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1. Introduction

Harrow’s Workforce Equality Report covers the period between April 2020 to March 2021. This report contains a current snapshot of our workforce, broken down into each of the protected characteristics where data is held, which include:

· Age
· Disability
· Race (Ethnicity)
· Sex
· Religion and belief
· LGBTQIA+ (Gender reassignment and sexual orientation)
· Pregnancy and Maternity
· Marriage and Civil Partnership

As one of the most ethnically and religiously diverse boroughs in the country with many people from a vast range of diverse backgrounds living side by side, Harrow is committed to developing a workforce that is thriving, fair, diverse, and representative of the residents within our local community.

Over the last year, the council has demonstrated a renewed commitment to equality and diversity, through our work on race equality. This has seen the organisation embark on a new journey to become a fully accessible and inclusive employer, which welcomes a broad range of skills, experiences, and perspectives that are representative of Harrow’s vibrant community, and considers the rights of all staff.

This report provides an overview of the diversity profile of the council’s workforce and how this compares with the population of Harrow and the London average. The data in this report will help to inform the council’s workforce planning and decision-making processes in relation to levelling up the council’s offer for under-represented groups. The report will help shape the development of workforce initiatives to further improve the representation of minority groups within the Council, to ensure more inclusive processes and practices across the organisation.


2. About the Data

Data sources:

Internal data used in this report has been drawn from:

· SAP ERP system as of 31 March 2021
· Staff completion of SAP data 2021
· Harrow Council Scorecard 2021
· Maternity returners 2018-19

Benchmarking data has been drawn from a range of sources including:

· The Human Capital Metrics Survey 2020 – 2021
· The Office of National Statistics
· The Greater London Authority
· The Government Equalities Office

Workforce information the report includes: The report relates to Harrow’s non-schools’ workforce. It excludes contracted services that are monitored by other sources.

The total number in Harrow’s Workforce as of 31st March 2021 is 2071.

Equality Data: Employees are able to choose whether or not to provide information on their equality characteristics, expect for certain information which is paramount for payroll processing and pension administration (e.g., age and gender). The data that follows is based on the number of employees that have chosen to provide their equalities information. 

Percentage and Counts: Most figures are expressed as percentages but base counts (the number of employees that charts/graphs are based on) are provided in the report for reference. Please note that percentages in some cases have been rounded up to the nearest percentage point; meaning that figures presented may always sum up 100% exactly or other total presented. 

Confidentiality: The local authority has done all the necessary checks to ensure that none of the information will lead to identification of an individual employee within Harrow’s workforce. 




3. Definition of Terms

BAME – BAME is used for the purposes of presenting data and does not replace the term ‘Black, Asian and Multi-ethnic’ as stated in the council’s Race Equality Action Plan.

Disability - Employees that have a disability or long-term impairment. 

LGBT – Lesbian, Gay, Bisexual, Transexual. 

Parenting responsibilities - Employees who have caring responsibilities for children or young people under the age of 18. 

Promotions – Employees that have moved up one or more pay grade in the last 12 months. 

Religion and Belief – A particular religion or philosophical belief an employee follows. This term also covers employees who have a non-formal religious or belief system. 

Pay band – The pay band of employees working for Harrow Council. The pay bands used in the comparisons below are as follows:

	Salary Lower Limit (£)
	Pay Band
	Equivalent to

	0
	1
	G1 - G3

	21,967
	2
	G4 - G8

	33,877
	3
	G9 - G11

	46,384
	4
	MG1 - MG3

	66,940
	5
	MG4 and D1

	103,528
	6
	D2 and above





4. Staff completion of workforce data

According to our most recent workforce profile date, Harrow council currently employs 2,071 full time and part time staff (this excludes school staff). Understanding the demographic make-up of our workforce relies on the completion of staff data on SAP.

Over the last four years, the completion of the council’s SAP data has been around 30% of our overall staff population, which although low, has gradually increased, from 27.2% in 2017/18 to 34.3% in Q1 of 2020/21.


Figure 1. Staff completion of SAP data, Harrow Council Scorecard

This increase could be attributed to incentives being put forward for employees to complete their data on SAP. The data used in this report is based on the number of staff who have provided information on their protected characteristics.

It is important to note that some data included in this report contains a higher rate of completion, including data on age, race, and sex.




5. Age

The graph below provides a summary of the age profile of our workforce, compared to the borough population. Most employees in Harrow’s workforce are between the ages of 35 to 64 (76.6%). The second largest demographic within our workforce is 25 to 34 age group at (13.8%), which is over-represented compared to our borough population.

However, compared with the Borough population, there is an under-representation of 16 to 24-year-olds in the workforce (1.6%) but an over-representation of those aged 55 to 64 and 45 to 54. In addition to this, 8% of employees fall in the age range of 65+, which is the highest across all London boroughs. 

It is important to note that not all 16-24 year olds would be available for work, similarly, not all 65+ year olds would be available for work.


Figure 2. Age profile, SAP ERP, 31st March 2021

Over the last 4 years, the proportion of employees aged less than 25 years old has remained relatively the same.


Figure 3. Trend of employees aged less than 25, SAP ERP, 31st March 2021

The proportion of employees aged less than 25 in the council is lower than the London average, at 2.8%.

	
	2017/18
	2018/19
	2019/20
	2020/21
	London

	Proportion of employees aged less than 25
	2.4%
	1.7%
	2.2%
	1.6%
	2.8%



5.1. Age and Pay band

The relationship between age and band of staff is illustrated in the graph below, which shows that staff between the ages of 16-24 tend to remain within pay bands 1-3. Representation at the higher pay bands of 4 and 5 is more visible in the 25-34 age group. Most staff in pay bands of 5-6 are aged 45-64. The vast majority of staff aged 65+ are between pay bands 1-3 with a small percentage at pay band 4.

