady increase over the past 
5 years from 5.84% to 7.67% (an increase of 1.83%; an increase from 215 to 226 
employees). Employees from Mixed backgrounds have increased from 0.82% in 2013 to 
1.32% (an increase of 0.5%; an increase from 30 to 39 employees). Number of Asian has 
increased from 3.86% to 4.82% (an increase of 0.96%but remained at 142 employees) 
over last 5 years. This shows that despite the total number of the workforce being 
reduced, we have managed to retain the number of staff who are of Asian origin. The 
number of Black staff has increased from 0.76% to 1.19% (increase of 0.43%; an 
increase from 28 to 35 employees) and staff from “Other” origin has decreased slightly 
from 0.40% to 0.34% (a decrease rate by 0.06%;a decrease from 15 staff to 10). 

8.5% of Calderdale’s working age population are from ethnic minority backgrounds and 
12% of our apprentices are from a BAME background. 
In regards to BAME apprentices we are currently not only representative but above 
representative of the community that we serve. 

The ethnicity declaration rate remains fairly stable at 94% with 165 employees who have 
not provided a response and 11 have chosen not to declare. 
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Religion or Belief 

The richness and diversity in Calderdale includes a wide range of religions or beliefs, 
including people who do not have a religion (Atheist). Religious beliefs include Christian, 
Buddhist, Hindu, Jewish, Muslim, Sikh and Atheist.  

The declaration rate of religion or belief continues to grow. In comparison to 2015 this 
has increased from 34% to 47% this year. This shows an increase of 13% in the space of 
a year. The declaration rates have improved year on year and in the last 5 years we have 
seen a rise of people declaring their religion or belief (34%). We continue to strive to 
improve the number of declaration rates by promoting an inclusive and diverse culture. 

  

Of those employees that have provided a specific response, 682 (23.16%) identify 
themselves as Christian and 6.68 %(197) as another religion (this includes Muslim, 
Jewish, Hindu, Sikh, Buddhist and Other. 441 (14.97%) have declared as having no 
religion, while 1554 (52.77%) have chosen not to provide a response and 71 (2.41%) 
would “Rather not State”. 
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Sexual Orientation 

Research by Stonewall (a Lesbian, Gay, Bisexual and Transgender (LGBT) charity) 
continues to suggest that 5-7% of the population are gay, lesbian or bisexual. However, 
there is no hard data on the number of lesbians, gay men and bisexuals in the UK as this 
question is not included in the National Census.  

 

 

The declaration rate of sexual orientation has also continued to grow in the last year. In 
comparison to 2015 this has increased from 32.71% to 46.45% in 2016. This shows an 
increase of 13.74% from last year. This is still a low figure which makes it difficult to 
extract meaningful statistics. 

Of those employees that have provided a specific response, 1,239 (42.07%) identify 
themselves as Heterosexual and 46 (1.56%) as other sexual orientations (which includes 
Bisexual, Gay Man and Gay Woman or Lesbian) with 83 (2.82%) preferring not to say. 
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Lesbian, 0.75% 
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Not Provided, 
53.55% 

Workforce by Sexual Orientation 



 

10 
  

Length of Service 

Last year we had 1828 (58.44%) employees that had been in the organisation for less 
than 10 years, however this year we have 1568 (53.24%) employees that have worked 
for Calderdale Council for less than 10 years. This year 412 (13.99%) employees have 
served in the organisation for 20+ years which has increased from last year (398 
employees 12.72%).  

 

 
7. Pay and Remuneration 
 
The average (mean) salary is an average of all Full Time Equivalent salaries (FTE). This 
is calculated by adding all the FTE salaries and dividing the total by the number of 
employees.  
Top 5% earners  
158 employees make up the top 5% of earners group, a decrease of 16 employees from 
2015 (9 males 7 females).  The average salary of the top earners is £50,473.68pa.  Of 
this group, 97 (61.39%) are female and 61 (38.61%) are male, which still represents a 
disparity against the overall employee profile (female 66.72%, male 33.28%), meaning 
that females are generally in lower paid roles, but shows a narrowing of the gap 
compared to 2015 (female 59.77% and male 40.23%). In relation to ethnicity, the 
declaration rate for this group is 95.57% (151 employees). The majority of top earners 
(90.51%, 143 employees) are from a white background, with 8 (5.06%) from a BAME 
background, 2.61% below the council workforce profile. The highest occurrence of top 
earners is in the 45 to 54 age group (43.67%, 69 employees), followed by 55-64 age 
group (31.65%), and then the 35-44 age band (18.35%). The age bands 16-24 (0%). 25-
34 (5.06%) and 65-70 (0.63%) are in the minority of top earners. 4.01% of the workforce 
declares they have a disability, 3 (1.90%) of these employees are within the top earner 
group, the same as 2015. 

