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INTRODUCTION
1. The Council is committed to promoting Equality and Diversity across all its services and continues to increase awareness, understanding and commitment throughout our organisation.

2. This report summaries key management information about the staff employed by the Council and provides breakdowns of the workforce profile by ethnicity, disability, gender, age, religion and belief and sexual orientation as at January 2012.  The data related to all employees working for the council.

EXPECTED EMPLOYMENT INFORMATION
Most of the following information is only available where members of staff and job applicants have chosen to provide it.  Where numbers are fewer than 10 and there is a risk of an individual being identified the number is replaced by an asterisk.
As part of the recent corporate restructure, equalities information was collected to update our records and provide more accurate equality information in relation to the Council’s workforce profile.
EMPLOYEE’S ETHNICITY
St Albans City and District Council’s workforce is made up of 5% of non-white ethnic groups, compared to 11% for the District resident profile and 6% of Hertfordshire County Council’s workforce.   This is well below District levels.
	
	St Albans City and District Council Profile
	St Albans District Residents
 
	Hertfordshire County Council


	
	Headcount
	%
	%
	%

	White
	295
	89
	88
	79

	Asian
	11
	3
	5
	2

	Black
	*
	1
	2
	2

	Mixed
	*
	1
	2
	1

	Other
	*
	0
	2
	1

	Unknown
	17
	5
	-
	15

	Total
	330
	100
	100
	100


* Removed due to a low number which made to disclosure of an individual’s personal data
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EMPLOYEES’ DISABILITY
St Albans City and District Council’s workforce is made up of 5% disabled employees, compared to 13% for the District resident profile and 2% of Hertfordshire County Council’s workforce.
	
	St Albans City and District Council
	St Albans District Residents
 
	Hertfordshire County Council


	
	Headcount
	%
	%
	%

	Disabled
	17
	5
	13
	2

	Not Disabled
	220
	67
	87
	78

	Unknown
	93
	28
	 
	20

	Total
	330
	100
	100
	98


The Council is signed up to the Disability two-tick system, awarded by Job Centre Plus in recognition of our ongoing commitment to take action to meet five commitments regarding the employment, retention, training and career development of disabled employees:

· to interview all disabled applicants who meet the minimum criteria for a job vacancy and consider them on their abilities;
· to ensure there is a mechanism in place to discuss, at any time, but at least once a year, with disabled employees what can be done to make sure they can develop and use their abilities through our annual appraisal scheme;
· to make every effort when employees become disabled to make sure they stay in employment by exploring options to make any reasonable adjustments through referral to Occupational Health regarding adjustments to working practices and workstations.  This includes sourcing help and support through the Access to Work scheme, or similar;
· to take action to ensure that all employees develop the appropriate level of disability awareness needed to make these commitments work;
· each year to review the five commitments, what has been achieved, plan ways to improve on them and let employees and Jobcentre Plus know about progress and future plans. This is undertaken through our Business Service planning process and our “two-tick” reassessment process.
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EMPLOYEES’ GENDER 
St Albans City and District Council’s workforce is made up of 37% of male  and 63% female employees, compared to 49% male and 51% female split for the District resident profile and 18% male and 83% female employees of Hertfordshire County Council’s workforce.

	
	St Albans City and District Council
	St Albans District Residents

	Hertfordshire County Council


	
	Headcount
	%
	%
	%

	Male
	121
	37
	49
	18

	Female
	209
	63
	51
	83

	Total
	330
	100
	100
	101^


^ greater than 100% due to rounding
[image: image5.png]Gender Profile - St Albans City and
District Council and Hertfordshire
County Council

Hertfordshire
County Council

St Albans City
and District

BMale EFemale





EMPLOYEES’ AGE PROFILE
35% of Council employees are aged between 45-54 years, in comparison to 18% for the District and 32% for Herts County Council.  19% of our employees are aged 55 or over in comparison to 32% for the District and 20% for Herts County Council.
Initiatives to attract young entrants to the local government service include:

· encouraging work experience placements through Herts Career Services and local schools and colleges.

· sourcing external funding for apprenticeships through schemes such as the Future Jobs Fund or similar;

· exploring options that create more apprenticeships by converting suitable entry level positions.