Figure 3. Age and Pay band, SAP ERP, 31st March 2021

5.2. Age: Recruitment

In 2020-21, there were more applicants aged between 25 to 34 (25%) compared to those aged 35 to 44(19%), 45 to 54 (14%), 16 to 24 (12%) and 55 to 64 (7%). Around 22 % of candidates preferred not to mention their age group when applying for jobs. During the shortlisting process more candidates between the ages of 25 to 34 (27%) were shortlisted for  jobs compared to their counterparts in the 35 to 44 (25%), 45 to 54 (25%), 55 to 64 (11%), 16 to 24 (8%) and 65 + (1%) age groups.


Figure 4. Applicant monitoring data March 2020 – April 2021

A small number of candidates (4%) preferred not to mention their age group during the shortlisting and appointment phases of the recruitment process. In 2020-21, there were more 25-34 year olds appointed to roles at 26%, however, this is very closely followed by staff aged 35 to 44 (25%) and 45 to 54 (24%). There were fewer 55 to 64 year olds appointed at 14%, with 16 – 24 years old and those aged 65+ were least successful. 

6. Disability

The current proportion of our staff that have declared a disability is 4.3%, compared to 15.8% of the borough population.


Figure 5. Disability data, SAP ERP, 31st March 2021

While staff sharing disability status remains low, with 36.5% of the workforce choosing either ‘prefer not to say’ or ‘unknown,’ this is an increase from previous years, which saw around 2% of the workforce declaring a disability.


Figure 6. Percentage of employees declaring a disability, SAP ERP, 31st March 2021

Although 4.2% of our workforce sharing a disability is an improvement from previous years, this still remains low compared to the London average:

	
	2017/18
	2018/19
	2019/20
	2020/21
	London

	Percentage of employees declaring a disability
	2.0%
	1.9%
	1.9%
	4.2%
	5.47%



6.1. Disability and gender

According to our data most employees declaring a disability within our workforce are female (66%) with the other (33%) being male. However, it is important to note that this analysis is based on 4.2% of the workforce that have declared a disability. 

 
Figure 7. Disability and gender, SAP ERP, 31st March 2021

6.2. Disability and pay band

The majority of staff who declared a disability are in pay bands 5 and 6 (22.6%) compared to 2.5% in pay band 4. 12.8% of staff who declared a disability are in pay bands 1-3.


Figure 8. Disability and pay band, SAP ERP, 31st March 2021

6.3. Top 5% of earners with a disability

	
	2017/18
	2018/19
	2019/20
	2020/21 (Q1)
	London

	The percentage of the top 5% of earners in the authority with a disability
	3.9%
	4.7%
	5.1%
	4.9%
	4.25%



The percentage of top 5% earners in our workforce with a disability, increased every year between 2017/18 – 2019/20 at 0.8 % and 0.4 % respectively. However, during 2020/21 the number of disabled employees in the top 5% of earners at Harrow has decreased 0.2%. This is still greater compared to the London average.


Figure 8. Percentage of top 5% earners with a disability, Scorecard, 31st March 2021

6.4. Disability: Recruitment


Figure 9. Applicant monitoring data March 2020 – April 2021

In 2020-21, the majority of applicants that applied for roles did not disclose a disability (96%) compared to those with a disability (2%). In addition, 1% of applicants preferred not to say whether they had a disability or not. At the shortlisting stage most of the shortlisted candidates did not disclose a disability (96%) compared to those that had a disability (2%) or preferred not to say (2%). During the appointment stage a large number of staff that were appointed to roles did not have a disability compared to those that disclosed a disability (5%) and staff that preferred to not say (1%).
7. Race (Ethnicity)

For the purposes of this report, the ethnicity profile in Harrow has been shown in terms of BAME and white groups as follows:


Figure 10. Ethnic groups, SAP ERP, 31st March 2021

White staff are over-represented in the workforce (43.8%) compared to our borough population (around 36%). Whereas staff from BAME communities are under-represented in the workforce, with 46.4% of the workforce, compared to around 65% of the borough population. 

Over the past four years, the proportion of BAME staff in the council has remained relatively consistent, with a small increase between 2019-2021.


Figure 11. Percentage of BAME staff, Scorecard, 31st March 2021

BAME staff in the council are slightly better represented compared to the rest of London:
	
	2017/18
	2018/19
	2019/20
	2020/21
	London

	BAME
	46.0%
	46.9%
	48.2%
	48.4%
	46%



7.1. Race and sex

The graph below gives a breakdown of our workforce according to race and sex. Over 55% of our male workforce is white. By contrast, 50% of our female workforce are from BAME communities, with the largest proportion coming from an Asian background (35%), compared to 42% of our female workforce that is white. NB: the ethnicity of 8% of staff is unknown.


Figure 12. Ethnicity and gender, SAP ERP, 31st March 2021

7.2. Race and pay band

Our current pay band data also shows that compared to borough demographics we currently have a higher representation of white staff in the council. White staff are generally well represented across all pay band. However, there is an under-representation of BAME staff in all pay bands in the council. Asian staff are significantly under-represented across all pay bands, and our Black staff are only slightly better represented in some areas.


Figure 13. Ethnicity and pay band, SAP ERP, 31st March 2021

7.3. Race, sex and pay band

A further breakdown of ethnicity pay band data by gender gives a more detailed picture of where ethnic groups are concentrated according to gender. The following two sections gives an analysis of pay band according to ethnicity and female and male staff in the workforce.