Under 1, 7.67% 
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Under 5, 
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5 to 
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10 to 
Under 20, 

32.77% 

20 to Under 30, 
9.85% 
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Length of Service 
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Gender 
The overall average Full Time Equivalent (FTE) salary is £24,447.97 for Calderdale 
Council.  The average FTE salary for female employees is £24,254.26, which is the 
equivalent to 97.64% of the male average (£24,836.36). This shows a widening of the 
pay gap from last year when the average salary of a female was £23,902.89, which was 
the equivalent to 98.74% of the average salary of a male (£24,206.83).  

The average female salary for full time employees is £27,985.97 which is only marginally 
higher than that of males (£27,035.25).Part time females earn on average £20,631.10 
whereas males earn £18,449.95. 
 
Whilst the average in each category is higher for females, the higher proportion of female 
working part-time hours is 50.74% compared to males which is 34.43% means that their 
overall average salary is lower.  This is further reinforced by the lower salaries of females 
at higher levels compared to male staff. In 2015 the proportion of females working part 
time hours was 52.17% and 30.30% for males. 
 
 

 Full-Time Part-Time Total  

Female £27,985.97 £20,631.10 £24,254.26  

Male £27,035.25 £18,449.95 £24,836.36  

Total £27,577.56 £20,192.42 £24,447.97  
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Age 

The highest average salary occurs in the 35 to 44 age group, which has remained the 
same from last year.  Those in the 16 to 24 and 65+ age groups have the lowest average 
FTE salary. The 16-24 age band tend to be in trainee, administrative and apprentice 
roles. However this is something we are looking to address with the new Leading the 
Way Scheme so that we can inspire and train those who have the drive to progress into 
senior roles.  

For males the highest average salary is in the 55 to 64 age group, whereas last year it 
was the 45-54 age band. 

For females the highest average salary is in the 35-44 age group which is the same as 
last year. 

 

 

 

 

 

 

Disability  

The average salary of those employees declaring a disability (118 staff) is lower than 
those who do not have a disability. Staff with a disability are in various roles across the 
Council. 

£17,034.17 

£23,032.13 

£26,101.12 

£25,355.80 
£24,528.06 

£19,586.65 £19,588.74 
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16-24 25-34 35-44 45-54 55-64 65-69 70 +

Average FTE Salary By Age  

 Female Male Total  

16 to 24 £17,072.66 £16,979.19 £17,034.17  

25 to 34 £23,666.76 £21,837.54 £23,032.13  

35 to 44 £26,195.87 £25,898.98 £26,101.12  

45 to 54 £24,929.77 £26,332.01 £25,355.80  

55 to 64 £23,472.23 £26,550.99 £24,528.06  

65 to 70 £18,487.61 £20,685.69 £19,586.65  

70 plus £20,422.00 £18,982.73 £19,588.74  
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 Female Male Total  

Yes £23,589.87 £22,251.64 £22,932.10  

No £24,040.92 £25,150.76 £24,403.40  

Rather Not State £25,794.82 £22,827.33 £24,459.45  

Not Provided £27,402.97 £23,024.80 £26,063.20  
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Ethnicity  

Of those from a BAME background the highest average salaries occur amongst people of 
Black origin, with those from “Other” backgrounds having the lowest average salaries.  
When considering gender, females from a “Black” background have the largest average 
salary with “Other” backgrounds having the lowest average salary.  However when it 
comes to males those who have declared to “Rather Not State” have the highest average 
salaries and those form background “Other” still have the lowest average salary. Since 
2015 Black employees did and still have a higher average salary than those of “White 
British” and “White Irish and Other” origin. The total highest average salary when 
considering all groups occurs among those who have declared “Rather Not State”. 

 

 

 Female Male Total  

White - British £24,245.50 £25,374.64 £24,601.45  

White - Irish or Other £22,376.27 £23,869.09 £24,980.63  

Mixed £24,411.54 £22,072.96 £23,751.94  

Asian £25,109.21 £22,953.77 £24,192.00  

Black £27,142.65 £23,919.70 £25,761.39  

Other £19,997.62 £21,140.25 £20,413.12  

Rather Not State £23,649.33 £31,454.60 £27,197.18  

Not Provided £22,740.72 £21,494.73 £22,144.16  
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Religion  

Although the declaration rate is increasing, the percentage of ‘not stated’ or ‘not provided’ 
entries are still at significant levels of under-recording, which we are addressing. We 
have a system that allows staff the opportunity to declare their religion during the 
recruitment process and also have a HR system that enables staff to input this 
information after they have been recruited.  We have decided not to publish the FTE 
salary for Jewish as we have 1 person who has identified themselves as Jewish and feel 
this is sensitive data that should not be disclosed. 
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Average FTE Salary By Religion  