Initiatives being explored include graduate schemes, Internships and placements through funded schemes e.g. Erasmus, Leonardo da Vinci, etc
	 
	St Albans City and District Council
	St Albans District Residents

	Hertfordshire County Council


	
	Numbers
	%
	%
	%

	16-24
	13
	4
	11
	4

	25-34
	63
	19
	19
	17

	35-44
	74
	22
	21
	27

	45-54
	116
	35
	18
	32

	55-64
	61
	18
	13
	17

	65+
	*
	1
	19
	3

	TOTAL
	330
	100
	100
	100


Removed due to a low number which made to disclosure of an individual’s personal data
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EMPLOYEES’ PAY GRADES
This information is currently not available as the Council is undergoing a complete restructure which includes a new grading structure. It is anticipated that this information will be available in mid 2012.

EMPLOYEES’ HOURS OF WORK - FULL OR PART TIME
This information is currently not available as the Council is undergoing a complete restructure.  As part of this process a number of employees are changing working patterns and therefore it is anticipated that this information will be available in mid 2012.

EMPLOYEES’ SEXUAL ORIENTATION 
The majority of the Council’s workforce has not given their sexual orientation, 62%.  Based on the information provided 37% of the council’s employees are heterosexual, compared to 99% for the District resident profile and 26% of Herts County Council’s workforce. 
	
	St Albans City and District Council
	St Albans District Residents

	Hertfordshire County Council


	
	Headcount
	%
	%
	%

	Heterosexual

	123
	37
	99
	26

	Non- Heterosexual
	*
	1
	2
	1

	Unknown

	203
	62
	-
	74

	Total
	330
	100
	101^
	100


* Removed due to a low number which made to disclosure of an individual’s personal data

^ greater than 100% due to rounding
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EMPLOYEES’ RELIGION AND BELIEF
At the Council 23% of employees is Christian as compared to the District profile which is 71% Christian and 57% of Herts County Council workforce.  63% of the council’s workforce is Unknown as compared to the District which is 0% and Herts County Council workforce which is 20%.
	
	St Albans City and District Council
	St Albans District Residents

	Hertfordshire County Council


	 
	Headcount
	%
	%
	%

	Christian
	76
	23
	71
	57

	Hindu
	*
	1
	1
	1

	Muslim
	*
	1
	3
	1

	Buddhist
	*
	1
	<1
	<1

	Other
	*
	1
	8
	3

	No Religion
	39
	12
	17
	20

	Unknown
	207
	63
	 
	17.8

	Total
	330
	100
	100
	100


* Removed due to a low number which made to disclosure of an individual’s personal data
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EMPLOYEES’ ISSUES -TRANSSEXUAL STAFF
The employee’s equalities questionnaire included a section aimed at gathering this information.  However, employees chose not to complete this section of the form, therefore this information is not available.  We will need to consider the best means of engaging with people in this protected group.
GENDER PAY GAP 
The Council is undergoing a complete restructure which includes a complete grading review and therefore this information is currently unavailable.  It is anticipated that this information will be available in mid 2012.
OCCUPATIONAL SEGREGATION
The Council is undergoing a complete restructure and therefore this information is currently unavailable.  However, it is anticipated that this information will be available in mid 2012.

GRIEVANCES
One formal grievance was received in 2011 from a female member of staff.  Further information cannot be provided as this might risk identifying the individual. 
DISMISSALS
There were three dismissals in 2011 involving three female members of staff.  Further information cannot be provided as this might risk identifying the individuals. 

COMPLAINTS ABOUT DISCRIMINATION AND OTHER PROHIBITED CONDUCT FROM STAFF
There was one complaint of discrimination from a female member of staff in 2012.  Further information cannot be provided as this might risk identifying the individual. 

ENGAGEMENT WITH STAFF AND TRADE UNIONS

The Council has mechanisms to build and maintain effective staff engagement such as weekly team briefings for all members of staff with their line manager and also regular briefings from the Chief Executive for all staff.
There is an employee intranet site with open access to a wide range of information about the Council’s work and plans, etc.  There is a staff e-magazine and regular staff email bulletins providing staff with news updates.

The Council recognises one trade union, Unison. There are informal meetings and established quarterly formal meetings that take place to share information. In addition there are defined methods for consultation and engagement activities with both local and regional Unison representatives.

As part of the recent corporate re-structuring programme the Council undertook extensive information sharing and consultation activities with all staff as well as with Unison on proposals for the development of the new organisational structure, and supporting job families, grades and pay.