7.4. Female and race

A breakdown of our ethnicity profile by gender and pay band shows that white women are over-represented in the upper pay bands and BAME women are overrepresented in lower pay bands. 

66% of women in pay band 5 and 6 is are white female staff compared to 28% female staff from BAME communities. A breakdown of pay band 4 shows that 54% of female staff are white, compared to 36% of female staff from a BAME background by contrast, pay bands 1 and 2 have an over-representation of female staff from BAME communities (53%) compared to 38% of white, female staff.


Figure 14. Ethnicity, gender and pay band, Female, SAP ERP, 31st March 2021

7.5. Male and race

Similarly, pay band 5 and 6 is disproportionality over-represented by white male staff (76%), compared to 16% male staff from BAME communities. However, pay bands 1 and 2 also have an over-representation of white male staff (52%), compared to 39% of male staff from BAME communities. 61% of our staff in pay band 3 and 4 are white male, compared to 32% of male staff from a BAME background.


Figure 15. Ethnicity, gender and pay band, Male, SAP ERP, 31st March 2021

7.6. Top 5% of earners from BAME communities

The percentage of top 5% earners in our workforce from BAME communities in 2020/21, has stayed relatively the same at 25.5%.


Figure 16. Percentage of top 5% earners from BAME communities, Scorecard, 31st March 2021

The percentage of top 5% of earners in our workforce from BAME communities is greater than the London average, however Harrow's percentage of top 5% earners who are from black and minority ethnic groups of 25.5% falls in the fourth quartile of all the London boroughs, and for outer London

	
	2017/18
	2018/19
	2019/20
	2020/21 (Q1)
	London

	Percentage of top 5% earners from BAME communities
	25.5%
	27.1%
	25.3%
	25.5%
	19%



7.7. Race: Recruitment 

According to our recruitment data for 2020-2021, around 69% of applicants were from BAME groups and 28% of applicants were white. At the shortlisting stage 22% of BAME candidates were shortlisted for roles, compared with a figure of 25% for white candidates. Finally, BAME candidates received 28% of all job offers compared to a figure of 40% for white candidates. 


Figure 17. Applicant monitoring data March 2020 – April 2021

In 2020-21, white applicants were more likely to be successful from application, to shortlisting and appointment stage compared to BAME applicants, as detailed below.
[image: ]
Figure 18. Applicant monitoring data March 2020 – April 2021

7.8. Race: Turnover and Leave 


Figure 19. Ethnicity, turnover data, SAP ERP, 31st March 2021

Our data demonstrates that 52% of BAME staff left the organisation in 2020-21 compared with 48% of White Staff.  In addition, Harrow Council has a higher percentage of turnover from BAME staff (12%) in comparison to White Staff (11%). Around 36% of turnover data was submitted by staff who did not disclose their ethnicity. However, this does not affect the observations that can be made from the data available. In 2020-21, 59% of white staff resigned, compared to their BAME counterparts (41%). Finally, the rate of dismissals (which includes redundancies) was at the same rate (50%) for BAME and White staff.








8. Sex

Female staff are over-represented in the workforce (62%) compared to our borough population (around 50%). Whereas, male staff are under-represented in the workforce, with 39% of the workforce being male, compared to around 50% of the borough population. 


Figure 20. Gender profile, SAP ERP, 31st March 2021

In terms of our workforce profile, our staff base is overwhelmingly female:


Figure 21. Gender profile, SAP ERP, 31st March 2021

Although women are fairly represented across the organisation, representation at senior pay bands remains low. Despite 61% of our workforce being female, only 53% of our top 5% of earners are women and men make up 64.3% of our highest pay band 

8.2 Sex and pay band


Figure 22. Gender and pay band data, SAP ERP, 31st March 2021

8.2 Top 5% of earners that are women

The percentage of top 5% earners that are women, stayed relatively the same over the past four years (53.9%). Harrow's percentage of top 5% earners who are female falls in the third quartile of all the London boroughs and for outer London. Between 2019/20 - 2020/21 the number of women in the top 5% of earners at Harrow has increased by 1.4%. 


Figure 23. Trend of Top 5% of earners that are women, SAP ERP, 31st March 2021

The percentage of women in the top 5% is greater than the London average.

	
	2017/18
	2018/19
	2019/20
	2020/21)
	London

	Percentage of top 5% earners that are women
	52.0%
	55.1%
	52.5%
	53.9%
	50%



8.3 Sex: Recruitment


Figure 24. Applicant monitoring data March 2020 – April 2021

In 2020-21, there was a higher rate of applications from women (60%) compared to men (40%). At the shortlisting stage more females were shortlisted for jobs (60%) than their male counterparts (39%). In addition, around 1% of shortlisted applicants preferred not to mention their gender when reaching this stage of the recruitment process. Around 65% of shortlisted female applicants were appointed to roles within the council compared to 35% for their male equivalents. 


9. Religion and belief 

Religion and belief are massively underreported in the council, with over 50% unknown. In 2020-21, 23% of our workforce declared Christianity as their religion, compared to 8.9% no religion/ atheist, 7.6% Hinduism, 4.5% Islam and 2.7% other. These top three religions are under-represented in the council, compared to our borough population.


Figure 25. Religion profile, SAP ERP, 31st March 2021

9.1. Religion and belief and pay band

Across pay bands 1-6, the majority of staff did not declare their religion in 2020-21. However, from the figures we have available it can be determined that staff who identify as Christian faith are the most represented in pay bands 1-6, followed by No Religion/Atheist, Hinduism and Islam in pay bands 1-4.

However, at pay band 5 staff that follow Judaism is the third most represented group and are followed by Islam. Beyond pay band 5 only staff that are Christian, No/Religion Atheists or have not recorded their religious belief are represented. 