 Female Male Total  

Buddhist £24,774.17 £25,149.60 £24,944.82  

Christian £26,305.15 £27,796.26 £26,724.94  

Hindu £24,240.75 £35,093.00 £26,411.20  

Jewish (Classified) (Classified) (Classified)  

Muslim £24,186.68 £24,136.04 £24,166.17  

Sikh £28,197.71  £28,197.71  

Other £23,468.75 £21,637.79 £22,965.24  

No Religion/Atheist £23,434.99 £25,687.60 £24,279.72  

Agnostic (Undecided) £31,814.17 £34,729.85 £33,139.48  

Rather Not State £23,445.60 £27,208.97 £24,717.72  

Not Provided £23,012.69 £23,241.19 £23,093.56  
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Sexual Orientation  

The majority of employees do not report their sexual orientation, therefore meaningful 
analysis is difficult. We are trying to encourage higher declaration rates by promoting 
equality for the LGBT (Lesbian, Gay, Bisexual and Transgender) community which is 
very much enshrined in our values and behaviours. In conjunction to this we have a staff 
LGBT group. Membership is open to all lesbians, gay men, bisexual and transsexual 
people who work for the Council. The group offers support for LGBT employees, 
promotes understanding of LGBT issues and the group contribute and facilitate 
consultation with LGBT employees. We try to ensure that we have a completely inclusive 
culture so that staff feel safe and supported, which we are hoping will also encourage 
more staff to declare their sexual orientation. 

 

  
Female 

 
Male 

 
Total 

 

Bisexual £19,0511.03 £22,415.44 £21,095.25  

Gay man 
 

£32,189.08 £32,189.08  

Gay woman or lesbian £28,618.32 
 

£28,618.32  

Heterosexual £25,554.25 £26,798.94 £25,938.01  

Rather Not State £25,478.61 £23,314.86 £25,526.45  

Not Provided £23,016.85 £25,644.04 £23,121.92  
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8. Recruitment and Promotion       
Gender  

The figures show that from last year we have seen a decrease of 5.17% in the number of 
females appointed internally last year (65.88%) compared to this year (60.71%).However 
we have seen an increase in the number of males appointed internally this year (39.29%) 
compared to last year (34.12%). It is suggestive that there has been some progress 
made with addressing the gender gap in internal recruitment. The increase is partly due 
to the Future Workforce Programme (FWP), which is an internal portal where employees 
are matched to internal jobs based on their skills and experience. However we have seen 
a marginal decline in the number of males recruited externally this year (37.67%), 
compared to last year (42.47%).  

 

 

 

 

External Recruitment    Internal Recruitment 
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62.33% 

Male, 
37.67% 

External Applicants 
Appointed By Gender 

Female, 
60.71% 

Male, 
39.29% 

Internal Applicants 
Recruited By Gender 

 Applied Shortlisted Appointed  Interviewed Appointed 
Female 3253 729 182 Female 577 68 

Male 2331 512 110 Male 327 44 
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Age 

This year we have seen an increase in applications across all age ranges but particularly 
from 20-24 year olds. This is likely due to our ongoing Apprenticeship Scheme. Internally, 
we are seeing more 25-29 year olds being appointed with 18.75% of the total number of 
appointments. This is up from 11.76% last year. We have seen a general surge across all 
age bands that have been appointed internally with only a marginal decrease in the 60+ 
age group.  
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The most successful age group from application to appointment is 20-24 for external 
recruitment and 25-29 for internal recruitment. 
Since 2015 the number of internal employees appointed in the 25-29 and 45-49 age 
groups has more than doubled. In 2015 25-29 age group (10 recruited) and 2016 (21 
recruited) and in 2015 the 45-49 age band (8 recruited) and in 2016 (17 recruited). 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

     

     

     

     

     

     

     

     

     

     

     

External Recruitment       Internal Recruitment  

 
Applied Shortlisted Appointed Interviewed Appointed 

        16-19 years 459 118 37 21 2 

20-24 years 1139 234 55 127 13 

25-29 years 794 173 37 122 21 

30-34 years 548 130 31 80 12 

35-39 years 467 96 22 90 11 

40-44 years 548 126 34 84 14 

45-49 years 517 124 23 155 17 

50-54 years 435 105 26 139 15 

55-59 years 274 66 13 55 6 

60+ years 115 23 7 31 1 

Rather Not State 288 46 7 0 0 
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Disability 

Last year’s external applicants showed that 100% of applicants stated their disability 
status, which has remained the case for this year. However last year 41.18% internal 
applicants opted to not state if they had a disability. This year only 6.25% of internal 
applicants have stated that they would “rather not state” if they have a disability. There 
has been a significant increase in the number of internal staff declaring if they have a 
disability. 