Each business area reviewed their staffing requirements in line with the changes proposed to the service.  A requirement of the business case completion included an Equalities Impact Assessment to ensure consideration was given to the potential impact of the proposed changes on current employees.

QUANTITATIVE AND QUALITATIVE RESEARCH WITH EMPLOYEES 

A staff survey was undertaken to encourage employee participation in the development of the Councils Corporate Values and Competencies.  The outcomes of this survey were used to develop core employee competencies.

These core competencies were incorporated into all generic job descriptions, which were tested in the selection process for the Council’s new posts as part of the corporate restructure process.

There were no staff surveys during 2011 in view of the large scale restructuring that has taken place and the extensive communication and consultation process associated with the restructure.

The Council is currently applying for re-accreditation to the Investors in People Standard (IiP) and this will involve an external and independent IiP assessor carrying out a survey of a representative sample of employees.  The outcomes of this process will be used to develop an action plan to address any further and future development needs.

HOW THE COUNCIL HAS SHOWN DUE REGARD TO THE AIMS OF THE DUTY IN DECISION-MAKING WITH REGARD TO OUR EMPLOYMENT

The Council has regard to the three aims of the duty in it’s:

· employment practices by incorporating equality principles in all HR policies and practices;

· in advice and guidance to managers and staff and;

· by conducting equality impact assessments on new HR policies.

POLICIES AND PROGRAMMES THAT HAVE BEEN PUT INTO PLACE TO ADDRESS EQUALITY CONCERNS RAISED BY STAFF AND TRADE UNIONS
The Council are aware of the widespread anxiety and concern amongst the employees about the restructuring process, which began in late 2010 and is still ongoing.

The restructuring process involved development and selection activities which were unfamiliar to many employees.  Many staff were concerned that they would be disadvantaged in the process because they had one or more of the protected characteristics.

The Council asked any individual affected to approach their manager or HR so that reasonable adjustments could be considered.  Various adjustments to the development and selection process were put in place such as allowing people with Dyslexia and other disabilities additional time to carry out the activities.

In some cases activities were postponed or held in two sessions to accommodate the needs of individuals.

RETURN TO WORK RATES AFTER MATERNITY LEAVE 
A small number of staff went on maternity leave and all but one employee took the opportunity to return to work in 2011.
SUCCESS RATES OF JOB APPLICANTS 
This data is not currently available but it is anticipated that the introduction of a new HR information system will take place during 2012 which will facilitate gathering of this data
TAKE UP OF TRAINING OPPORTUNITIES
The last year has been a period of restructuring.  Corporate training opportunities have centred on preparing staff to apply and succeed at internal interviews.

The 1 day development centres for all principal Officers were compulsory and only those that were leaving the organisation did not attend.

A programme of 3 hour workshops was made available to all staff at the non principal officer level.  149 employees attended these workshops run by HCS.  31 were male and 118 were female.

20 staff also undertook a funded programme on Customer Excellence which resulted in a Customer Services Level 2 qualification.

We are currently exploring opportunities for staff to undertake NVQs in Housing Studies (Level 2 and 3), Sustainable Resources Management (Level 2) and Customer Services and Administration Team Leading or similar.
APPLICATIONS FOR PROMOTION AND SUCCESS RATES 
The Council does not hold promotion exercises as they do in some large organisations such as the Civil Service and this information is therefore not relevant. 

APPLICATIONS FOR FLEXIBLE WORKING AND SUCCESS RATES 
The Council received a number of applications under the legal right to apply for flexible working and all but one of these was successful.
The council encourages employees to work flexibly and offers flexible working arrangements including home working, part-time, job share, term time working and other flexible working arrangements in line with service needs.

TERMINATION OF EMPLOYMENT INCLUDING REDUNDANCY AND RETIREMENT 
The Council is undergoing a complete restructure and therefore this information is currently being produced and will shortly be available.

LENGTH OF SERVICE/TIME ON PAY GRADE 
This information is currently not available as the Council is undergoing a complete restructure. It is anticipated that this information will be available in mid 2012.

PAY GAP FOR OTHER PROTECTED GROUPS
This information is currently not available as the Council is undergoing a complete restructure.  It is anticipated that this information will be available in mid 2012 following an Equal Pay Audit and assuming that employees have chosen to inform the Council whether they fit any of the protected characteristics.
January 2012

Lakshmi Raghavachari
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