Figure 26. Gender and pay band data, SAP ERP, 31st March 2021

9.2. Religion and belief: Recruitment

According to our data staff who followed Christianity (40%), Islam (17%), Hinduism (16%) or Atheist/No Religion (12%) were most likely to apply for jobs. Other faiths that applicants followed included Sikhism (2%), Other (2%), and Buddhism (1%). Around 9% of this data was submitted by applicants that preferred not to disclose their religious belief. 


Figure 27. Applicant monitoring data March 2020 – April 2021

At the shortlisting stage 44% of staff that followed the Christian faith were shortlisted for jobs compared to Islam (15%), Hinduism (14%), Atheist/No Religion (14%), Prefer not to say (10%), Sikhism (1%), Buddhism (1%), Judaism (1%) and Other (1%).

Finally, at the appointment stage more staff that followed Christianity were appointed for roles (45%) in comparison with staff that were Atheist/No Religion (15%), Hinduism (13%), Islam (12%), and Prefer not to say (10).

 


10. LGBTQIA+ (Gender Identity and sexual orientation)

Staff reporting on LGBTQIA+ (sexual orientation and gender identity) is underreported with around 1% of our workforce declared themselves as LGBTQIA+. None of our staff reported gender reassignment.


Figure 28. Sexual orientation and gender identity profile, SAP ERP, 31st March 2021

10.1. LGBTQIA+ and pay band

The sexual orientation and gender identity of our staff was largely ‘unknown’ across all pay bands in 2020-2021, which is fairly represented across all pay bands. There is a similar picture for staff declaring themselves as heterosexual. The greatest proportion of staff declaring themselves as LGBTQIA+, was in pay band 5 (2.8%), and pay band 3 (1.8%).

Figure 29. Sexual orientation, gender identity and pay band data, SAP ERP, 31st March 2021

10.2. LGBTQIA+: Recruitment 

At the application, shortlisting and appointment phases of the recruitment process almost all candidates were Heterosexual straight 89%, 91% and 89% respectively in contrast to 6% for Bisexual and Gay/Lesbian (at all stages of the recruitment process). Candidates that preferred not to state their sexual orientation remained consistent at 6%, 6% and 9% correspondingly. 


Figure 30. Applicant monitoring data March 2020 – April 2021
11. Pregnancy and Maternity

The maternity data that has been analysed below is from 2018-19.

In 2018-2019 most female staff that returned from maternity leave stayed for a period beyond 4 months (78%). A smaller percentage of female staff left within 4 months of returning from maternity leave (9%). Finally, just under a quarter of female staff (14%) did not return to work at all after taking maternity leave.


Figure 31. Maternity returners 2018-19

11.1. Maternity and ethnicity

In 2018-19 more female white staff (51%) returned to work and stay beyond 4 months after taking maternity leave, in comparison with their BAME counterparts (41%). Around 8% of this data was submitted by women that did not share their ethnicity. However, this does not affect the analysis that can be made from the data available.

In addition, for the same period, both BAME and white female staff left Harrow within four months of returning from maternity leave at the same rate (50%).

Finally, more white women did not return to work after taking maternity leave (54 %), compared to a 31% figure for BAME women and 15 % figure for women that did not share their ethnicity. 

[image: ]
Figure 32. Maternity returners 2018-19

11.2. Maternity: Ethnicity and Contract

The graph below shows the relationship between ethnicity, female staff returning from maternity leave, and their employment contracts.

 In 2018-19, white female staff with full time (FT) (18%) and part time (PT) (33%) contracts stayed in work beyond four months, when returning from maternity leave compared to their BAME counterparts (FT 14% and PT 27%).




















Figure 33. Maternity returners 2018-19

Similarly, most female full-time (FT) staff who left between 2018-19 within 4 months of returning from maternity leave were BAME (25%) compared with a figure of 13% of white female staff. However, white female staff on part time contracts, were most likely to leave Harrow within four months of returning from maternity leave (38%) compared with a figure of 25% for their BAME counterparts. Lastly, female staff most likely to not return at all from maternity leave from white backgrounds were 23% for FT staff and 31% for PT staff compared to 8% and 23% for BAME groups respectively. 

The two tables below provide a summary of the link between ethnicity and the reasons why female staff left the organisation after returning from maternity leave. 

11.3. Maternity and Marital Status

In 2018-2019 more married women returned from maternity leave and stayed for a period beyond four months (30%), in comparison with their single counterparts (16%). In addition, 53% of this data was collected from female staff that did not disclose their marital status. According to our data single and married women left Harrow within 4 months of returning leave at the same rate (25%). Moreover, 50% of the data concerning female staff that left within four months of returning from maternity leave, was submitted by women that did not disclose their marital status.  Finally, 23% of female staff that did not return from maternity leave were single with the other 77% of female staff not disclosing their marital status. 
	
[image: ]
Figure 34. Maternity returners March 2020 – April 2021

11.4. Maternity and Age

In 2018 – 2019 female staff aged 35 to 44 (49%) were more likely to return from maternity leave and stay beyond four months compared to their counterparts in the 25 to 34 (48%), 16 to 24 (1%) and 45 to 54 (1%) age groups.  Most women that left within 4 months of returning from maternity leave were aged 25 to 34 (50%), with smaller numbers of the 35 to 44 (38%) and 45 to 54 (13%) demographics leaving the organisation within the same period. Most female staff that did not return at all from maternity leave were aged 25 to 34 (62%) with a smaller number of the 35 to 44 (38%) also not returning to Harrow. 