Disabled applicants are more successful through external recruitment than internal 
recruitment. 
 

 

 

 

 

 

Ethnicity 

 
 

 

 

 

 

External Recruitment      Internal Recruitment  

 
Applied Shortlisted Appointed Interviewed Appointed 

        Yes 405 100 24 53 4 

No 5581 1141 267 791 101 

Rather Not State 0 0 0 60 7 
 

   
  
  

    
 

No, 
91.78% 

Yes, 
8.22% 

Appointments by Disability 
 (External Recruitment) 

No, 
90.18% 

Yes, 3.57% 

Rather 
Not State, 

6.25% 

Appointments by Disability 
(Internal Recruitment) 
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Ethnicity 

Compared to last year there has been an improvement in the appointment of BAME staff 
for external recruitment with the exception of the Black minority, which has decreased 
from 2.69% last year to 0.68% this year, but has marginally increased for internal 
recruitment by 1 employee. The most significant progress has been within the Asian 
minority, where 28 Asian staff were appointed externally last year (7.53%), but this year 
this has increased to 34 staff (11.64%).This is also true for the number of internal Asian 
staff recruited; A total of 5 internal Asian staff were appointed last year whilst as this year 
we have recruited 7 Asian employees. The number of Mixed employees recruited 
internally also increased this year. 

   

   

 

 

 

 

 

 

 

All managers and those involved in the recruitment process receive training in 
unconscious bias to raise awareness of subconscious preconceptions about people.  An 
independent quality assurance of the recruitment and selection process has been 
undertaken this year. This was carried out by our internal audit team who analysed our 
entire recruitment process from start to finish.   

White 
British, 78% 

White 
Irish or 
Other, 
2.05% 

Mixed , 
4.12% Asian, 

11.64% 

Black, 
0.68% 

Other, 2.05% 

Rather Not 
state, 1.03% 

Appointments By Ethnicity (External 
Recruitment) 

External Recruitment       Internal Recruitment  

 
Applied Shortlisted Appointed Interviewed Appointed 

White British 4104 930 229 724 98 

White Irish or Other 124 29 6 40 1 

Mixed 242 56 12 26 4 

Asian 803 173 34 69 7 

Black 139 23 2 14 1 

Other 108 24 6 31 1 

Rather Not State 64 6 3 0 0 
 

White 
British, 
87.50% 

White Irish 
or Other, 

0.89% 

Mixed , 
3.57% 

Asian, 
6.25% 

Black, 
0.89% 

Other, 
0.89% 

Appointments By Ethnicity 

(Internal Recruitment) 
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Religion or Belief 

 
Last year we had a slight decrease in people applying to work at Calderdale who are of 
Christian denomination; there has however been an increase in the number applying both 
internally and externally this year but a decline in the number appointed. On the other 
hand we have seen an increase in the last year with the number of Muslims both applying 
and being appointed externally and internally. There has been an increase of 1.76% of 
Muslim staff appointed internally and an increase of 5.46% appointed externally. The 
data below does not show appointment of Buddhist, Jewish and Sikh staff as none were 
appointed externally, and internally no Buddhist, Hindu, Jewish and Sikh staff were 
appointed internally. Analysis shows that a lower number of people from faith 
backgrounds apply.  

 

 

 

 

 

 

 

 

 

 

 

 

 

Christian, 
13.39% Muslim, 

6.25% 

No 
Religion, 
79.46% 

Other, 
0.89% 

Rather Not 
State, 
6.25% 

Appointment By Religion 
(Internal Recruitment) 

External Recruitment       Internal Recruitment  

 
Applied Shortlisted Appointed Interviewed Appointed 

Buddhist 19 1 0 0 0 

Christian  1907 438 105 133 15 

Hindu 24 2 1 4 0 

Jewish 11 2 0 0 0 

Muslim 810 172 34 61 7 

Sikh 12 0 0 1 0 

Other 897 212 49 3 1 

No religion 1545 346 82 363 89 

Rather not state 359 68 21 339 7 
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No 
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Appointment By Religion 
(External Recruitment) 
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Sexual Orientation (including civil partnerships) 

In comparison to the figures from last year, we have seen an increase in the number of 
gay men appointed externally and internally; there has been a marginal increase of 
0.89% of internal recruitment and a 0.29% increase externally. We have seen a decrease 
in the number of all other sexual orientations except heterosexual. However we have 
seen a rise in the number of applications from Bisexual, Gay men and Gay 
women/Lesbians compared to last year. The number of people that would ‘rather not 
state’ when applying for jobs, differs from internal and external applications, this is down 
to the different systems that are used to collect the data for application forms, many of 
these ‘rather not state’ figures are simply blank fields that have not been entered rather 
than a true reflection of people who would rather not disclose this information. 

 

 

 

 

 

 

 

 

 

 

 

In both external and internal recruitment the percentage of people preferring “rather not 
state” category has fallen externally from 13% to 5%. This shows that applicants are 
becoming more confident in declaring their sexual orientation.   
 

 

Bisexual, 
0.89% 

Gay man, 
0.89% 

Gay woman 
or lesbian, 

0.89% 

Heterosexual, 
91.96% 

Rather not 
state, 5.36% 

Appointments by Sexual 
Orientation (Internal Recruitment) 

External Recruitment       Internal Recruitment  

 
Applied Shortlisted Appointed Interviewed Appointed 

Bisexual 98 20 7 14 1 

Gay man 44 10 4 4 1 

Gay woman or 
lesbian 83 22 7 4 1 

Heterosexual 5097 1138 259 865 103 

Rather not state 262 51 14 17 6 
 

Bisexual, 
2.41% 

Gay man, 
1.37% 

Gay woman 
or lesbian, 

2.41% 

Heterosexual
89% 

Rather not 
state, 4.81% 

Appointments by Sexual 
Orientaion (External Recruitment) 
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9. Turnover 

During the period 1.11.15 to 31.10.16 there was a turnover of 11.36% of staff, based on 
average headcount during the period. 

Resignation accounted for 57.99% of all leavers, with 10.65% leaving due to Early 
Retirement.  All other categories were below 10%. 

In line with last year, the most common involuntary reason was End of 
Contract/Secondment (7.40%), with 5.03% leaving due to compulsory redundancy.     

The proportion of all female leavers (61.83%) is lower than the Council’s gender profile at 
66.72%. There has been a slight increase from last year when females made up 61.39% 
of all leavers.  Male leavers accounted for 38.17% this year which is higher than the 
Council’s gender profile at 33.28%.  There has been a slight decrease from last year 
when males made up 38.61% of all leavers. 

Statistics published by the Office for National Statistics reveal that people are working 
longer than they used to. The average age at which people leave the labour market – a 
proxy for average age of retirement – rose from 63.8 years to 64.6 years for men and 
from 61.2 years to 62.3 years for women between 2004 and 2010.   

Age 

Leavers are broadly in line with the Council’s workforce age profile; although the number 
of leavers aged 55-64 is noticeably higher at 25.74% but this has significantly dropped 
from last year (32.02%). Those aged 24 and under make up 7.99% of all leavers which 
has also decreased from last year (8.66%). 

 

 

 
 

16-24, 7.99% 

25-34, 16.86% 

35-44, 17.46% 

45-54, 22.78% 

55-64, 25.74% 

65-70, 8.58% 70+, 0.59% 

Leaving Reason by Age 
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Disability 
5.03% of leavers have declared a disability. This is representative of 0.57% of the total 
workforce, which is below our workforce profile who declare a disability (4.01%).We are a 
Disability Confident Employer who support staff with a disability as much as possible. 
This includes making adjustments to roles such as ensuring they have specialist 
equipment like orthopaedic chairs, interpreters, lifts to ensure accessibility etc. 

 

 

 

  

  

  

  

 
 
 

 

  

  
 
 
 
 

 
 

 

 
 
 
 
 
 

 2016 
Involuntary 

 
 
 

2016 
Voluntary 

2016 
Total 

16 to 24 13 14 27 

25 to 34 7 50 57 

35 to 44 10 49 59 

45 to 54 25 52 77 

55 to 64 18 69 87 

65 to 70 22 7 29 

70 plus 0 2 2 

Total 95 243 338 

   Involuntary Voluntary         Total 

Yes          7 10         17 

No         79 208       287 

Rather Not State         0 1          1 

Not Provided         9 24         33 

Total     95    243        338 
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Disability - Yes, 
5.03% 

Disability -Rather 
Not State, 0.30% 

Disability -Not 
Provided, 9.76% 

Leaving Reason by Disability 
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Ethnicity 
Last year leavers from a BAME background represented 7.53% of leavers which was 
more in line with the workforce profile of 7.54%. This year, the percentage of leavers from 
a BAME background has increased to 8.10%. Our current BAME workforce profile has 
increased this year to 7.67%. Since 2015 the council’s workforce has decreased by 30 
full-time posts and 153 part-time posts across the council, which could also be reflected 
in the levels of BAME leavers.  