Figure 35. Maternity returners 2018-19

11.5. Maternity and Religion and belief
 
As mentioned throughout the report religion remains massively underreported within Harrow Council. Based on the data we hold, the majority of female staff from all religious backgrounds have returned from maternity leave and stayed beyond four months.


Figure 36. Maternity returners 2018-19

11.6. Maternity and LGBTQIA+ 

Sexual orientation also remains massively underreported within Harrow Council. The vast majority of female staff that declared themselves to be heterosexual returned to work and stayed beyond four months. But the majority of staff information in this regard is unknown.


Figure 37. Maternity returners 2018-19



% of staff providing social identity information 	p	C	No	20.8%	25.5%	HG	20.80%	26.80%	HG	20.80%	27.20%	HG	20.80%	
2017/18	2018/19	2019/20	2020/21  (Q1)	0.27200000000000002	0.29599999999999999	0.33400000000000002	0.34200000000000003	


Council	16 to 24	25 to 34	35 to 44	45 to 54	55 to 64	65+	1.5670910871694418E-2	0.13858961802154751	0.2198824681684623	0.25220372184133205	0.2938295788442703	7.9823702252693432E-2	Borough	16 to 24	25 to 34	35 to 44	45 to 54	55 to 64	65+	0.12	0.1	0.19	0.16	0.15	0.2	




Proportion of Harrow Council employees aged less than 25	p	C	Yes	3.31%	2.49%	HR	3.31%	2.39%	HR	3.31%	2.17%	HR	3.31%	
2017/18	2018/19	2019/20	2020/21 	2.41E-2	1.6799999999999999E-2	2.1899999999999999E-2	1.6E-2	


16 to 24	1	2	3	4	5	6	0.46206896551724136	0.50344827586206897	3.4482758620689655E-2	0	0	0	25 to 34	1	2	3	4	5	6	0.14905149051490515	0.42953929539295393	0.38211382113821141	3.3875338753387531E-2	5.4200542005420054E-3	0	35 to 44	1	2	3	4	5	6	0.30271790065604498	0.28959700093720714	0.29896907216494845	8.9034676663542645E-2	1.9681349578256794E-2	0	45 to 54	1	2	3	4	5	6	0.40048154093097915	0.3146067415730337	0.18619582664526485	6.9020866773675763E-2	2.6484751203852328E-2	3.2102728731942215E-3	55 to 64	1	2	3	4	5	6	0.38188277087033745	0.3321492007104796	0.18561278863232683	6.7495559502664296E-2	2.3090586145648313E-2	9.7690941385435177E-3	65+	1	2	3	4	5	6	0.50205761316872433	0.34156378600823045	0.1111111111111111	4.5267489711934158E-2	0	0	




Applied	16 to 24	25 to 34	35 to 44	45 to 54	55 to 64	65+	Prefer not to say	0.11922621397552309	0.25305961310698777	0.18712988551125148	0.14449269640742202	6.8298460323726801E-2	3.5530990919857876E-3	0.22424003158310304	Shortlisted	16 to 24	25 to 34	35 to 44	45 to 54	55 to 64	65+	Prefer not to say	7.9505300353356886E-2	0.27385159010600707	0.24734982332155478	0.24734982332155478	0.10777385159010601	8.8339222614840993E-3	3.5335689045936397E-2	Appointed	16 to 24	25 to 34	35 to 44	45 to 54	55 to 64	65+	Prefer not to say	6.0606060606060608E-2	0.25757575757575757	0.25	0.24242424242424243	0.14393939393939395	7.575757575757576E-3	3.787878787878788E-2	




Council	Yes	No	Prefer not to say	Unknown	4.2605288932419196E-2	0.58961802154750242	1.4691478942213516E-2	0.35308521057786485	Borough	Yes	No	Prefer not to say	Unknown	0.158	0.82099999999999995	2.1000000000000019E-2	




Percentage of disabled employees

Percentage of disabled employees	Yes	p	C	Yes	3%	2.2%	HR	3%	2.18%	HR	3%	2.12%	HR	3%	
2017/18	2018/19	2019/20	2020/21 	2.0199999999999999E-2	1.9E-2	1.9099999999999999E-2	4.2000000000000003E-2	


Female	No	Prefer not to say	Unknown	Yes	Female	No	Prefer not to say	Unknown	Yes	0.77855775366943203	0.66666666666666663	0.72461538461538466	0.66315789473684206	Male	No	Prefer not to say	Unknown	Yes	Male	No	Prefer not to say	Unknown	Yes	0.22144224633056797	0.33333333333333331	0.27538461538461539	0.33684210526315789	




Yes	1	2	3	4	5	6	3.864734299516908E-2	4.3628013777267508E-2	4.5454545454545456E-2	2.4875621890547265E-2	8.3333333333333329E-2	0.14285714285714285	No	1	2	3	4	5	6	0.5531400966183575	0.5499425947187141	0.67193675889328064	0.62189054726368154	0.63888888888888884	0.5714285714285714	Prefer not to say	1	2	3	4	5	6	1.6908212560386472E-2	5.7405281285878304E-3	2.3715415019762844E-2	1.9900497512437811E-2	5.5555555555555552E-2	0	Unknown	1	2	3	4	5	6	0.39130434782608697	0.40068886337543053	0.25889328063241107	0.33333333333333331	0.22222222222222221	0.2857142857142857	




The percentage of the top 5% of earners in the authority with a disability	Yes	p	C	Yes	3%	3.23%	HG	3%	3.30%	HG	3%	3.33%	HG	3%	
2017/18	2018/19	2019/20	2020/21  (Q1)	3.9199999999999999E-2	4.6699999999999998E-2	5.0500000000000003E-2	4.9000000000000002E-2	


Applied	Disability	No	Prefer not to say	Yes	0.96131069877615472	1.4607185155941572E-2	2.4082116067903673E-2	Shortlisted	Disability	No	Prefer not to say	Yes	0.95936395759717319	1.7667844522968199E-2	2.2968197879858657E-2	Appointed	Disability	No	Prefer not to say	Yes	0.94696969696969702	7.575757575757576E-3	4.5454545454545456E-2	




Council	BA	&	M-E	White	Unknown	0.46376101860920665	0.43829578844270323	9.7943192948090105E-2	Borough (GLA)	BA	&	M-E	White	Unknown	0.65	0.36	Borough (Vacc)	BA	&	M-E	White	Unknown	0.63	0.37	




Percentage of black, Asian and minority ethnic (BAME)

Percentage of black, Asian and minority ethnic (BAME)	p	C	Yes	45%	45.42%	LG	45%	45.56%	LG	45%	45.77%	LG	45%	
2017/18	2018/19	2019/20	2020/21  (Q1)	0.45989999999999998	0.46870000000000001	0.48199999999999998	0.4839	


Female	Male	Any other ethnic group	Female	Male	1.7584318247333527E-2	1.2773722627737226E-2	Female	Male	Asian	Female	Male	0.35168636494667049	0.17153284671532848	Female	Male	Black	Female	Male	9.9740559238973764E-2	0.145985401459854	Female	Male	Mixed	Female	Male	3.1132891323147883E-2	3.1934306569343068E-2	Female	Male	Unknown	Female	Male	7.8697030844623816E-2	8.3941605839416053E-2	White	Female	Male	White	Female	Male	0.42115883539925053	0.55383211678832112	




Asian	1	2	3	4	5	6	0.22705314009661837	0.28128587830080365	0.26877470355731226	0.20398009950248755	0.1388888888888889	0	Black	1	2	3	4	5	6	0.14975845410628019	0.18714121699196326	0.1600790513833992	0.12935323383084577	8.3333333333333329E-2	7.1428571428571425E-2	Mixed	1	2	3	4	5	6	3.864734299516908E-2	2.9850746268656716E-2	2.5691699604743084E-2	2.9850746268656716E-2	2.7777777777777776E-2	0	Any other ethnic group	1	2	3	4	5	6	9.6618357487922701E-3	1.6073478760045924E-2	1.5810276679841896E-2	4.9751243781094526E-3	2.7777777777777776E-2	0	White	1	2	3	4	5	6	0.4251207729468599	0.40528128587830081	0.44466403162055335	0.52736318407960203	0.69444444444444442	0.7142857142857143	Unknown	1	2	3	4	5	6	0.14975845410628019	8.0367393800229628E-2	8.4980237154150193E-2	0.1044776119402985	2.7777777777777776E-2	0.21428571428571427	



Any other ethnic group	1	2	3	4	5	6	1.9716088328075709E-2	1.774622892635315E-2	1.7412935323383085E-2	4.6948356807511738E-3	1.9607843137254902E-2	0	Asian	1	2	3	4	5	6	0.44873817034700314	0.32475598935226263	0.29104477611940299	0.20657276995305165	0.13725490196078433	0	Black	1	2	3	4	5	6	6.3091482649842268E-2	0.13398402839396628	0.1044776119402985	0.11737089201877934	9.8039215686274508E-2	0.16666666666666666	Mixed	1	2	3	4	5	6	2.365930599369085E-2	3.5492457852706299E-2	3.6069651741293535E-2	3.2863849765258218E-2	3.9215686274509803E-2	0	Unknown	1	2	3	4	5	6	8.3596214511041003E-2	7.0097604259094948E-2	7.8358208955223885E-2	0.10328638497652583	3.9215686274509803E-2	0.16666666666666666	White	1	2	3	4	5	6	0.36119873817034698	0.41792369121561668	0.47263681592039802	0.53521126760563376	0.66666666666666663	0.66666666666666663	




Any other ethnic group	1	2	3	4	5	6	1.4134275618374558E-2	1.4251781472684086E-2	1.1111111111111112E-2	0	1.2500000000000001E-2	0	Asian	1	2	3	4	5	6	0.15901060070671377	0.17814726840855108	0.18888888888888888	0.17499999999999999	3.7499999999999999E-2	0	Black	1	2	3	4	5	6	0.18374558303886926	0.16152019002375298	0.12222222222222222	0.05	3.7499999999999999E-2	0	Mixed	1	2	3	4	5	6	3.8869257950530034E-2	3.800475059382423E-2	2.5925925925925925E-2	1.2500000000000001E-2	0	0	Unknown	1	2	3	4	5	6	9.5406360424028266E-2	8.7885985748218529E-2	5.9259259259259262E-2	0.1125	0	3.7499999999999999E-2	White	1	2	3	4	5	6	0.50883392226148405	0.52019002375296908	0.59259259259259256	0.65	0.32500000000000001	7.4999999999999997E-2	




Percentage of top 5% earners from BAME communities	p	C	Yes	20%	20.43%	LG	20%	23.08%	HG	20%	23.33%	HG	20%	
2017/18	2018/19	2019/20	2020/21  (Q1)	0.25490000000000002	0.27100000000000002	0.2525	0.25490000000000002	