 

 

 

 

                    

 

 

 

 

 

 

 

 

 

 

 

White British, 
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White - Irish or 
Other, 4.74% 

Mixed, 1.79% 
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Black, 0.60% 
Other, 0.30% Not Provided, 
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Leaving Reason by Ethnicity 

  
Involuntary 

 
Voluntary 

 
Total 

White - British 69 193 262 

White - Irish or Other 6 10 16 

Mixed 1 5 6 

Asian 6 14 19 

Black 1 1 2 

Other 0 1 1 

Rather Not State 0 0 2 

Not Provided 12 19 21 

Total 95 243 338 
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Religion 

Although the declaration rate has increased the levels of under recording for religion or 
belief is still low, therefore meaningful trend analysis is not always possible at this stage.  
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Leaving Reason By Religion 

 Involuntary Voluntary Total  
Christian 16 53 69  
Buddhist 0 0 0  

Muslim 2 7 9  
Hinduism 0 1 1  
Agnostic 0 1 1  

Other 0 4 4  
No 

Religion 
16 37 53 

 

Rather not 
state 

3 8 11 
 

Not 
Provided 

58 132 190 
 

Total 95 243 338  
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Sexual Orientation 

Although increasing, the declaration rate for sexual orientation is still low; therefore 
meaningful trend analysis is not possible at this stage.    

 

 Involuntary Voluntary Total 

Gay man 1 3 4 

Gay woman or lesbian 1 2 3 

Heterosexual 34 98 132 

Bisexual 1 3 4 

Rather not state 2 6 8 

Not Provided 56 131 187 

Total 95 243 338 
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10. Grievances, Harassment and Bullying, and Dismissals 

Data collected in regards to the above is gathered from the employees concerned, who 
do not however have an obligation to disclose any protected characteristics.  Where 
complaints of harassment or bullying are made, the Council take these very seriously and 
will investigate. The Dignity at Work Policy complies with the Equality Act 2010. In 
addition, the Council’s Induction for new employees ensures that they are fully briefed on 
the Council’s expectations on how to access and report any incidents of harassment 
under the Dignity and Respect Policy. Analysis of the data below does not reveal any 
equality concerns.   
 
Human Resources Advisors and Contact Officers work with managers and employees to 
support them in resolving any issues raised, so that they can be dealt with in an 
appropriate and timely manner, and ensure that measures are put in place to prevent any 
further reoccurrence.  The table below illustrates the data collected for all Council 
employees, disaggregated by protected characteristics. 
Characteristic Ill Health Disciplinary Grievance Bullying & 

Harassment Cases 

Total Cases 18 20 5 3 

Ill Health Terminations 11 0 0 0 

Ill Health Retirement 7 0 0 0 

Gender Female 13 8 0 0 

Male 5 12 5 0 

Disability 
 
 

No Disability 16 19 5 0 

Disability 2 1 0 0 

Not Provided 0 0 0 0 

Ethnicity Asian Pakistani 0 1 1 0 

White & Black 
African 

1 0 0 0 

Caribbean 0 1 0 0 

White British 15 14 3 0 

Black Caribbean 0 1 0 0 

Not Provided 1 3 1 0 

White Other 1 0 0 0 

Religion or 
belief 

No Religion 4 2 0 0 

Christian 1 5 2 0 

Muslim 0 1 1 0 

Prefer not to 
Disclose 

1 0 0 0 

Not provided 12 12 2 0 

Other Religion 0 0 0 0 

Buddhist 0 0 0 0 

Age 16 - 49 6 12 3 0 

50 - 69 12 8 2 0 

70 - 75 0 0 0 0 

Sexual 
Orientation 
 
 
 

Heterosexual 5 8 3 0 

Do not wish to 
disclose 

1 0 0 0 

Not Provided 11 11 2 0 

Gay 1 0 0 0 
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Bi - Sexual 0 1 0 0 

Marital 
Status 

Married 2 4 2 0 

Divorced 0 0 0 0 

Single 2 4 0 0 

Civil Partnership 2 0 0 0 

Separated 0 0 1 0 

Not Provided 12 12 2 0 

Pregnancy 
 
 

Yes 0 0 0 0 

No 18 20 5 0 

Gender Re-
Assignment 

Yes 0 0 0 0 

No 0 0 0 0 

Not Provided 18 20 5 0 

 

Since 2015 the number of ill health retirements has increased by two, the number of 
female disciplinary cases has also increased by two and male grievances have also 
increased by two.Twice as many people in the age band 50-69 have gone through the 
disciplinary process than in 2015 (8 this year and 4 last year). 

In comparison to last year the numbers of grievance cases have decreased from eight to 
five and so have the cases of disciplinary from 23 last year to 20 this year. Three cases 
of bullying and harassment have been identified this year compared to none the previous 
year. Out of those three cases one was in relation to religious discrimination and one was 
in regards to disability discrimination and the other was not related to any protected 
characteristics. 

11. What the key areas of evidence tells us 

Research tells us that most successful organisations are those which are able to attract 
and harness the skills, experience and energies of diverse employee groups.  Collection 
of data about staff shows us how closely the workforce reflects the Calderdale Population 
in relation to diversity.  

12. Some of our success stories in 2016  

Addressing under-representation of BAME and disabled employed in the council. 

The number of employees who are Black, Asian and Minority Ethnic (BAME) has shown 
a steady increase over the previous five years from 5.84% to 7.67%.  Evidence shows 
that number of BAME women in senior management positions has also increased. We 
have recruited five women from BAME backgrounds. This is due to targeted internal 
recruitment through the Future Workforce Programme.  

Of those declaring their Ethnicity, the highest average salaries occur amongst staff from a 
Black background and in particular females. 

Through targeted apprentice recruitment drives we have seen an increase in the number 
of BAME apprentices recruited (12%) which is above Calderdale Councils average 
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workforce profile and the economically active population of ethnic minorities in 
Calderdale. We have a plan in place to increase the number of apprentices with a 
disability to 5% by the end of 2017. 
 
Our new approach to providing apprenticeship opportunities for Children Looked After 
and Care Leavers has resulted in nine apprenticeships, which are a key aspect of 
Calderdale’s New Belongings. 
 
Through regular communication campaigns we are improving our data collection and 
reducing under-recording for all Calderdale Council’s employees against the protected 
characteristics.  The declaration rate of sexual orientation and religion although low, 
continues to grow; increasing from 33% to 46% (sexual orientation), and 34% to 47% 
(religion) in the last 12 months.  

The number of staff trained in E-learning Equality and Diversity course has progressed to 
63%. A further 52 have completed the Equality and Diversity training face to face. We 
have set a target of 100% of our entire workforce to have undertaken Equality and 
Diversity training by April 2017. 

We have analysed our economically active and under-represented residents to inform 
service planning and delivery, leading to improving our knowledge of the diverse profile of 
the Calderdale population. As a result we have agreed 3 KPI’s (Key Performance 
Indicators) which are to increase the number of 16-24 year olds, the number of people we 
employ with a disability and to increase our number of BAME staff. We found that the key 
groups that are most under represented are Black and Asian males. 

Promoting Lesbian, Gay, Bi – sexual and Transgender (LGBT) Equality 

Stonewall (a LGBT rights charity) published its Top 100 Employers 2015, showcasing 
Britain’s best employers for lesbian, gay and bisexual staff.  Calderdale Council (on its 
first submission) came a very respectable 154 in the Index, on second submission we 
were placed at 130.  The Index is important to a wide range of organisations in the 
private and public sectors. This was an excellent achievement demonstrating our 
continued commitment and hard work to furthering LGBT equality.     

However this year we have decide to transfer from Stonewall to Inclusive Employers as 
we want to promote a diverse workforce and represent people from all backgrounds as 
well as the LGBT community. Inclusive Employers work with a variety of organisations 
including the public, private and third sectors and provide bespoke initiatives to help build 
inclusive cultures.  

Despite this migration we still continue to be a Stonewall champion.   

Supporting disabled employees and prospective employees 

The council has been a member of the Disability Employer Scheme for over five years. 
The Disability Employer Scheme aims to help employers like Calderdale Council make 
the most of the opportunities provided by employing disabled people. It is a voluntary 
scheme and has been developed by employers and representatives of people with 
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disabilities.  The scheme is about helping to positively change attitudes and behaviours 
towards people with disabilities. 
 
Some things we do to support people with disabilities is; 
 

 Helping them find at least 16 hours work a week 
 Being an active Work Choice employer 
 Offering advice on applying for and securing jobs  
 Working in partnership with disability advocates such as Mindful Employer and 

Inclusive Employers  
 We promote mental wellbeing at work through literature, campaigns and 

mindfulness support. 
 
Due to these positive actions and many more that we take to ensure we are a Disability 
Friendly Employer, we have now increased our Disability Employer status to a Disability 
Confident Employer.  
This means our ‘two ticks’ logo is now replaced with a Disability Confident logo. 
 
We also work in partnership with our Occupational Health Team and in consultation with 
our employees to implement a series of reasonable adjustments to assist individuals.  
These include: optical, additional time on assessments, job redesign, flexible working and 
encouraging applications from people with a disability.  
 
Promoting an Inclusive Workforce  

We have also taken part in major national inclusivity events such as inclusivity week. 140 
staff attended this event which promoted understanding of the community that we serve 
as well as recognising the diversity of our workforce. 