Appiled 	Black or Black British	Asian or Asian British	Combined Mixed and Other Ethnic Groups	Combined Black, Asian 	&	 Minority Ethnic Groups	White	Unknown	0.25979999999999998	0.3604	6.5500000000000003E-2	0.68569999999999998	0.27789999999999998	3.6299999999999999E-2	Shortlisted 	Black or Black British	Asian or Asian British	Combined Mixed and Other Ethnic Groups	Combined Black, Asian 	&	 Minority Ethnic Groups	White	Unknown	0.2492	0.20150000000000001	0.16869999999999999	0.2165	0.2472	0.1739	Offered	Black or Black British	Asian or Asian British	Combined Mixed and Other Ethnic Groups	Combined Black, Asian 	&	 Minority Ethnic Groups	White	Unknown	0.28660000000000002	0.25540000000000002	0.46429999999999999	0.28460000000000002	0.39660000000000001	0.1875	



% of Leavers	Black or Black British	Asian or Asian British	Combined Mixed and Other Ethnic Groups	Combined Black, Asian 	&	 Minority Ethnic Groups	White	Unknown	0.17199999999999999	0.30099999999999999	4.2999999999999997E-2	0.51600000000000001	0.48399999999999999	0	% Turnover	Black or Black British	Asian or Asian British	Combined Mixed and Other Ethnic Groups	Combined Black, Asian 	&	 Minority Ethnic Groups	White	Unknown	0.11700000000000001	0.126	0.113	0.121	0.114	0.36299999999999999	% of Resignations (Voluntary leavers)	Black or Black British	Asian or Asian British	Combined Mixed and Other Ethnic Groups	Combined Black, Asian 	&	 Minority Ethnic Groups	White	Unknown	0.13300000000000001	0.24199999999999999	3.9E-2	0.41399999999999998	0.58599999999999997	0	% of Dismissals (Compulsory leavers)	Black or Black British	Asian or Asian British	Combined Mixed and Other Ethnic Groups	Combined Black, Asian 	&	 Minority Ethnic Groups	White	Unknown	0.375	8.3000000000000004E-2	4.2000000000000003E-2	0.5	0.5	0	




Council	Male	Female	0.38500000000000001	0.61499999999999999	Borough	Male	Female	0.50078834209268996	0.49921165790731009	







Total	
Male	Female	0.38387252535007244	0.61612747464992756	

Gender

Male	1	2	3	4	5	6	0.52314814814814814	0.35340909090909089	0.32741617357001973	0.32835820895522388	0.45945945945945948	0.6428571428571429	Female	1	2	3	4	5	6	0.47685185185185186	0.64659090909090911	0.67258382642998027	0.67164179104477617	0.54054054054054057	0.35714285714285715	




Percentage of top 5% earners that are women	p	C	Yes	50%	53.76%	HG	50%	52.75%	HG	50%	50.00%	LG	50%	
2017/18	2018/19	2019/20	2020/21  (Q1)	0.51959999999999995	0.5514	0.52529999999999999	0.53920000000000001	


Applied	Female	Male	Non-Binary	Prefer Not To Say	0.59810501381760761	0.39518357678641924	2.3687327279905252E-3	4.3426766679826295E-3	Shortlisted	Female	Male	Non-Binary	Prefer Not To Say	0.59717314487632511	0.39399293286219084	1.7667844522968198E-3	7.0671378091872791E-3	Appointed	Female	Male	Non-Binary	Prefer Not To Say	0.65151515151515149	0.34848484848484851	0	0	




Council	Christianity	Hinduism	Islam	Judaism	Jainism	Sikh	Buddhism	Zoroastrian	Other	No Religion/Atheist	Unknown	0.23212536728697356	7.4926542605288929E-2	4.4564152791380998E-2	5.3868756121449556E-3	3.9177277179236044E-3	8.8148873653281102E-3	4.8971596474045058E-3	4.8971596474045055E-4	2.6934378060724781E-2	9.0107737512242894E-2	0.50783545543584718	Borough	Christianity	Hinduism	Islam	Judaism	Jainism	Sikh	Buddhism	Zoroastrian	Other	No Religion/Atheist	Unknown	0.37	0.28000000000000003	0.12	0.03	0	0.02	0.01	0	0.05	0.13	0	




Christianity	0.17874396135265699	0.21239954075774972	0.28260869565217389	0.28358208955223879	0.30555555555555558	0.2857142857142857	Hinduism	5.0724637681159424E-2	9.1848450057405287E-2	7.9051383399209488E-2	5.9701492537313432E-2	0	0	Islam	2.8985507246376812E-2	5.7405281285878303E-2	4.5454545454545456E-2	2.4875621890547265E-2	2.7777777777777776E-2	0	Judaism	2.4154589371980675E-3	4.5924225028702642E-3	3.952569169960474E-3	9.9502487562189053E-3	5.5555555555555552E-2	0	Jainism	2.4154589371980675E-3	6.8886337543053958E-3	1.976284584980237E-3	0	0	0	Sikh	4.830917874396135E-3	1.0332950631458095E-2	7.9051383399209481E-3	1.4925373134328358E-2	0	0	Buddhism	9.6618357487922701E-3	2.2962112514351321E-3	7.9051383399209481E-3	0	0	0	Zoroastrian	0	1.148105625717566E-3	0	0	0	0	Other	1.932367149758454E-2	2.5258323765786451E-2	4.3478260869565216E-2	1.4925373134328358E-2	0	0	No Religion/Atheist	7.7294685990338161E-2	8.1515499425947185E-2	0.11067193675889328	9.4527363184079602E-2	0.1388888888888889	7.1428571428571425E-2	Unknown	0.62560386473429952	0.50631458094144666	0.41699604743083002	0.49751243781094528	0.47222222222222221	0.6428571428571429	