There were many different activities held over Inclusivity week like equality and diversity 
workshops that challenged discriminatory beliefs, practices and unconscious bias and 
how these affect people. Other events included a “Welcome Café” where participants had 
a chance to take a tour of the centre, and hear personal stories of why Centre Users 
come to the centre, and some of the issues refugees and asylum seekers face. In 
addition to this we held a “Meet the Roma” event where members of the Roma 
Community group shared their experience of migrating to Calderdale and provided an 
insight into Roma culture through a display of their musical talents. Since the Syrian 
Refugee Crisis in 2015 Calderdale has welcomed refugees to the borough. In order to 
eradicate Xenophobia and promote understanding and social cohesion we held an event 
called “Refugee Crisis – Let’s get things clear”. The aim of the workshop was to bust any 
myths surrounding refugees and to promote understanding of the issues that they face.  

Contact Officers -Dignity at Work 

Everyone should be treated with dignity and respect at work. As an employer, Calderdale 
Council will not tolerate any form of harassment, discrimination, victimisation or bullying, 
whether this is based on age, disability, gender, gender reassignment, pregnancy or 
maternity, marital or civil status, race, religion or belief, sexual orientation, working 
patterns, or any other personal or related characteristic. 

http://www.mindfulemployer.net/about/
https://www.inclusiveemployers.co.uk/about-us
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The Council agreed the Dignity at Work Policy in April last year and as part of the  of 
bringing  the policy to life in the council, we recruited  some  additional enthusiastic  
empathic Contact Officers to help us  make dignity at work a reality  for everyone who 
works for Calderdale.  The Contact Officers are a group of trained volunteers who come 
from a diverse range of backgrounds and service areas offering confidential support for 
employees experiencing personal harassment at work.  

We now have 17 Contact Officers covering all the council directorates who volunteer to 
be the first point of contact for those colleagues who feel unable to speak to their 
managers or supervisors about their experiences in the workplace.  These volunteers 
have gone through a specialist development programme covering areas such as Equality 
and Diversity Training and Restorative Practice Development. 

New Equality and Diversity Role 

We have recently also created the new role of Apprentice Diversity, Inclusion and 
Workforce Engagement Advisor. This is the first time we have introduced such a role that 
focuses specifically on Equality and Diversity issues from a HR perspective. This is also a 
demonstration of our efforts to recruit and retain an equal and diverse workforce. 

Tackling Poverty and Low Pay 

Calderdale has proactively committed to tackling poverty and low pay, leading the way on 
this in local government in the region. The Council was an early adopter in the sector in 
respect of the Living Wage which it has paid to its directly employed employees since 
April 2014.  This has now been integrated into the Council’s pay policy.  The current rate 
of the Living Wage is £8.25 per hour. 

We became an accredited UK Living Wage employer with the Living Wage Foundation 
on 23 April 2015, becoming the first local authority in West Yorkshire to achieve this 
recognition. 

The Council sees the introduction of the Living Wage as a means to positively affect the 
wellbeing of the Borough and its citizens economically and personally.   

At this present time circa 295 directly-employed Council employees are in receipt of the 
Living Wage working in roles in key areas such as building cleaning, transport, school 
crossing, and catering.  This has increased from 250 last year. The vast majority of these 
employees live locally. 

The gender split for Council employees (not including schools) in receipt of the Living 
Wage is approximately 80% female, 20% male (so four in five are female).  96% of 
females in receipt of the Living Wage are part-time; 86% of the males in receipt of the 
Living Wage are part-time. 
 

An accredited UK Living Wage employer is not required to pay casual workers the Living 
Wage.  However, since 1 April 2015 casual workers have also been paid at the Living 
Wage rate. 
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Schools in Calderdale have been encouraged to follow the Council’s approach and 
introduce the Living Wage.  As of 2016, 67 schools have implemented the Living Wage, 
which covers 800 eligible employees.  Of these 67 schools seven are Academies. 

The Council is not just committed to paying the Living Wage to its employees but also to 
encouraging contractors to paying the Living Wage to their employees where they are 
engaged to deliver services for and on behalf of the Council.   

The Council applies the Living Wage requirements to best endeavours on new and 
renewable contracts by inserting a Living Wage expectation in procurement 
documentation and so encourages its adoption when contracts are up for renewal. 

Other large employers within Calderdale that have introduced the Living Wage for their 
employees are Nestle and Marshalls.  The ambition of the Council is that other local 
employers will follow suit and actively consider the benefits of paying the Living Wage to 
their employees. 

13. Work in Progress 

 We are refreshing our Diversity and Inclusion Workforce Action plan 2017-2020. 
  Some of the areas that we are looking at addressing are increasing declaration 

rates for sexual orientation and religion, as these are both under 50%.  
 We will also be looking at increasing the number of people who have a disability 

working for us, through liaising with disability action groups and charities. 
  We will also be refreshing our Equality and Diversity Training to ensure that our 

workforce is engaged with our values of diversity and inclusion, which are integral 
to the success of our organisation. 

 We also will be striving to increase the number of BAME men and women in senior 
positions in the organisation. 

 

 

 

 

 