Applied	Atheist/No Religion	Buddhism	Christianity	Hinduism	Islam	Jainism	Judaism	Other	Prefer not to say	Sikh	Zoroastrian	0.12238452427951046	1.0264508487958943E-2	0.40347414133438608	0.15554678247137782	0.17449664429530201	4.7374654559810504E-3	4.7374654559810504E-3	1.6186340307935254E-2	8.8827477299644686E-2	1.8555073035925778E-2	7.8957757599684166E-4	Shortlisted	Atheist/No Religion	Buddhism	Christianity	Hinduism	Islam	Jainism	Judaism	Other	Prefer not to say	Sikh	Zoroastrian	0.13604240282685512	5.3003533568904597E-3	0.43816254416961131	0.14134275618374559	0.14664310954063603	1.7667844522968198E-3	1.0600706713780919E-2	1.4134275618374558E-2	9.5406360424028266E-2	1.0600706713780919E-2	0	Appointed	Atheist/No Religion	Buddhism	Christianity	Hinduism	Islam	Jainism	Judaism	Other	Prefer not to say	Sikh	Zoroastrian	0.15151515151515152	0	0.45454545454545453	0.12878787878787878	0.12121212121212122	7.575757575757576E-3	7.575757575757576E-3	2.2727272727272728E-2	9.8484848484848481E-2	7.575757575757576E-3	0	




Sexual orientation - Council

Council	Heterosexual/Straight	LGB/other	Prefer not to say	Unknown	0.47502448579823703	1.0999999999999999E-2	2.1547502448579822E-2	0.49265426052889322	London	Heterosexual/Straight	LGB/other	Prefer not to say	Unknown	0.88900000000000001	4.4999999999999998E-2	6.5000000000000002E-2	




Heterosexual/Straight	1	2	3	4	5	6	0.33091787439613529	0.47531572904707231	0.58893280632411071	0.46766169154228854	0.55555555555555558	0.5	LGB/other	1	2	3	4	5	6	5.0000000000000001E-3	8.9999999999999993E-3	1.7999999999999999E-2	9.9502487562189053E-3	2.8000000000000001E-2	0	Prefer not to say	1	2	3	4	5	6	1.6908212560386472E-2	2.0665901262916189E-2	1.9762845849802372E-2	3.9800995024875621E-2	2.7777777777777776E-2	0	Unknown	1	2	3	4	5	6	0.64734299516908211	0.49483352468427094	0.37351778656126483	0.48258706467661694	0.3888888888888889	0.5	




Applied	Bisexual	Gay/Lesbian	Heterosexual/Straight	Other	Prefer not to say	2.4476904855902093E-2	1.8160284247927358E-2	0.88748519542045001	5.1322542439794713E-3	6.3166206079747336E-2	Shortlisted	Bisexual	Gay/Lesbian	Heterosexual/Straight	Other	Prefer not to say	1.5901060070671377E-2	1.5901060070671377E-2	0.90812720848056538	3.5335689045936395E-3	5.6537102473498232E-2	Appointed	Bisexual	Gay/Lesbian	Heterosexual/Straight	Other	Prefer not to say	2.2727272727272728E-2	1.5151515151515152E-2	0.89393939393939392	3.5335689045936395E-3	6.8181818181818177E-2	




Maternity Returners  

Percentage 	Returned to work 	&	 stayed beyond 4 months	Returned but left within 4 months	Did not return at all	0.77659574468085102	8.5106382978723402E-2	0.13829787234042554	



Ethnicity, Employment Contract and Maternity 

Returned to work 	&	 stayed beyond 4 months	FT	PT	FT	PT	FT	PT	BAME	White	Unknown	0.13698630136986301	0.27397260273972601	0.17808219178082191	0.32876712328767121	1.3698630136986301E-2	6.8493150684931503E-2	Returned but left within 4 months	FT	PT	FT	PT	FT	PT	BAME	White	Unknown	0.25	0.25	0.125	0.375	0	0	Did not return at all	FT	PT	FT	PT	FT	PT	BAME	White	Unknown	7.6923076923076927E-2	0.23076923076923078	0.23076923076923078	0.30769230769230771	0	0.15384615384615385	




Maternity and Age 

16 to 24	Returned to work 	&	 stayed beyond 4 months	Returned but left within 4 months	Did not return at all	1.3698630136986301E-2	0	0	25 to 34	Returned to work 	&	 stayed beyond 4 months	Returned but left within 4 months	Did not return at all	0.47945205479452052	0.5	0.61538461538461542	35 to 44	Returned to work 	&	 stayed beyond 4 months	Returned but left within 4 months	Did not return at all	0.49315068493150682	0.375	0.38461538461538464	45 to 54	Returned to work 	&	 stayed beyond 4 months	Returned but left within 4 months	Did not return at all	1.3698630136986301E-2	0.125	0	




Religion and Maternity 

Returned to work 	&	 stayed beyond 4 months	Christianity	Hinduism	Islam	Other	No Religion/Atheist	Unknown	5.4794520547945202E-2	4.1095890410958902E-2	4.1095890410958902E-2	5.4794520547945202E-2	4.1095890410958902E-2	0.76712328767123283	Returned but left within 4 months	Christianity	Hinduism	Islam	Other	No Religion/Atheist	Unknown	0	0	0	0	0	1	Did not return at all	Christianity	Hinduism	Islam	Other	No Religion/Atheist	Unknown	0	0	0	0	0	1	




Maternity and Sexual Oritentation 

Hetrosexual/Straight	Returned to work 	&	 stayed beyond 4 months	Returned but left within 4 months	Did not return at all	Status	0.20547945205479451	0	0	Prefer not to say	Returned to work 	&	 stayed beyond 4 months	Returned but left within 4 months	Did not return at all	Status	1.3698630136986301E-2	0	0	Unknown	Returned to work 	&	 stayed beyond 4 months	Returned but left within 4 months	Did not return at all	Status	0.78082191780821919	1	1	
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